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SECTION A: NOSIPHO XHEGO

PREAMBLE

The performance agreement is divided into six sections:

1.1

1.2

2.1

2.2

23

2.4

3.1

Section A: Performance Agreement
Section B: Performance Plan

Section C. Competency Requirements
Section D: Assessment Rating Calculator
Section E: Personal Development Plan
Section F: Signature Page

PARTIES

The parties to this Agreement are:

The Nelson Mandela Bay Metropolitan Municipality ("the Employer®).

NOSIPHO XHEGO of the Employer ("the Employee").

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, No. 32
of 2000 (“the Systems Act’). The Employer and the Employee together are
hereinafter referred to as the "Parties”.

Section 57(1)(b) of the Systems Act, read with the Contract of Employment
concluded between the parties, requires the parties to conclude an annual
performance agreement.

The parties wish to ensure that they are clear about the goals to be achieved, and
secure the commitment of the Employee to a set of outcomes that will achieve local

government policy goals.

The parties wish to ensure full compliance with Sections 57(4A), 57(4B) and 57(5) of
the Systems Act.

PURPOSE OF AGREEMENT
The purpose of this Agreement is to -

comply with the provisions of Section 57(1) (b), (4A), (4B) and (5) of the Systems
Act, as well as with the employment contract entered into between the parties;
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3.2

3.3

3.4

3.5

3.6

3.7

4.2

4.3

4.4

5.1

specify objectives and targets defined and agreed with the Employee and to
communicate to the Employee the Employer's expectations regarding his
performance and accountabilities in alignment with the Integrated Development Plan
(IDP), the Service Delivery and Budget Implementation Plan (SDBIP), as well as the
Budget of the Municipality;

specify accountabilities as set out in a Performance Plan, which constitutes Section
B of this Performance Agreement;

monitor and measure performance against set targeted outputs;

use this Performance Agreement as the basis for assessing whether the Employee
has met the performance expectations applicable to his position;

appropriately reward the Employee in the event of outstanding performance; 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

This Agreement shall commence on 01 July 2024 and shall remain in force until 30
June 2025. Upon the expiry of this Performance Agreement and in the event that
the employee is still in the service of the Municipality, a new Performance
Agreement shall be concluded between the parties.

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 content of this Agreement is no longer appropriate, the content must be
revised immediately.

PERFORMANCE OBJECTIVES

The Performance Plan (Section B) sets out —

5.1.1 the performance objectives and targets that must be met _u.< the
Employee; and

5.1.2 the timeframes within which those performance objectives and targets
must be met.
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5.2

5.3

6.1

6.2

6.3

6.4

6.5

The performance objectives and targets reflected in Section B are set by the
Employer in consultation with the Employee and based on the Integrated
Development Plan (IDP), the Service Delivery and Budget Implementation Plan
(SDBIP), as well as the Budget of the Employer, and shall include key objectives,
key performance indicators, target dates and weightings.

5.2.1 The Key Performance Areas (KPAs) describe the key functional areas of
responsibility.

5.2.2 The key objectives describe the main tasks that need to be done.

5.2.3 The key performance indicators (KPI) provide the details of the evidence
that must be provided to show that a key objective has been achieved.

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

5.2.5 The weightings indicate the relative importance of the key objectives to
each other.

The Employee’s performance will, in addition, be measured in terms of contributions
to the goals and strategies set out in the Employer's IDP.

PERFORMANCE MANAGEMENT SYSTEM

The Employee agrees to participate in the Performance Management System that
the Employer adopts or introduces for the Municipality.

The Employee accepts that the purpose of the Performance Management System
will be to provide a comprehensive system of 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 KPAs (including special projects relevant to the Employee’s
responsibilities) within the local government framework.

The criteria, upon which the performance of the Employee must be assessed, shall
consist of two components, both of which must be contained in the Performance
Agreement.




6.6

6.7

6.5.1 The Employee must be assessed against both components, with a
weighting of 80:20 respectively allocated to the KPAs and the
Competency Requirements.

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

6.5.3 KPAs covering the main areas of work will account for 80%, while of the
final assessment, the competencies outlined in the Competency
Framework, will account for 20%.

The Employee’s performance assessment shall be based on performance in terms
of the outputs/outcomes (key performance indicators) identified as per the attached
Performance Plan (Section B), which are linked to KPAs, which constitute 80% of
the overall assessment result as per the following weightings agreed to between the
Employer and Employee:

_Am<|_um..qo_.3m:no Areas (KPAs) B B |E_1<<mm|m_= ::ml-H
KPA 1: Basic Service Delivery 5%
KPA 2: Municipal Institutional Development and Transformation 67%
KPA 3: Local Economic Om<m_ov3m_\|;| . N - 6%
-. . | =]
KPA 4: Municipal Financial Viability and Management | 9%,
i B ! |
KPA 5: Good Governance and Public Participation 13%
TOTAL PERCENTAGE 100%

The following Competency Framework Structure, which is critical to the employee’s
specific job, shall make up the other 20% of the Employee’s assessment score and
must be considered with due regard to the proficiency level agreed to.




COMPETENCY FRAMEWORK STRUCTURE
LEADING COMPETENCY DEFINITION WEIGHTING
COMPETENCIES
Strategic direction | Provide and direct a | Impact and Influence 9%
and leadership vision for the institution,

and inspire and deploy | Institutional Performance

others to deliver on the | Management

strategic  institutional | Strategic Planning and

mandate. Management

Organisational Awareness

People Effectively manager, | Human Capital Planning and 9%
management inspire and encourage | Development

people, respect | Diversity Management

diversity, optimise talent

and build and nurture | Employee Relations

relationships in order to | Management

achieve institutional | Negotiation and Dispute

objectives. Management
Program and Able to understand | Program and Project Planning 9%
Project program and project | and Implementation
Management management Service Delivery Management

methodology; plan

manage, monitor and | Program and Project Monitoring

evaluate specific | and Evaluation

activities in order to

deliver on set objectives.
Financial Able to compile, plan | Budget Planning and Execution 8%
Management and manage budgets,

control cash flow, | Financial Strategy and Delivery

ﬁwﬂﬁwﬁwam_ﬂw nelal m_”” Financial Reparting and Delivery

administer procurement

processes in

accordance with

recognised financial

practices. Further to

ensure that all financial

transactions are

managed in an ethical

manner.
Change Able to direct and initiate | Change Vision and Strategy 9%
Leadership institutional .

transformation on all | Process Design and

levels in order to | Improvement

successfully drive and | Change Impact Monitoring and

implement new | Evaluation

initiatives and deliver

professional and quality

services to the

community.
Governance Able to promote, direct | Policy Formulation 9%
Leadership and apply | __ _

professionalism in | Risk and Compliance

Management




managing risk and | Cooperative Governance
compliance
requirements and apply
a thorough
understanding of
governance  practices
and obligations. Further,
able to direct the
conceptualisation of
relevant policies and
enhance cooperative
governance
relationships.
CORE COMPETENCY DEFINITION WEIGHTING
COMPETENCIES
Moral Able to identify moral triggers, apply moral reasoning that 9%
Competency promotes honesty and integrity and consistently display
behaviour that refltects moral competence.
Planning and Able to plan, prioritise and organise information and 9%
Organising resources effectively to ensure the quality of service delivery
and build efficiency contingency plans to manage risk.
Analysis and Able to critically analyse information, challenges and trends 7%
Innovation to establish and implement fact-based solutions that are
innovative to improve institutional processes in order to
achieve key strategic objectives.
Knowledge and Able to promote the generation and sharing of knowledge 7%
Information and information through various processes and media, in
Management order to enhance the collective knowledge base of local
government.
Communication Able to share information, knowledge and ideas in a clear, 8%
focused and concise manner appropriate for the audience in
order to effectively convey, persuade and influence
stakeholders to achieve the desired outcome.
Results and Able to maintain high quality standards, focus on achieving 7%
Quality Focus results and objectives while consistently striving to exceed
expectations and encourage others to meet quality
standards. Further, to actively monitor and measure results
and quality against identified objectives. |
TOTAL PERCENTAGE 100% |

7. EVALUATING PERFORMANCE

¥ |

The Performance Plan (Section B) sets out —

7.1.1 the standards to be met by the Employee; and

7.1.2 the intervals for the evaluation of the Employee's performance.

