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INTRODUCTION

Tokologo Locol Municipolity duly repres ented av 4,W *.1.?.;.e".../".{.f.q.69 {!0 .., in his

copacity os the Municipal Monager hos entered into a contract of employment with the
employee .. H..,.fr....C.r1..0-!l.0ff9:... ...for o period ot ..0.1.:,Q..1.--?.o-tt Endine

......3A.:.0..6.'-&0fr.. in terms of section 57(1) (o) of the Local Governmenr Municipol

Systems Act 32 of 2000.

Section 57(1) 9b) af the some Act, reod with the contract of employment concluded

between the porties , requires the porties to conclude on onnuol performon ce agreement

The portias wish to ensure thot they areclear obout the gools to be ochieved,and secure
the commitment of the employee reporting to the Moyor, to a set of octions that will
secure Local Government Policy Objectives.

PURPO5E OF THI5 AGREEMENT

The porties agree thot the purpose of this Agreement is to:

. comply with the provisions of section 57 (L) (b), (4A), (4B) ond (5) of the Acr os

well os the employment contract entered into between the parties;
. Specify objectives ond torgets def ined and agreed with the employee and to

communicate to the employee the municipol expectotions of the employee's

perf ormonce ond occountobi I iti es in ol ignment with the 20tl / LZ Tnt egr at ed

Development Plon, 20tL/12 Service Delivary Budget fmplementotion Plon ond the
20tL / L? Municipol Budget;

. Specify the occountobilities as set out in lhePerformonce Plqn, which forms on

onnexure to the performonce agreement.
. Monitor ond meosureperformance ogoinst set targeted outputs;

' Use the perf ormonce agreemenl os o borometer assess employee perf ormance
. fn the event of outstonding performance, to appreciolely reward performonce
. Give eff ect to the municipal commitment to o performance oriented relotionship

with its enployee in ottoining eguifoble ond improved service delivery.



COMMENCEMENT A ND DURATION

This Agreement will commence on the I July 2011 ond will remain in force in until

.Thereafter o new Performance Agreement, Performance

plan and Personal Development Plan sholl be concluded between the porties for the

next f inonciol Yeor or ony portion thereof :

The parties will review the provisions of this Agreement during June each year.The

porties will conclude anew Performonce Agreement ond Performance plon thot
reploces this Agreement at leost once ayea? by not loter thon the beginning of
eoch successive financiol year;

This Agreernent will terminote on the terminotion of the employee's contract of
employment for any reoson os moy be agreed between the porties;

The content of this Agreement moy be revised ot ony time during the above-

mentioned period to determinetheapplicobility of the matters agreed upon;

ff ot any tirne during the volidity of this Agreement the work environment olters
(whether as o result of government or council resolution/decisions or otherwise) to

the extent thoi the contents of this Agreement ore no longer oppropriote, the

contents sholl immediotely be revised.

PERFORMANCE OBJECTTVE5

ThePerformqnce Plon (Annexure "A") sets out:

Theperformonce objectives ond torgets thot tnust be met by the employee: and

The time frames within which those performance objectives ond targets must be

met;

The performonce objectives ond targets reflected in Annexur e" A" are set by the

Municipal Monoger in consultation with the employee,and including Key Objectives,

Key Perf ormance fndicotors,Target dates ond weightings;

The Key Objectives describes the moin tosk thot needs to be done. The key

Performonce fndicotors provide the details of the evidence thot must be provided

to show thot o Key Objective has been achieved. The torget dote describes the

timefrome in which the work must be ochieved. The weightings show the relative

importonce of the Key Objective to each other;

The employee's perf onnonce will. In addition be meosured in terms of contributions

to the set gool ond strategies os in the ?O1l/1?TDP:

a

a

a



PERFORMANCE MANA6EMENT sYsTEM

. The employee agrees to porticipofe in the Performonce Monogemenr System thot
the municipolity odopted ond introduced for lokologo Municipality, to monoge

municipol stoff.
. The employee accepts thot the purpose of Performonce Monogement System is to

provide a comprehensive system with specif ic performance stondords to assist the

municipolity,manogement and municipol stoff to perform to the stondords

required:
. The Municipol Manoger will consult the employee about the specific performonce

stondords thot will be includad in the Performonce Monagement System os

applicoble to the employee:

