MOGALAKWENA MUNICIPALITY




ENTERED INTO BY AND BETWEEN:

The Municipality herein represented by MBONGI PATRICIA NAKE in his capacity as Acting
Municipal Manager (hereinafter referred to as the Employer or Supervisor)

and
SASA MULENGA, Employee of the Municipality (hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:
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Give effect to the employer's commitment to a performance-
orientated relationship with its employee in attaining equitable and
improved service delivery.

This Agreement will commence on 1 July 2016 and will remain in
force until 30 June 2017 thereafter a new Performance Agreement,
Performance Plan and Personal Development Plan shall be
concluded between the parties for the next financial year or any
portion thereof.

The parties will review the provisions of this Agreement during June
each year The parties will conclude a new Performance Agreement
and Performance Plan that replaces this Agreement at least once a
year by not later than one month after the beginning of each
successive financial year.

This Agreement will terminate 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 to 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 government or Council
decisions or otherwise) to the extent that the contents of this
Agreement are no longer appropriate, the contents shall
immediately be revised. :

The Performance Plan (Annexure A) sets out-

4.1.1 Key Performance Areas that the employee should focus on.

4.1.2  Core competencies required from employees.

4.1.3 The performance objectives, key performance indicators and
targets that must be met by the Employee.

4.1.4 The time frames within which those performance objectives
and targets must be met.

The performance objectives, key performance indicators and targets
reflected in Annexure A are set by the Employer in consultation with
the Employee and based on the Integrated Development Plan,
Service Delivery and Budget Implementation Plan (SDBIP) and the
Budget of the Employer, and shall include strategic objectives; key
performance indicators; targets; projects and activities that may
include dates and weightings. A description of these elements
follows:

4.2.1 The strategic objectives describe the strategic intent of the
organisation that needs to be achieved.
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4.2.2 The strategic performance indicators provide the details of
the evidence that must be provided to show that a key
objective has been achieved.

4.2.3 The target dates describe the timeframe in which the work
must be achieved.

4.2.4 The weightings show the relative importance of the key
performance areas, key objectives, and key performance
indicators to each other.

The Employee agrees to participate in the performance
management system that the Employer adopts or introduces for the
Employee, management and municipal staff of the Employer.

The Employee accepts that the purpose of the performance
management system will be to provide a comprehensive system
with specific performance standards to assist the Employer,
management and municipal staff to perform to the standards
required.

The Employer will consult the Employee about the specific
performance standards that will be included in the performance
management system as applicable to the Employee.

The Employee undertakes to actively focus towards the promotion
and implementation of the KPA’s (including special projects relevant
to the employee’s responsibilities) within the local government
framework.

The criteria upon which the performance of the Employee shail be
assessed shall consist of two components, Key Performance Areas
and core Competency Requirements, both of which shall be
contained in the Performance Agreement.

5.5.1 The Employee must be assessed against both components,
with a weighting of 80:20 allocated to the Key Performance
Areas (KPA’s) and the Competencies respectively.

5.5.2 KPA’s covering the main areas of work will account for 80%
and Competencies will account for 20% of the final
assessment.

5.5.3 Each area of assessment will be weighted and will contribute
a specific part to the total score.

The Employee’s assessment will be based on his / her performance
in terms of the key performance indicator outputs / outcomes
identified as per attached Performance Plan (Annexure A), which are
linked to the KPA’s, and will constitute 80% of the overall
assessment result as per the weightings agreed to between the



Employer and Employee:

Key Performance Areas (KPA's) Weighting
Municipal Transformation and Organisational 5%
Development

Basic Service Delivery and Infrastructure 10%
Social and Local Economic Development n.a.
Municipal Financial Viability and Management 60%
Good Governance and Public Participation 25%
Spatial and Environmental Management n.a.
Total 100%

5.7 Manager’s responsibilities are also directed in terms of the
abovementioned key performance areas. In the case of managers
directly accountable to the Municipal Manager, other key
performance areas related to the functional area of the relevant
manager can be added subject to negotiation between the municipal
manager and the relevant manager.

5.8 The Competencies will make up the other 20% of the Employee’s

assessment score. The competencies as prescribed by Regulation 21
of 2014 (Annexure A) and the applicable weightings out of 100% are
indicated below:

Leading competencies
Strategic « Impact and Influence 10%
Direction and | « Institutional Performance Management
Leadership » Strategic Planning and Management
_ » Organisational Awareness

People * Human Capital Planning and 10%
Management | Development

* Diversity Management

* Employee Relations Management

* Negotiation and dispute Management
Programme * Programme and Project Planning and 10%
and Project implementation
Management | e Service Delivery Management

» Programme and Project Monitoring and

Evaluation
Financial * Budget Planning and Execution 20%
Management | * Financial Strategy and Delivery

* Financial Reporting and Monitoring
Change » Change Vision and Strategy 10%
Leadership * Process Design and improvement

¢ Change Impact Monitoring and

Evaluation
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13. General
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133.9-137.6 6%
137.7-141.4 7%
141.5-145.2 8%
145.3 - 149 9%
150-153.4 10%
153.5-156.8 11%
156.9 - 160.2 12%
160.2 - 163.6 13%
163.7 - 167 14%

In the case of unacceptable performance, the Employer shall:

11.3.1 Provide systematic remedial or developmental support to
assist the Employee to improve his or her performance.

11.3.2 After 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 unfithess or
incapacity to carry out his or her duties.

Any disputes about the nature of the Employee’s performance
agreement, whether it relates to key responsibilities, priorities,
methods of assessment and/ or any other matter provided for, shall
be mediated by the mayor within thirty (30) days of receipt of a
formal dispute from the employee, whose decision shall be final and
binding on both parties. The decision of the mediator (Mayor) shall
be final and binding on both parties whose decision shall be final and
binding on both parties.

Any disputes about the outcome of the employee’s performance
evaluation, must be mediated by 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, Regulation 805 of 2006, within thirty (30)
days of receipt of a formal dispute from the employee. The decision
of the mediator shall be final and binding on both parties whose
decision shall be final and binding on both parties.

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.

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.

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