The employee’s performance will be formally reviewed for all quarters on the following

dates:
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REVIEW / EVALUATION PERIOD DATE

First Quarter July 2024 - 14 November 2024

(formal review — performance | September !
scored by employee and CM) 2024

Second Quarter July 2024 - | Review date to be determined in
(formal review — performance | December 2024 | line with 2025 Council Calendar of
scored by employee and CM) meetings

Third Quarter July 2024 - | Review date to be determined in
(formal review - performance | March 2025 line with 2025 Council Calendar of
scored by employee and CM) meetings

Fourth Quarter July 2024 — Review date to be determined in
(formal  annual review - | June 2025 line with 2025 Council Calendar of
performance, scored by meetings

employee and CM)

Annual Performance Evaluation July 2023 - | Evaluation date to be determined
(formal  annual  performance | June 2024 in line with 2025 Council Calendar
evaluated, scored by evaluation of meetings

panel)

7.2  Despite the establishment of agreed intervals for quarterly performance reviews and
the annual performance evaluation, the Employer may, in addition, review the
Employee’s performance at any stage while the contract of employment remains in
force.

7.3 Personal growth and development needs identified during any performance review
discussion, if any, must be documented in a Personal Development Plan, as well as
the actions agreed to, and implementation must take place within set time frames.

7.4 The Employee’'s performance shall be measured in terms of contributions to the
goals and strategies set out in the Employer's IDP.

7.5 Quarterly performance reviews and the annual performance evaluation shall involve:

7.5.1 Assessment of achievement of results, as outlined in the performance plan:
(a) Each KPA shall be assessed according to the extent to which the specified
standards and performance indicators have been met and with due regard
to ad hoc tasks that had to be performed under the KPA.

(b)  Anindicative rating on the five-point scale must be provided for each KPA.

(c) The applicable assessment rating calculator (refer to Clause 7.5.3 below)
must then be used to add the scores and calculate a final KPA score
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7.5.2 Assessment of the Competency Framework Structure

7.5.3 Overall rating

7.6.1

(a) Each competency outlined in the Competency Framework Structure should
be assessed according to the extent to which the specified standards have

been met.

(b) An indicative rating on the five-point scale must be provided for each
competency outlined in the Competency Framework Structure.

(c) This rating should be mulitiplied by the weighting given to each competency
outlined in the Competency Framework Structure during the contracting
process, to provide a score.

(d)  The applicable assessment rating calculator (refer to Clause 7.5.3) must then
be used to add the scores and calculate a final competency score.

An overall rating is calculated by using the applicable assessment-rating calculator
(see Section D). Such overall rating represents the outcome of the performance

appraisal.

The assessment of the performance of the Employee shall be based on the
following rating scale for KPAs and competencies outlined in the Competency
Framework Structure:

and indicators per KPA and fully achieved all others
throughout the year.

Level | Terminology | Description Rating
112{3(4|5
|5 Outstanding Performance far exceeds the standard expected of
performance 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 Performance
Agreement and Performance Plan and has
maintained this in all areas of responsibility
throughout the year.
4 Performance Performance is significantly higher than the standard
significantly expected in the job. The appraisal indicates that the
above Employee has achieved above fully effective results
expectations against more than half of the performance criteria




Level | Terminology | Description ._nm::u

3 Performance Performance fully meets the standards expected in
fully effective all areas of the position. The appraisal indicates that
the Employee has fully achieved effective results
against all significant performance criteria and
indicators, as specified in the Performance
Agreement and Performance Plan.

2 | Performance | Performance is below the standard required for the |
not fully job in key areas. Performance meets some of the _
effective standards expected for the job. The

review/assessment indicates that the Employee has
achieved below fully effective results against more
than half the key performance criteria and indicators,
as specified in the Performance Agreement and
Performance Plan.

1 Unacceptable | Performance does not meet the standard expected

performance for the job. The review/assessment indicates that
the Employee has achieved below fully effective
results against almost all of the performance criteria
and indicators, as specified in the Performance
Agreement and Performance Plan. The Employee
has failed to demonstrate the commitment or ability
to bring performance up to the level expected in the
job, despite management efforts to encourage
improvement.

7.6.2 During any quarterly performance review: -

(@) An overali score of 100% or above, indicates either performance fully meets the
standards expected in all areas for the position / significantly above expectations /
outstanding performance and does not require remedial action

(b) An overall score of 70% - 99%, indicates performance not fully effective

(¢) An overall score below 70%, indicates unacceptable performance and gives effect to
paragraph 11.2

7.7 For purposes of evaluating the performance of the employee, an evaluation panel
constituted of the following persons must be established -

(@) Municipal Manager;

(b) Chairperson of the Performance Audit Committee or the Audit Committee in
the absence of a Performance Audit Committee;

(c) Member of the Mayoral Committee; and

(d)  Municipal Manager from another Municipality.
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7.8

7.9

8.1

8.2

8.3

8.4

8.5

8.6

9.1

The Executive Director responsible for the human resources function of the
Municipality must provide secretariat services to the evaluation panel.

The Chief Operating Officer shall co-ordinate the performance management process

including the evaluation, implementation and management of performance
outcomes.

SCHEDULE FOR QUARTERLY PERFORMANCE REVIEWS

The Employer must conduct performance reviews on a quarterly basis during the
financial year.

The Employer must keep a record of performance review meetings.

Performance feedback shall be based on the Employer's assessment of the
Employee’s performance.

The Employer will be entitled to review and make reasonable changes to the
provisions of Section B from time to time for operational reasons. The Employee will
be fully consulted before any such change is made.

The Employer may amend the provisions of Section B whenever the performance
management system is adopted, implemented and/or amended, as the case may

be, in which case the Employee will be fully consulted before any such change is
made.

The Employer shall within a reasonable period after each quarter deliver to the
Employee a written report setting forth the results of the relevant assessment.

OBLIGATIONS OF EMPLOYER

The Employer must —

9.1.1 create an enabling environment to facilitate effective performance by the
employee;

9.1.2 provide access to skills development and capacity building opportunities;

9.1.3 work collaboratively with the Employee to solve problems and generate

solutions to common problems that may impact on the performance of the
Employee;

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

10

e

W

o




10.

10.1

10.2

11.

11.1

11.2

9.1.5 make available to the Employee such resources as the Employee may
reasonably require from time to time to assist him in meeting the performance
objectives and targets established in terms of this Agreement.

CONSULTATION

The Employer agrees to consult the Employee timeously where the exercising of the
powers will, amongst others —

10.1.1 have a direct effect on the performance of any of the Employee’s functions;

10.1.2 commit the Employee to implement or to give effect to a decision made by
the Employer; and

10.1.3 have a substantial financial effect on the Employer.

The Employer agrees to inform the Employee of the outcome of any decisions taken
pursuant to the exercise of powers contemplated in 10.1 as soon as is reasonably
practicable, to enable the Employee to take the necessary action without delay.

MANAGEMENT OF EVALUATION OUTCOMES

The evaluation of the Employee’s performance will form the basis for rewarding
outstanding performance or correcting unacceptable performance, as reflected in
the table below.