. The employee undertake to octively focus towords the promotion ond

implementotion of the KPA's (including speciol projects relevant to the employee's

responsibilities) within the locol government fromework;
. The criterio upon which the perf ormance of the employee sholl be ossessed shall

consist of two components, both of which qre contoined in the Performonce

Agreement:

. The employee will be ossessed ogainst both components, with o weighting of 80:20

allocoted to the Key Perf ormonce Areos (KPA's) and the Core Monagement

Compel enci es (CMC's) r espectiv ely:

. Each areaof ossessment will be weighted ond will contribute a specif ic part to the

total score;

. KPA's covering the moin oreos of work will occount for 8O% ond CMC's ?0% of lhe
finol assessment;

. The employee's ossessmenf will be bosed on his performance in terms of the

outputs/ outcomes specified in the Attached Performonce Plon



EVALUATIN6 PERFORMANCE

The Performonce plon set out:

. The stondard ond procedures for evoluating the employ ee's performance ond;

. The intervals for the evoluotion of the employee's performonce

. The municipal council moy review the employee's perf ormance at ony stage while the

controct of employment remoin in force:
. Personal growth ond development needs identif ied during any performance review

discussion must be documented and'where possible, action ogreed to ond

implementotion rnust occur within a set time fromes

. The employee's performonce will be meosured in terms of contributions to the gools

and strotegies set out in the?OLt/t2 municipol fDP;

The Annuol Performonce Appraisol will involve;

. An ossessment of achievernents of results as outlined in the Performance plon

. Eoch KPA will be assessed according to the extent to which specified stondords or

performance indicators hove been met and with due regard to ad hoc tasks thot

hqd to be performed under that KPA;

. An indicotive roting on the five point scoring mechonism be provided for each KPA;

. The applicoble ossessment roting colculotor will then be used to add the scores ond

calculote o final KPA score;

ASSESSMENT OF THE CMS'S

. Eoch CMC will be assessed occording to the extent to which the specif ied standard

have been met;

. An indicotive rating on the f ive point scale should be provid ed f or each CMC:

. The rating will be multiplied by the weighting given to eoch CMC to provide o score;

. The opplicoble ossessment colculotor will be used to add the scores ond colculote

the f inql CMC score:



OVERALL RATTNG

. An overoll roting will be colculoted using the applicoble ossessment roting

calculator. Such overall roting represents the outcome of the performonce

approisol;

. For the purposes of evaluoting the onnuol performonce of the employee, an

evoluotion ponel sholl be constituted by the Municipol Manoger or council

5CHEDULE FOR PERFORMANCE REVIEWS

. The performance of the employee shall be reviewed within the time frames
specified in the Performonc e Plan:

" The municipolity sholl keep o record of the review and ossessm enl meetings;
. Performonce Feedback shall be bosed on the Municipal Assessrnent of the

employ ee' s p er f o r mance:

. The municipolity will be entitled to review ond mqke reasonoble chonges to the
provisions of the Performqnce Plon, from time to time for operotionol reosons. The

employee will be fully consulted bef ore ony such chonges is mode;

. The municipolity may omend the provisions of lheperf ormonce plon, whenever the
PMS is odopted, implemented and or omended os the cose moy be. fn thot cose the

employee will be fully consultedbef ore ony such chonges con be eff ectedi

OBLTG ATTON OF T OKOLOGO LO C ALMUNICIPALIry

The Municipolity shall:

c Creote on enobling environment to facilitate ef f ecl performonc e by the Municipol

Manoger;

. Provide occess to skills development ond copocity building opportunities

. Work collectively with the employee to solve problems ond generate solutions to
common problems thot moy impoct on the performanc e of the employee:

. On reguest of the employee delegole such powers reosonobly as may be requested

by the employee to enoble him to met the performanc e objectives ond targets
established in terms of this ogreement:

r Make ovoiloble to the employee such resources os the employeemoy reosonable

require frorn time to time to ossist him to met the performonce objectives and

torgets established in terms of this agreement:



CONsULTATION

The Municipol Monager agrees to consult with the employee when exercising his Powers

thqt will:

L. Have direct ef f ect on the performonc e of any employee of the employee's

functions

?. Commit the employee to implement or give ef f ect to o decision made by the

Municipal Monoger

3. Hove substantiol f inonciol eff ect to the municipality

MANAGEMENT OF EVALUATION OUTCOMES

The evaluotion of the employee's performonce will form the basis for rewording

outstonding performonce or corcecting unocceptable perf ormance.

A performance bonus of between5"/. ond 14% of the employee's oll inclusive onnuol

remunerotion packoge may be paid t an employee in recognition of outstanding

performance.

fn cose of unocceptoble performonce the municipolity shall provide o systemotic remediol

or developmentol support to ossist fhe employeeto improve his/her performance

DI5PUTE RE5OLUTON

Any dispute about the nature of the employee's performance agreement, whether it

relotes to key responsibilities, priorities or methods of ossessrnent ond/or any other

rnotter provided for, sholl be mediated by the Municipol Monoger within 30 doys after

receipt of formol written dispute from the soid employee.

6ENERAL

The contents of this agreement ond the outcomes of ony review process will not be

conf idential ond moy be mode public by the Municipol Council.
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PERFORMANCE PLAN

JOB TITLE: TECHNICAL SERVICES MANAGER

TOKOLOGO LOCAL MUNICIPALITY

This plan definesthe Council's expectations of the TechnicalServices Manager in accordance with

Manager's performance agreement, to which this document is attached. Section 57 (5) of the Local

Government: Municipal Systems Act which provides that key objectives and targets must be based on

the Key Performance lndicators set out from time to time as the municipal council reviews the

lntegrated Development Plan. This Performance Plan must, in terms of the Municipal Performance

Regulations, also include time frames and weightings.

There are six parts to this Plan:

t. Key Performance areas (KPA's) schedule, detailing key objectives and their related Performance

lndicators, Weightings and Target Dates

2. A Core Competency Requirements (CCR) schedule, setting out selected Core Management and

Occupational Competencies

3. Performance Review Procedure i.e. information on how to review (or evaluate) performance

and information on specific accountabilities

4. Consolidated Score Card, with Assessment Rating Calculator

5. Personal Development Plan (PDP), for addressing developmental gaps

6. Record of assessment meetings (Control Sheet)

The period for this plan is 1't July 2011 to 30th June 2012

Signed and accepted by the Technicatservices Manager...... .f!a..,.!.,......Q.H..fi..j?/-.!Y{.

Signed and accepted by the Municipal Manager of rokologo Council ftO W...1-..*.8.,.*t:l0pgt4,gfI0



KEY PERFORMANCE AREA (KPA} SCHEDULE

TECH N ICAL SERVICES MANAGER

20LL - 20L2

TOKOLOGO LOCAL M UNICI PALITY

This KPA Schedule sets Key Performance Objectives which must be achieved, time frames, as well as

the Key Performance Targets (Standards) which will be used to measure whether or not the

Technical Services Manager has adequately performed his functions.

POSITION PURPOSE

To lead, direct and take full responsibility for the Technical Services Administration of Tokologo

Local Municipality.

Priority/Focus

Area
KEY PERFORMANCE AREA'S (KPS's) SCHEDULE

I nfrastructu re

Development

&

Basic Service

Delivery

IDP

Objective

Baseline Performa nce

lndicator

Annua I

Ta rget

Target

Date

t
a

2

o
3

a
4

a

Basic

Service

Delivery

Address

all

Backlogs

in line

wlth MIG

Guideline

s

Drilling &

Developing

of Boreholes

in

Hertzogville

1.00% End

March

Drilling &

Developing

of Boreholes

in Boshof

1"00% End

March

Upgrading

water

Network

Dealesville

(Phase 2)

50%

6\,-r\@ 
\t'"co



Address

allwater
Backlogs

as per the

e CIP

Provide

Clean

Drinkable

Water &

Ma nage

Waste Water

in allWards

1,O0% Ongoing

Regional

Bul k

I nfra st ruct u r

ein
Hertzogville

(phase 1)

roo% End

May

2012

Regional

Bul k

lnfrastructur

in Boshof &

Dealesville

(only

feasibility

study will be

complete)

1.OO% End Dec

20L1.