FINAL SCORE (%) PERFORMANCE BONUS (%)

Less than 100% Remedial Action

100% — 129% No Bonus

130% — 139% 5%

140% — 149% 9% T
150% — 159% 10% i
160% — 167% 14%

In the case of unacceptable performance (an overall scored performance review
outcome below 70%), the employer shall: -

11.2.1 provide systematic remedial or developmental support to assist the employee to

improve his/her performance; and
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11.2.2 after appropriate performance counselling and having provided the necessary
guidance and/or support and reasonable time for improvement in performance (3
months), and performance does not improve, 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 duties in line with Regulation 32 Section 3(a) and

(b)

11.3 In the event where the validity period of the agreement is for a period less than 12
months or in the event of the Employee terminating his service during the validity
period of this Agreement, performance will be evaluated for the portion during which
he was employed and he will be evaluated to a pro-rata performance bonus based
on his evaluated performance for the period of actual service.

12. DISPUTE RESOLUTION

12.1 If the Parties are in dispute, they will use their best endeavours to resolve the
dispute through mediation. In the event of the Parties being unable to resolve the
dispute by way of mediation, then the dispute between the parties will be determined
in accordance with the arbitration procedures detailed below.

12.2 Unless otherwise provided for in this agreement, any dispute between the Parties
hereto {and which dispute has previously been submitted to mediation without
resolution) in regard to—

12.2.1 The interpretation of; or

12.2.2 The effect of; or

12.2.3 The carrying out of; or

12.2.4 Any other matter arising directly or indirectly out of this Agreement; shall be
submitted to, and decided by arbitration.

12.3 The arbitration will be held in Port Elizabeth informally, but otherwise under the
provisions of the Arbitration Act 1965, as amended from time to time, or any act
passed in substitution for it, it being the intention that the arbitration will as far as
possible be held and concluded within twenty-one (21) days after it has been
demanded. All parties are entitled to be represented at the arbitration.

12.4 The arbitrator shall be, if the matter in dispute is: -

12.4.1  Primarily an accounting matter, an independent chartered accountant of
not less than fifteen (15) years standing, practicing as a registered auditor,
agreed upon between the Parties;

12.4.2 Primarily a legal matter, a practicing attorney of not less than fifteen (15)
years' standing, or a Senior Counsel, agreed upon between the Parties;
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12.5

12.6

12.7

13.

13.1

13.2

13.3

12.4.3 Any other matter, an independent person agreed upon between the
Parties.

If the Parties cannot agree whether any matter in dispute falls under Clauses 12.4.1
or 12.4.2 within seven (7) days, then that dispute will be submitted for decision in
terms of Clause 12.4.3 above within seven (7) days after the Parties have so failed
to agree, so that the arbitration can be held and concluded as far as possible within
the period of twenty-one (21) days referred to above.

If the Parties are agreed as to whether any matter in dispute falls under clauses
12.4.1 or 12.4.2 above, or should a determination be made in terms of Clause
12.4.3 above, but fail to agree on the appointment of an arbitrator, such failure to
agree shall be referred to the most senior executive officer of the association
representing the particular profession concerned, and in the case of Clause 12.4.3
above, to the President for the time being of the Law Society of the Cape for the
appointment of arbitrator.

The decision of the arbitrator will be final and binding upon all the Parties and shall
be carried into effect and may be made an order of any competent court, including
any decision regarding the costs of the arbitration that the arbitrator shall be
empowered to make.

GENERAL

The contents of this agreement and the outcome of any review conducted in terms
of Section B must 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 contract of employment, or the effects of existing or
new regulations, circulars, policies, directives or other instruments.

The annual performance evaluation results of the Executive Director must be
submitted to the MEC responsible for local government in the province as well as
the national minister responsible for local government, within fourteen (14) days
after the conclusion of the assessment.




SECTION B: PERFORMANCE PLAN
1. PURPOSE

This Performance Agreement defines Council’'s expectations of the Executive Director's
performance, of which the Performance Plan is a part. Section 57(5) of the Municipal
Systems Act provides that performance objectives and targets must be based on key

performance indicators, as set in the Municipality's Integrated Development Plan (IDP} and
must be reviewed annually.

2, KEY RESPONSIBILITIES

The foliowing objectives of local government inform the Executive Director’s performance
against set performance indicators:

2.1 Provide democratic and accountable government for local communities.

2.2 Ensure the provision of services to communities in a sustainable manner.

2.3 Promote social and economic development.

2.4 Promote a safe and healthy environment.

2.5 Encourage the involvement of communities and community organizations in the
matters of local government.

3. KEY PERFORMANCE AREAS

The following Key Performance Areas (KPAs) as outlined in the Local Government:
Municipal Performance Regulations for Municipali Managers and Managers directly
accountable to Municipal Managers (2006), Government Gazette No29089, inform the
Integrated Development Plan, as well as the Competency Requirements outlined in
Section C of this agreement:

+ KPA 1: Basic Service Delivery

« KPA 2: Municipal Institutional Development and Transformation
« KPA 3: Local Economic Development

« KPA 4: Municipal Financial Viability and Management

« KPA 5: Good Governance and Public Participation
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SHCTION B PERPORMANCE PLAN
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SECTION B - PERFORMANCE PLAN

SECTION B2 - REPORTING SCORECARD

B 2(a): COMPLIANCE INDICATORS

| herewith commit to ensure that the necessary reporting system(s) are put in place to report performance against the compliance indicators reflected under Section B2(a) of this agreement. to the Office of the Chief Operating Officer on a quarterly basis, within 10 working cays afier the end of &

quarter.
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H o 1 [Number of Executive Commitiee| This is the count of the number of Executive Committee (ExCa) or Mayral 40
Q or Mayoral Executive meetngs|Commitiee meetings held. A Mayoral ingis a ing of the|
8 held committee appointed by the Executive Mayor in terms of section €60 of the,
Structures Act. An Executive Committee refers to the members of Council
elected 1o serve on an executive swucture Chaired by the Mayor. The
indicator measures the frequency of meetings of municipal Exco or Mayoral
commifiee struclures.
3 o 2 |Number of Council portiolio|This is the count of the number of Council portfolic commities mestngs| 50
Q committee meetings held: held. Portiolie committees exercise oversight over a particular municipal
3 department or "pertfolic”, This indicator ensures adherence to establishing
and maintaining funcional portfolio committees as per tha MSA.
4 o 3 Number of MPAC maetings held |This is the count of the number of MPAC committea meetings held. A 13
Q Municipal Public Accounts Commitiee {MPAC) is one of the Committees in
3 terms of Section 79 of the Local Govermment: Municipal Structures Act 117
of 1998 {o serve as an oversight commitiee to deal with Cversight Reports
on annual reports as per Secton 129 (1) of the Municipal Finance|
Management Act 56 of 2003. The indicator manitors the frequency of]
meetings of MPAC committees to ensure gversight and accountabllity.
5 ) 4 Number of recognised traditional|This is a count of the number of recognised radibional leaders within a NIA
Q leaders within  your m I|municipal boundary, A municipal boundary is defined as a kne enclosing] MEC has not recognised any raditonal leaders
3 boundary the geographical area of junsdicion of a municipal corporation as within NMBM
delineated by temitorial legislation. Racognised leaders refer to those|
groups which the munitipal council officially recognises within the municipal
area. This indicator monitors the number of waditonal leaders formally
recognised by the municipal council.
& o 5 Number of formal {minuted){This is a count of the number of formal {(minuted} meetings between the| [¥]
Q@ meetings between the Mayor,|Mayor, Speaker, and MM held. A Mayor is the head of the executive of the
s Speaker and MM were held to|municipality. A Speaker presides at meetings of the Council and parforms

deal with municipal matters

the duties and exercises the powers delegatad to the Speaker as defined in
Section 59 of the Municipal Systems Act. A municipal manager {MM) is
the actounting officer of the municipality appointed by council in terms of|
Section 57 of the Municipal Systems Act,
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7 o L] Number of formal (minuted)[This is a count of the number of formal {minuted) meetings between the, 61
Q@ meetings - to which all senior[Mayor, Speaker, and MM held. A Mayor is the head of the executive of the,
5 managers were invited- held: municipality. A Speaker presides at meetings of the Council and performs|
the duties and axercises the powers delegated to the Spaaker as defined in|
Section 59 of the Municipal Systems Act. A municipal manager (MM) is the
accounting officer of the municipality appointed by councd in terms of
Section 57 of the Municipal Systers Act This indicator monitors the
inclusion of senior managers in formal {minuted} meetings
8 o) 7 |Number of councillors completed| The number of councilors thal have received training. A councillor is an b
9 traming: individual who is elected to represent their local cormunity and runs their|
3 local council. Training ¢an be of any duration, length and need not be
fi Ity accredited, The indicator provides a monitor of ongaing coundillor
development and training.
g o B |Number of municipal officials|The number of munigipal officials that have d training. A municipal 625
o completed training official is a parson in the employ of the municipality who has been
3 delegated 1o perform any function of the municipality or any function forl
which the municipality is responsitde. Training can ba of any duration,
length and need not be formally accredited. The indicator provides 3
monior of ongoing municipal official development and training.
10 o Q  |Number of wark sloppages{The number of work stoppages. Work sioppage refers to the temporary| 2
Q ocCurming: cessation of work as a form of protest and can be initiated by either
= amployees or managemant. When initiated by employees, work stoppages
Q refer to a single employee or group of employees ceasing work purpasefully,
as a means of protest. The indicator measures municipal labour disputes
with municipal employees that resull in stoppages of work,
15 & 10 |Number of days of sick leave|The number of days sick leave taken by municipal employees. Sick leave is 9080.5
Q taken by employees paid time off from work that workers can use to stay home 10 address their|
w haalth needs without losing pay. It differs from paid vacation time or time off|
o work to deal with personal matters. because sick leave is ntended for|
health-related purposes.
17 ) 11 |Number of temporary employees|The number of temporary employ employed by the municipality, 2945
Q employed Temporary employees refer o those employed on a fixed-term contract in
pind addition to the official organisational structure of the municipality. The|
o number of temporary employees employed at the end of the quarter
measures the scale of the municipalitys fixed-term staffing conlingent at
that point in tme.
18 ) 12 |Number of approved|The number of approved demonstrations in the municipal area. Al [i]
5] demor i in the municipal|d wstration is action by a mass group or collection of groups of people in
@ area favour of a political or other cause or people partaking in a protest against a
Q

cause of concem; it often consists of walking in a mass march formation
and either beginning with or ing at a d endpoint, or rally, to
hear speakers, An ‘approved demonstration’ refers 0 a planned action
communicated to the Tocal authority and for which permission has been
proviled

My
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NIA NIA 13 |Mumber of unplanned|The number of unplanned demonstrations in the municipal area. A {New Compliance Indicater introduced in
demonstrations in the municipal(demonstration is action by a mass group or collection of groups of people in 2023/24 financial year}
area tfavour of a politcal or other cause or people partaking in a protest against a
cause of concem; it ofien consists of walking in a mass march formation
and either beginning with or ing at a desig d endpoint, or rally, to
hear speakers. An 'unplanned demenstration’ refers to a action that is not
communicatad 1o the local authority and for which permission has not been
provided.
19 o3 14 [Number of recognised traditional| The number of recognised traditional and Khoi-San leaders in anendance| NiA
@ and Khoi-San  leaders  in|(sum of) at all coundil mestings. A traditional leader is any persen who, in| MEC has not recognised any iraditional leaders
= attendance {sum of) at all council|lerms of customary law of the traditional community concermned, holds a within NMBM
o meatings traditional leadership position, and is recognised in terms of Traditional
Leadership and Govemance Framework Act of 2003. A Khoi-San leader is
a parson recognised as a senior Khoi-San leader or a branch head in terms|
of section 10 and includes a regent, acting Khoi-San leader and deputy|
Khoi-5an leader. "Recognised leaders” refer to those groups which the
munictpal council officialy recognises within the municipal area. This
includes desig d rep Latr of recognised leaders.
22 o 15 |Number of Council ings| The number of council meetings. A council is made up of elected b 16
5] hekd who approve policies and by-laws for their municipal area. Council
o meetings are a platform used by councillors to discuss these policies, by-
Q@ laws and other issuss relating 10 their municipality {e.g. service delivery
issues) and to make decisions, through councillor voting, on them. Council
meetings are typically open to the general public to attend as well.
23 o) 16 |Number of disciplinary cases for[The numbwer of disciplinary cases for misconduct related to fraud and, 0
Q misconduct relating to fraud and|comuption active within the municipality. A discipinary case is an alleged,
a corruption: instance of misconduct between an employee and employer whereby the
<o employee should present evidence to respond to the allegations against]
him/er. Fraud is an intentionally deceptive action designed 1o provide the
perpetrator with an unlawful gain or to deny a right to a victim. Fraud
typicatly occurs with regard to finance, Cofruption s a form of dishonesty or
criminal offense undertaken by a person entrusted with a position of]
authaority, lo acquire iicit banefit or abuse power for one's private gain.
Cofrupion may include many activities including bribery and
embezziement, For this definition, all forms of misconduct relating lo
dishonesty may be considered within the ambit of the measure,
24 o 17 |Numbar of councl meetings|The number of council meatings where an unptanned disruption forces the; [¥]
Q disrupted municipal council to abandon the proceadings as originally scheduled and it
= is unable to conclude the agenda en account of the disuption, "Disruption”,
o in this instance, rafers 10 council meetings where agenda tems are not

concluded upon, and deferred to the next council meeting. Furthermore,
any disruption of council proceedings that results in a suspension of the
sitting outside of the planned agenda is also considered a “disruption”,
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25 o 18 |Number of protests reported A protest reported refers to an unauthorized protest specffically, and 2
9 excludes approved demonstrations. An unauthorized protest is a public
s display of grievance or concem by a group of more than 15 people for|
Q which a written approval from the local municipality has not been obtained
in advance. Reported intidents means every unique incident of protest)
which the municipality has received a direct or indirect report for, whather in{
progress or after the fact, regardless of whether the protest was aimed at|
the municipality or not.
29 o 19 |Number of approved engineer|The number of approved engineering posts, An gnginger is a person who 68
Q posts in the municipality designs, builds, or maintains engines, machines, or structures, An
= approved job post refers 1o employment posts that have been developed n
o relation 10 the Municipal Structures Act of 1998 and the Municipal Finance
Management Act of 2003, and has been approved by the Municipal
Manager,
30 o 20 |Number of registered engneers|The number of registered engineers employed in approved posts. A 1
Q employed in approved posts Regi d professional engi is a person who is registered as a
9 professional engineer with an official organising body. In South Africa, the|
o statutory body for the engineering profession is the Enginaering Council of]
South Africa {(ECSA). An approved job post refers to employment posts that
have been developed in relation to the Municipal Structures Act of 1999
and the Municipal Finance Management Act of 2003, and has been
approved by the Municipal Manager.
K3 o 21 |Number of engineers employed|The number of engineers employed in approved posts. An engineer is a 4
Q in approved posts person who designs, builds, or maintains engines, machines, or strucluras
@ with a formal gqualification of a BS¢Eng or BEng. An approved job post
o refers 1o employment posts that have been deveioped in relation to the
Municipal Structures Act of 1998 and the Municipal Finance Management
Act of 2003, and has been approved by the Municipal Manager.
44 o 22 |Number of disciplinary cases in|The number of acuive disciplinary cases within the municipality. A 38
A the municipality disciplinary case is a formal procedure initiated in relation 10 alleged
3 misconduct on the part of an employee which may result in a waming.
[} sanchion or dismissal,
45 o 23 |Number of finalised disciplinary|The number of finalised disciphnary cases within the municipality. A 10
< cases: disciplinary case is a formal procedure initiated in relation 10 alleged
= misconduct on the part of an employee which may result in a warning,
“ sanction or dismissal.
54 o 24  [Number of munici dfThe number of municipality-owned sommunity halls. A community hall is 22
z community halls |defined by the CSIR Guidelines for the Provision of Social Facilites in
g South African Setements (2015} as a "Centra or hall for holding public