Water

Network in

Semanga

Park & New

Extention

2(only

feasibility

study will be

complete)



Address

Roads &

Infrastructur
e Backlogs

as per the

OP

Paving

3km in

Boshof

LO0%

Upgradin

gof
i nterna I

roads

Seretse

3km (only

feasibility

study will

be

complete

LO)%

Paving of

6km

interna I

roads

(dependin

gon

funding)

1.00%

Ensure

Integrated

Planning

Approach

Develop

I nfrastructu r

e Master

Pla n

1.OO% End Dec

201.1



This CCR Schedule measures the Managerial and Occupational Competencies of the Technical

Services Manager. The Core Managerial and Occupational Competencies must be selected from the

list set out below and agreed upon between the employer and the employee, with due regards to

the proficiency level agreed to.

coRE coMPETENCY REQUIREMENTS (CCR) SCHEDULE

CORE COMPETENCY REQUIREMENTS (CCR) FOR EMPTOYEES

CORE COMPETENCY REQUI REM ENTS (CCR)

Strategic Capability and Leadership

Programme and Project Management

Financial Management

Change Management

Knowledge Management

Service Delivery I nnovation

Problem Solving and Analysis

People Management and Empowerment

Client Orientation and Customer Focus

Communication

Honesty and lntegrity

Total Percentage



CORE OCCUPATIONAL COMPETENCIES (COC) FOR EMPLOYEES

CORE OCCUPATIONAL COMPETENCIES REQU IREMENTS

(ccR)

WEGHT
o//o

SCORE

DEC JUNE

Competence in Self Management 2%

lnterpretation of and implementation within the

legislative and national policy frameworks

2%

Knowledge of Performance Management and Reporting t%

Knowledge of global and South African specific political,

social and economic contexts

t%

Competence in policy conceptualization, analysis and

implementation

1%

Knowledge of more than one functional municipal

field/discipline

1%

Skills in Mediation

Skills in Governance 1%

Competence as required by other national line sector

departments

1o/o

Exceptional and dynamic creativity to improve the

functioning of the municipality

2%

Total Percentage L2o/o



PERFORMANCE REVIEW PROCEDURE

i.. The performance of the Section 57 Managers must be reviewed on the following dates, with the

understanding that the reviews in the first semester may be verbal if the performance is

satisfactory:

First Quarter: Review at end of Sept 2011(mid Year review)

Second Quarter: Review at end of Dec 201-1(annual review)

Third Quarter: Review at end of March 2012(annual review)

Fourth Quarter: Review at end of June 201"2(annual review)

Z. An Evaluation Panel comprising of the following persons must be established forthe purpose of

evaluating the annual performance of Section 57 Managers(i.e. manager reporting directly to

the Municipal Manager):

i) Municipal Manager

ii) Chairperson of the performance/internal audit committee or the Chairperson

of the audit committee, in the absence of a performance audit committee

iii) Member of the municipal council or in respect of a plenary type municipality

iv) Municipal Manager from another municipality

The Municipal Manager must source the external secretarial servicesto the evaluation panel.

3. The evaluation of the Section 57 Managers' performance at the end of every quarter must be

undertaken by the Municipal Manager in consultation with the Technical Services Manager.

4. Notwithstanding the inte rva ls for reviewing the Managers' performa nce mentioned in

paragraph 1 above, the employer may in addition review the Managers' performance at any

stage while the performance contract remains in force.

5. The on us is on the Section 57 Ma nager to provide proof that he/she has met the key

performance targets and standards, within the set time frames.