Imeetings, training, entertainment and other functions and having a variety|
of facilities such as a kitchen, toilets, storage space, ete, which should be
provided at nominal rales for hire, with rentals tied to s0cio-gconomic status)
of area 10 provide affordable service ™
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89 & 25  |Number of mesetngs of tha|This is the count of the number of Executive Committee (ExCa) or Mayora) []
o Executive or Mayoral Committes| Commitiee meetings that were not held owing to a lack of quamm. A
2 postpaned due to lack of quorum |Mayoral committee meeting is a meeting of the committee appointed by the
o Executive Mayor in terms of section 60 of the Structures ActAn Execulive
[Committee refers o the members of Council slected 1o serve on an
executive structure Chaired by the Mayor. This refers to meetings that wers
unable to proceed due o lack of atendance,
92 5} 26 |Number of agenda items[The number of agenda items thal have been deferred to the next counci 47
=) deferred 10 the next councillmeeting because the council has failed 1o reach a quorum or withheld)
o meeting |dacisions on those ilems. Where multiple council meetings have been held,
o this is the sum total of those items deferred. This does nol refer to agendal
items referred to other siructures, only items for which no decision or action;
is taken. This indicator shows to what extent municipal business is delayed
due to the absence of councillars from council meetings of the concluding
of the meeting without attending to all itlems, which gives an indication of the
extent to which councillors are fulfifing their responsibiliies as elected
representatives of the municipality. Functional councils will process agenda
items with resolutions or decisions rather than defer or leave unfinished
business. Measuring the number of agenda items that are defered 1o the
next meeting is a proxy for dysfunction,
a3 o 27 |Quarterty  salary bl oflThe sum of the salary bl for all officials suspended from work or R11 138 746.90
‘é, suspended officials employment for the municipality for misconduct during the reporting period.
o
COMPLIANCE QUESTIONS
83 a 1 Whal are tha main causes of|Not Applicable Work stoppages occurred for the Electricity and
work stoppages in the past Energy Directorate occurred on the 27|
quarter by type of stoppage September 2022 (when staff sirked over|
suspensian of the Scarce Skils Allowances)
21 Apnl 2023 - Dissatsfaction regarding|
suspansion of colleagues
B84 8 2 How many public meetings ware (Nol Applicable 53
held in tha last quarter at which
the Mayor or members of the 18 public meetings took place during 11 Aprito 3
Mayoral / Executive committee May 2023
provided a report back to the
public? 35 public meetings took place during:
17 Qctober = 22 N ber 2022 (25 ings |
2 December - 12 December 2022 {9 meetings)
94 z 3 Is the MPAC functional? List the|Not Applicable Yes
fa] reasons why if the answer is not|
Yes'

7

N\

4

N\




SDBIF COMPLIANCE
INDICATOR REFERENCE
MFMA CB88 REF
INDICATOR NO

COMPLIANCE INDICATOR

INDICATOR DEFINITION

BASELINE

{ANNUAL PERFORMANCE OF 2022/23
ESTIMATED)

15T QUARTER
PLANNED TARGET
{1 JULY 2024 - 30
SEPTEMBER 2024)

2ND QUARTER

PLANNED TARGET
{1 JULY 2024 - 31
DECEMBER 2024)

3RD QUARTER
PLANNED TARGET
1 JULY 2024 - 31
MARCH 2025)

4TH QUARTER
PLANNED TARGET
(1 JULY 2024 - 30
JUNE 2025}

b4
i
o

Q5.

Has a report by the Execulive
Committee on all decisions it has
taken been submitted to Council

this financial year?

Mot Applicable




SECTION B - PERFORMANCE PLAN

SECTION B2 - REPORTING SCORECARD

B2(b): DIRECTORATE OPERATIONAL INDICATORS

1 herewith commit to:-
+ Ensure that the key performance indicators reflected under Section B2(b) of this agreament. are expressed in sub-directorate performance scorecards; and
+ Ensure that performance against the key performance indicators reflected under Section B2(b) of this agreement, is reported to the Corporate Services Directorate within 10 working days after the end of the quarter

RESOURCES ALLOCATED FOR 2024/25 PERFORMANCE PLAN

2024/25

ANNUAL PERFORMANCE TARGET
TOTAL BUDGET
VOTE NUMBER/ PROJECT ID DESCRIFTION ALLOCATED

KEY PERFORMANCE INDICATOR

MFMA CB8 OUTCOME
IDP MFMA C88 REF |
MSA REG REF
SOBIP MFMA C88 REF /
MSA REG REF
AREA (KPA)
KPI NG

1 |Purchasing of Computers and Computer, By December 2024 20220112 Purchase of Computers and Computer R2,000.00Q
Equipment Equipment

N/A
A
N/A

KPA 1- BASIC| KEY PERFORMANCE
SERVICE
DELIVERY

2  |Number of ICT infrastructure and TBD 20230181 Purchase of ICT infrastructure and equipment R13,000,000
equipment procured

N/A
MIA
NFA

KPA 1 BASIC
SERVICE
DELIVERY

3  |installation of srocke/Fire Detection) By December 2024 20190262 Algoa House-installation of smoke/Fire Detection R550,000
Systern at Algoa House System

N/A

NFA)