6. The Municipal Manager and the Technical Manager to meet to conduct a formal performance

rating and agree to the final scores. lt may be necessary to have two meetings before final

agreement. ln the event of a dis-agreement , the municipal manager has the final say with

regard to the final score that is given.

7. Deadline dates that have been met should be marked alongside with a r/.

8. Deadline dates that have not been met should be marked alongside with a X.

g. Performance lndicatorthat have been supplied as evidence of achieving an objective should be

marked alongside with a !.
10. Performance lndicator that have not been supplied as evidence of achieving an objective should

be marked alongside with a X.



11. The Municipal Manager must mark his own notes during a formal review meeting and must

assign a score in relation to the weighting assigned to a specific objective e.g should a specific

objective have been assigned an amount of 5 points and the objective have been achieved then

the score allocated will be five(5). However, should the objective have not been achieved at all

or no satisfactory evidence is provided then the score of zero(0)will be allocated. Should only a

portion of the evidence have been provided, or only a portion of the objective have been

achieved, with novalid reason for non achievement, then a part score will be allocated e.g 3/5.|t

should be noted that many performance indicators do not allow for a partial score for i.e it

either has or has not been achieved.

12. The scoring must be recorded on the KPA Schedule and the CCR Schedule in the relevant score

col um ns.

L3. Only those items relevant for the review period in question must be scored.

14. A Personal Development Plan (PDP)for addressing developmentalgaps in the employee's

performance and capacity must then be completed by the Municipal Manager in consultation

with then relevant Section 57 Manager.

15. A poor work performance will be dealt with in accordance with schedule 8 (eight) of the

Labour Relations Act specifically dealing with poor work performance and incapacity.

16. The Municipal Manager must complete a Control Sheet (Record of Assessment Meetings)

provided in this Performance Plan.

17. When undertaking the Annual Performance Review with the panel as set out in paragraph two

above the same scoring procedure will be used and the members of the panelwillthen provide

input on their proposed score for each Key Objective. However the panel should aim at reaching

consensus.

i-8. The score awarded on the KPA Schedule and the CCR Schedule willthen be transferred to the

consolidated score card and the totalscore for each Section 57 manager willthen be calculated

in accordance with regulalion2T of the Municipal Performance Regulations prornulgated under

Government Notice R805 dated 01 August 2006.Using regulation 22 it willthen be determined

whether or not the employee is entitled to a Performance Bonus and if so the amount of the

bonus.

l-9. Any dispute concerning the Performance e Management Processes will be dealt with in terms of

Regulation 33 of the same Act.

20. The content of a Performance Agreement must be made available to the public by the Municipal

Manager in accordance with the Municipal Finance Management Act 2003 and Section 46 of the

Municipal Systems Act.



CONSOLIDATED SCORE CARD

ASSESSMENT RATING CATCULATOR

Evaluation Cycle : 01 Julv 2011 TO 30 June 2012

Narne Of the Section 57 Manager : M.J. Chakane

Title :Technical Services Manager

WEIGHT I RATING RATING I SCORE

fij% 1.00%

KPA weight 80o/o CCR weight 20%

KPA score CCR score

Final score



CONSOLIDATED SCORE CARD

ASSESSM ENT RATI NG CALCULATOR

Evaluation Cycle : 01Julv 2011 TO 30 June 2012

Name of the Section 57 Manager: Mr........fi

Title: TECHNlCA!- SERV!CES MANAGER

KPA WEIGHT RATING SCORE CCR WEIGHT RATING SCORE

7 1

2 2

1_00% LOOo/o

KPA weight 80% CCR weight 20%

KPA score CCR score

Final score



PERSONAL DEVELOPMENT PLAN

(To be used for addressing Performance gaps)

Date'0lloUlwwManager's Name

Job Title

Skills /
Performance
Gap(identified at
Perforrnance
Evaluation)

Outcomes
expected

Suggested activity
(e.g. training,
counseling,
additional
resources etc,)

Time frames to
meet
Performance
Standards

signed by the rechnicat services Manager ........&L.?:...(l:f-t-nf

Signed by the Municipal Manger .......