N/A,
SERVICE
DELIVERY

KPA 1 BASIC
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E | gy | 34 |2z
38 |g=| 8z |z& o
® (3] o« = z 2024425
3 fu | F2 (&g g |KEYPERFORMANCEINDICATOR | ,ypijaL PERFORMANCE TARGET TOTAL BUDGET
< frog § 4 |ue x VOTE NUMBER/ PROJECT ID DESCRIPTION
= =9 =2 |a< ALLOCATED
IR
- @
% % % Q 3 E 4 |Number of buildings with evacuation 3 20210183 Noninzi Luzipho Building -Evacuation System 450,000
g E w system instailed {Nonizi Luzipho;
= City Hall, -
L e -
Z @@ Uitenhage Town Hall} 20210184 City Hall-Evacuation System 193,260
&
20210185 Lilenhage Town Hall-Evacuation System 448,500
% % % Q 3 E 5 |Number of buildings with new lifts 2 20240157 Installation of New Lifis: Lillian Diedericks Building 2,400,000
S installed {Lillian Diedericks;
g3
0S5 Mfanesekhaya Ggobose)}
— @ 20240159 Installation of New Lifis. Mfanasekhaya Ggobose 2.250,000
a
é Building
< % % o 8 E 6 |Construction of new offices at Supply] By June 2025 20182805 Construction of new offices at Supply Chain 23,000,000
= 2z W Chain Managemenl Management
oE S
<®8
o
X
S < g o u > 7 |Renovating B&T effices By June 2025 20182612 B&T Office Renovations - ETB 500,000
E E 2 g ok
a2
<78
o
4
< 3 < o 8 E 8  |Supply & Instadation of CCTV Cameras By June 2025 20240318 Supply & Installation of CCTV Cameras -12th 180,000
= z z g Sy 12th  Floor-Mfanasekhaya Gqobose| Floor-MGB
AT Building
~@Ho
o [=]
a
x
% % % u % 8 |% implementation of the Employment 100% No direct budget linked 16 Key Performance Indicator measurement
= Equity Plan in Professionally Qualified 8 Prof Qualified :2AM,2IF 84AF
Zc
z & and Skilled Technical 36 Skilled Tech; 3AM & 35 AF
$o
-
3%
&t
=
3
o o
<0
%3
g % % 8 " g oz 10 |Conducting annual stock take By June 2025 No direct budget linked 10 Key Perfgrmance Indicator measurement
Z m =
353&
4550
z
<
237%
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E | B | g4 |ig
S 3o | So 3g g 2024125
-] w o o> 4
] =
i ; y E % 4 ﬁ & KEY PERFORMANCE INDICATOR ANNUAL PERFORMANCE TARGET TOTAL BUDGET
a4 <
E ; g E g E E VOTE NUMBER! PROJECT ID DESCRIPTION ALLOCATED
E & @ E
- @
42: ‘2( g 8 u g 5 11 |Disposal of obsolete assets By December 2024 No direct budget linked to Key Performance Indicator measurement
CZDE
oggz
ﬁﬁﬂ%
EzZE
¥ O %
© F
< £ £ Quoz 12 |Obtain list of funded positions from By 31 July 2024 No direct budget linked to Key Perfonmance Indicator measurement
F 2 Z [e RS el
8 g 8 = Budget & Treasury
<
ﬁmg%
gezE
Q%
° 5
g % S 8 8 o 6 13 {Conduct a clean-up of SAP information By December 2024 No direct budget linked to Key Performance Indicator measurernent
z 0% g‘ = (Abolishment of unfunded vacancies)
L] <
5855
£z3c
8 %
4 < kS owez 14 [Finalisation of staff establishment control By June 2025 No direct budget linked to Key Performance Indicator measurement
F4 - z [SX5 Ru s
[ R completed
oggq
BE NS
ad ==
EZZE
¥ Q nd::
° x
£ % % 8 FEE 15 |Submission of a progress report on| Perfermance reports submitted in line [No direct budget linked to Key Performance Indicator measurement
= Q g 3 E movable assels to the Human Resource|  with Council Calendar of meetings
0spa and Standing Committee
I E o o
ge2g
0 a
% < Q qu [%] g 16 [Development of plan to manage the Plan in place by December 2024  [No direct budget linked to Key Performance Indicator measurement
= § Z E:’d = Travel and accommodation contract
<
:Eg%
&oég
e g
% tit *2! 8 g [5] g 17 |Submission of Directorate performance| Performance reports submitied in line INo direct budget linked to Key Performance indicator measurement
] ﬁ @ = report{s} to the Human Resource and|  with Council Calendar of meetings
037 Standing Committee
BE NG
£2%E
x O
8%




SECTION B - PERFORMANCE PLAN

SECTION B2 - REPORTING SCORECARD

B 2(c); SDBIP REPORTING INDICATORS

in the 2024125 SOBIP as prescribed by MFMA Circular 28, However, thesa indicators do nat form part of the main institstional scarseand, since no targets could be sat dus lo either budget reiated chatlenges and / or 2ystem and reparting related challanges.

NOTE: The f ing outpul indi wore i
w o & o b FE3 w
oW ww (=]
2 zZx | & el >
4] -3 | - <= o
=4 w i w w F4
2 W w e Q a w
S |5 (2T oz |B H
2 3 S £ aE
Q o Q H = |KEY PERFORMANCE| o o BASELINE
F: F ; S o [INDIGATOR .s g DEFINITIONS (ANNUAL PERFORMANCE OF 2022123 ESTIMATED) TARGET SETTING CHALLENGE ACTION PLAN AND PROGRESS
e w w [ a W
= = = w 2 QE
o a > i i
=] & W 2
8 2 g
[
CIRCULAR 88 PRESCRIBED INDICATORS WITH SYSTEM AND REPORTING RELATED CHALLENGES
i o H Eg 7 |Staff vacancy rate € The rsmber of unfilled posts in the municipal| The inclusion of this KPI in the rd of the Exacutive|The incl of this KPl in the scorecard of the Executive Direclor:|Request list of sil funded positions,
- - © organisational structure as a percentage of tha|Director; Corporale Sarvices and the SDBIP is reguisted by|Corporaie Services and the SDBIP is reguisted by Netiona! Treasury|from Budget and Traasury by 31 J
U] g =
5 ] 8 x 3 total number of ployes posis in th Treasury threugh the MFMA Circular 88. Howeaver, |through the MFMA Circular 88, Howaver, the stafl vacancy rate coukd not bal 2024
€35 ° municipality’s isatk The{the slaff vacancy rate couwld nol be calculated. as (h ., ag the Municipality does nol have a Council approved it of unl
} gn: unfilled posts afe i of y and|Muricipali doas nol have a Council spproved|organisational structure in place listing the current number of employes|{Clear-up procasa (o rmave all
g OE condract positions hal appsar on the|organisational struciure in place listing the cumenl number| posts within the NMBM. unfunded vacancies) 31 December
g §0 municipality's ppi isati Joyse posts wilhin the NMBM. The abssnce of a| 2024
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SECTION C1 - COMPETENCY FRAMEWORK

In the below Competency Framework, "core competencies” are competencies that cut across all levels of work in a municipality and enhance contextualised leadership that guarantees service delivery
impact; and "leading competencies® means competencies that are required to develop clear institutional strategy, initiate, drive and implement programs to achieve long-term sustainable and measurable
service delivery performance results.

This competency framework replaces regulation 26(8) of the Local Government: Municipal Performance Regulations for Municipal Managers and Managers directly accountable to Municipal Managers,
2006.

A person appointed as a senior manager must have the competencies as set out in this framework.
The competency framework consists of six leading competencies which comprise of twenty (20) driving competencies that communicate what is expected for effective performance in local government.
The competency framework further involves six (6) core competencies that act as drivers to ensure that the leading competencies are executed at an optimal level.

There is no hierarchical connotation to the structure and all competencies are essential to the role of a senior manager to influence high performance. All competencies must therefore be considered as
measurable and critical in assessing the level of a senior manager's performance.

The competency framework is underscored by four (4) achievement levels that act as benchmark and minimum requirements for other human capital interventions, which are, recruitment and selection,
learning and development, succession planning, and promotion.

The competencies that appear in the competency framework are detailed as follows:~




SECTION B1 - COMPETENCY FRAMEWORK STRUCTURE

ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

o
é BASIC COMPETENT ADVANCED SUPERIOR
LEADING COMPETENCIES DEFINITION 5
";‘ SCORE OF 10R 2 3 4 5
1 Strategic Impact and|Provide and direct a|9%]|+ Understand institutional and|+ Give direction a team in|- Evaluate all activities to|* Structure and position the
direction and |Influence vision for the institution, departmental strategicirealising the institution's|determine value and alignment|institution to local government
leadership and inspire and deploy objectives, but lacks the ability|strategic mandate and set|to strategic intent. priorities.
others to deliver on the to inspire others to achieve set|objectives. + Display in-depth knowledge|+ Actively use in-depth
strategic institutional mandate. » Has a positive impact andjand understanding of strategiclknowledge and understanding
mandate. + Describe how specific tasks|influence on the morale,|planning. to develop and implement
link to institutional strategies|engagement and participation|» Align strategy and goals|comprehensive and institutional
but has limited influence injofteam members. across all functional areas.|framework.
directing strategy. - Develop actions plans to|Actively define performancel« Hold self accountable for,
Institutional » Has basic a understanding of|execute and guide strategylmeasures to monitor the|strategy execution and results.
Performance institutional performance|implementation. progress and effectiveness of|+ Provide impact and influence
Management management, but lacks thels Assist defining in performance|the institution. through building and
ability to integrate systems into|measures to monitor the|- Consistently challenge|maintaining strategic
a collective whole. progress and effectiveness of|strategic plans to ensure|relationships.
+ Demonstrate a  Dbasic|the institution. relevance. - Create an environment
understanding of decision key|- Displays an of awareness|* Understand institutional|that facilitates loyalty and
makers. institutional  structures  and|structures and political facters,|innovation
_ political factors. and the consequences of|< Display a superior level of selff
Strategic - Effectively communicate|actions. discipline and integrity in
Planning  and barriers of execution to relevant» Empower others to follow|actions.
management parties. strategic direction and deal with|+ Integrate various systems into
» Provide guidance to alllcomplex situations. a collective whole to optimise
stakehclders in the|+ Guide the institution throughlinstitutional performance
achievement of the strategiclcomplex and  ambiguous|management.
mandate, concern of. « Uses understanding of]
» Understand the aim and|+ Use understanding power|lcompeting interests to
objectives of the institution and|relationships and  dynamicimanoeuvre successfully to a

Organisational
Awareness

relate it to own work.

tensions among key players to
frame communications and
develop stralegies, positions
and alliances.

win/win outcome.
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ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

o
E BASIC COMPETENT ADVANCED SUPERIOR
LEADING COMPETENCIES DEFINITION 5
g._-' SCORE OF 10R 2 3 4 5
People Effectively manager,| 9%+ Participate in team goall* Seek opportunities + |dentify ineffective team and|+ Develop and incorporate best
management inspire and encourage setting and problem solving. + Identify to increase team|work processes and|practice people management,
. |people, respect « Interact and collaborate with|contribution and responsibility. |recommend remedial|processes, approaches and
E;T:i:\ ca;::::: diversity, optimise talent| people of diverse backgrounds. |+ Respect and support the|interventions, across the toels institution.
deveiopgmenl and build and nurture - Aware of guidelines for|diverse nature of others and be|* Recognise and reward|+ Foster a culture of discipline,
relationships in order to employee development, butjaware of the benefits of a|effective and desired|responsibility and
achieve institutional requires support in{diverse approach. behaviour. accountability.
objectives. implementing development|» Effectively delegate tasks|- Provide mentoring and|+ Understand the impact of
initiatives. empower and others to|guidance to others in order to|diversity performance in and
increase  contribution  andfincrease personal effectiveness|actively incorporate a diversity
execute functions optimally. + Identify development and|strategy in the institution.
Diversity < Apply relevant employeejlearning needs within the team(+ Develop comprehensive
Management legislation fairly and|work. integrated  strategies  and
consistently. *  Build a environment|approaches to human capital
» Facilitate team goal setting|conducive to sharing,|development and management.
and problem solving. innovation, ethical behaviour|- Actively identify trends and
- Effectively identify capacity]land professionalism. predict capacity requirements
requirements to fulfil the|* Inspire culture of alto facilitate unified transition
strategic mandate. performance excellence  by|land performance management.
Employee giving positive and constructive
Relations feedback to the team.
Management « Achieve agreement or
consensus  in adversarial

Negotiation and
Dispute
Management

environments,

* Lead and unite diverse teams
across divisions to achieve
institutional objectives




ACHIEVEMENT LEVELS AND |

NTERPRETATION OF RATING

(Y]
E BASIC COMPETENT ADVANCED SUPERIOR
LEADING COMPETENCIES DEFINITION g
£ SCORE OF 1 0R 2 3 4 5
Program and Able to understand|9%]- Initiate projects after approvalls Establish broad stakeholder|+ Manage multiple programs|« Understand and
Project program and project from higher authorities. involvement and communicate|and balance priorities conflicts|conceptualise the long-term
Management management » Understand procedures of{the project status and keyland according to institutional)implications of desired project
Program  and|methodology; plan program and project|milestones. goals. outcomes.
Project Planningi manage, monitor and| |management  methodology,|e Define the roles and|- Apply  effective  risk|s Direct a comprehensive
and . evaluate specific implications and stakeholder|respensibilities of the project|management strategies|strategic macro and micro
Implementation |activities in order to involvement. team create and clarity around|through impact assessment/analysis and scope projecls

deliver on set objectives,

Service Delivery
Management

Program and
Project
Monitaring and

Evaluation

« Understand the rational of
projecis relation to the in
institution's strategic objectives.
* Document and communicate
factors and risk associated with
own work.

» Use results and approaches
of successful
implementation as guide.

project

expectations balance.

+ Find a between project
deadline and the quality of]
deliverables.

= Identify appropriate project
resources to facilitate the!
effective completion of the
deliverables.

+  Comply with
requirements and apply policies
in a consistent manner.

« Monitor progress and use of
resources and make needed
adjustments to timelines, steps,
resource and allocation.

statutoryl

and resource reguirements.

» Modify project scope budget
when and required without
compromising the quality and
objectives of the project Involve
top-level authorities and
relevant stakeholders in
seeking project buy in.
Identify and
contemporary project
management methodology|
Influence and motivate project
team deliver to exceptional
results.

» Monitor policy implementation
and apply procedures to
manage risks.

apply|

accordingly to realise
institutiona! objectives.

« Consider and initiate projects
that focus on achievement of]
the long-term objectives.
« Influence people positions of|
in authority to implement
outcomes of projects.

« Lead and direct translation of]
policy into workable actions
plans.

+ Ensures that programs are
monitored to track progress and
optimal resource utilisation, and
that adjustments are made as
needed.




ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

(Y]
E BASIC COMPETENT ADVANCED SUPERIOR
LEADING COMPETENCIES DEFINITION g
"3* SCORE OF 1 OR 2 3 4 5
Financial Able to compile, plan|8%|- Understand basic financial|s Exhibit knowledge of generall- Take active ownership of(- Develop planning tools to
Management and manage budgets, concepts and methods as they|financial concepts, planning,|planning,  budgeting,  and[assist in evaluating and
control cash  flow, relate to institutional processes|budgeting, and forecasting and|forecast processes and|monitoring future expenditure
_|institute  financial risk and activities. how they interrelate. provides credible answers tofirends.
Budget Plapnlng management and « Display awareness into the|s Assess, identify and manage|queries within own|+ Set budget frameworks for the
and Execution  |administer procurement|  |various sources of financial|financial risks. responsibility. institution.
processes in data, reporting mechanisms,|+ Assume a cost saving|]s Prepare budgets that are|+ Set strategic direction for the
accordance with financial governance,|approach to financiallaligned to the strategic|institution on expenditure and
recognised financial processes and systems. management. objectives of the institution. other financial processes.
practices. Further to Understand the importance of|« Prepare financial reports| Address complex budgeting|* Build and nurture partnerships
ensure that all financial financial accountability. based on specified formats. and financial managementito improve financial
transactions are + Understand the importance of|» Consider and understand the|concerns. management and  achieve
] managed in an ethical asset control. financial implications of|+ Put systems and processes in|financial savings.
Financial manner. decisions and suggestions. place 1o enhance the quality|+ Actively identify and
Strategy  and + Ensure that delegation andland integrity of financiallimplement new methods to
Delivery instructions as required by|management practices. improve asset control,
Natiocnal Treasury guidelines|+ Advise on policies and|* Display professionalism in
are reviewed and updated procedures regarding asset|{dealing with financial data and
« Identify and implement proper|control. processes.
monitoring and  evaluation|+ Promote National Treasury's
practices to ensure appropriatelregulatory  framework  for|
spending against budget. Financial Management
Financial
Reporting and
Delivery

Fosb,




LEADING COMPETENCIES

DEFINITION

WEIGHTING

ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

BASIC

COMPETENT

ADVANCED

SUPERIOR

SCOREOF10R 2

3

4

5

Change
Leadership

Change Vision
and Strategy

Able to direct and initiate
institutional

transformation on all
levels in order to
successfully drive and
implement new
initiatives and deliver]
professional and quality]
services to the
community.

Process Design
and
Improvement

Change Impact
Monitoring and
Evaluation

9%

« Displays an awareness of]-
change and the benefits of]

transformation initiatives.
* Identify basic need
change.

* Identify gaps between the
current and desired state.

= Identify potential risk and
challenges to transformation,
including resistance to change
factors.

« Participate in change
programs and piloting change
interventions.

for,

« Understand the impact of

change interventions on the

institution within the broader|

scope of local government.

Performa analysis of the

change impact on social,
political and economic
environment,

+ Maintain calm and focus
during change.

« Able to assist team members
during change and keep them
focused on deliverables.

* Volunteer to lead change
efforts outside of own work

team.

+ Able to gain buy-in and
approval for change from
relevant stakeholders.

+ Identify change readiness
levels and assist in resolving
resistance to change factors.

» Design change interventions|
that are aligned with the
institution's strategic objectives
and goals.

» Actively monitor change
impact and results and convey

progress to relevant]
stakeholders.

. Secure buy-in and
sponsorship for change

initiatives.
« Continuously evaluate change
strategy and design and

introduce new approaches to
enhance the institution’s|
effectiveness.

. Build and nurture
relationships  with  various
stakeholders to  establish

strategic alliance in facilitating
change.

+ Take the lead in impactful
change programs.
*Benchmark
interventions  against
change practices.

» Understand the impact and
psychology of change, and put
remedial interventions in place
to facilitate effective
transformation.

» Take calculated risk and seek
new ideas from best practice
scenarios, and identify potentia
for implementation.

change
best

» Sponsor change agents and
create a network of change

leasers who support the
interventions.

» Actively adapt current
structures and processes to
incorporate the change
interventions.

» Mentor and guide team

members on the effects of]
change, resistance factors and
how to integrate change.
» Motivate and inspire others
around change initiatives.




ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

o]
é BASIC COMPETENT ADVANCED SUPERIOR
LEADING COMPETENCIES DEFINITION 5
£ SCORE OF 1 OR 2 3 4 5
Governance Able to promote, directj9% |+ Display a basic awareness of|+ Display a thorough{+ Able to link risk initiatives into]* Demonstrate a high level of]
Leadership and apply risk, compliance and{understanding of governance|key institutional objectives and|commitment in complying with
professionalism in governance factors but requireland risk and compliance factors|drivers Identify, analyse and|governance requirements
managing risk and guidance and development injand implement plans to|measure risk, create valid risk|/Implement governance and
) compliance implementing such|address these. forecasts, and map risk|compliance strategy to ensure
Palicy . requirements and apply| requirements. « Demonstrate understanding of|profiles. achievement of institutionat
Formulation a thorough » Understand the structure ofjthe techniques and processesi. Apply risk control|objectives within the legislative
understanding of cooperative government but|for optimising risk taking|methodology and approaches|framework.
governance  practices requires guidance on fostering|decisions within the institution. (to prevent and reduce risk that|- Able to advise Local
and obligations. Further, workable relationships between|e  Actively  drive  policy|impede on the achievement of|Government on risk
able to direct the stakeholders. formulation within the institution|institutional objectives. management strategies, best|
conceptionalisation  of] » Provide input into policy|to ensure the achievement of|- Demonstrate a thorough|practice inlerventions and
relevant policies and formulation. objectives. understanding of risk retention|compliance management.
enhance cooperative; plans identify and implement]s Able to forge positive
governance comprehensive risk|relationships on cooperative
relationships. management systems and|governance level to enhance

Risk and processes. the effectiveness of local

Comgpliance + Implement and monitor the|government.

Management formulation of policies, identify|+ Able to shape, direct and
and analyse constraints and|drive the formulation of policies
challenges with implementation|on a macro level.
and provide recommendations
for improvement.

Cooperative

Governance




ACHIEVEMENT LEVELS AN

D INTERPRETATION OF RATING

&)
=
= BASIC COMPETENT ADVANCED SUPERIOR
CORE COMPETENCIES g
g
SCOREOF10R2 3 4 5
Moral Able 1o identify moral| 9% [+ Realise the impact of acting with|« Conduct self in alignment with|* Identify, develop, and apply|+ Create an environment conducive of

Competency |triggers, apply moral
reasoning that
promotes honesty
and integrity and
consistently  display
behaviour that
reflects moral
competence.

integrity, but requires guidance and
development in  implementing
principles.

« Follow the basic rules and
regulations of the institution.

* Able to identify basic moral
situations, but requires guidance
and development in understanding
and reasoning with moral intent.

the values of Local Government
and the institution.

+ Able to openly admit own
mistakes and weaknesses and
seek assistance from others
when unable to deliver.

+ Actively report fraudulent
activity and corruption within
local government.

» Understand and honour the
confidential nature of matters
without seeking personal gain.

« Able to deal with situations of]

conflict of interest promptly and
in the best interest of local
government.

measures of self correction.
- Able to gain trust and respect

transparent and gain the approval
of relevant stakeholders,

* Present values, beliefs and ideas
that are congruent with the
institution's rules and regulations.

» Takes an active stance against
corruption and dishonesty when
noted.

» Actively promote the value of the
institution to internal and external
stakeholders.

= Able to work in unity with a team
and not seek personal gain.

« Apply universal moral principles
consistently to achieve moral
decisions.

moral practices.
« Actively develop and implement

through aligning actions with|measures to combat fraud and
commitments. corruption.

. Make proposals and|+ Set integrity standards and shared
recommendations that are|accountability measures across the

institution to support the objectives of
local government,

» Take responsibility for own actions
and decisions, even if the
consegquences are unfavourable.




ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

o
=
[ BASIC COMPETENT ADVANCED SUPERIOR
CORE COMPETENCIES 5
g
SCOREOF10R2 3 4 5
Planning and |Able to plan,| 9% [+ Able to follow basic plans and|- Actively and appropriately|+ Able to define institutionall-Focus on broad stralegies and
Organising |prioritise and organise tasks around set|organise information and|objectives, develop|initiatives when developing plans and
organise information objectives. resources required for a task. comprehensive plans, integrate|actions.
and resources + Understand the process of|* Recognise the urgency and|and coordinate activities, and{-Able to project and forecast short,
effectively to ensure planning and organising but|importance of tasks. assign appropriate resources forlmedium and long term requirements
the quality of service requires guidance and|+ Balance short and long-term|successful implementation . of the institution and local
delivery and build development in providing detailed|plans and goal and incorporate|- Identify in advance required|government.

efficiency
contingency plans to
manage risk.

and comprehensive plans.

= Able to follow existing plans and
ensure that objectives are met.

= Focus on short term objectives in
developing plans and actions.

« Arrange information and
resources required for a task, but
require further structure and
organisation.

into the
objectives.

team's performance

+ Schedule tasks to ensure they

are performed within budget
with efficient use of time
resources.

« Measures progress
monitor performance results.

and
and

and

stages and actions to complete
tasks and projects.

* Schedule realistic timelines,
objectives and milestones for
tasks and projects.

* Produce clear, detailed and
comprehensive plans to achieve
institutional objectives.

+ Identify possible risk factors and
design and implement appropriate
contingency plans.

» Adapt plans in light of changing
circumstances.

» Pricritise tasks and projects
according to their relevant urgency
and importance.

~Translate policy into relevant projects

to facilitate the achievement
institutional objectives.

of|




ACHIEVEMENT LEVELS AN

D INTERPRETATION OF RATING

o
=
= BASIC COMPETENT ADVANCED SUPERIOR
CORE COMPETENCIES 5
g
SCOREOF10R 2 3 4 5
Analysis and |Able to critically| 7% |+ Understand the basic operation|s Demonstrate logical problem|s Coaches team members on|- Demonsirate complex analytical and
innovation |analyse information, of analysis, but lack detail and|solving techniques and|analytical and innovative{problem solving approaches and
challenges and thoroughness. approaches and provide|approaches and techniques. techniques.
trends to establish + Able to balance independent|rationale for recommendations. [« Engage with  appropriate}« Create an environment conducive to
and implement fact- analysis with requesting assistance|» Demonstrate objectivity, insight|individuals in analysing and|analytical and fact-based problem

based solutions that
are innovative to
improve institutional
processes in order to
achieve key strategic
objectives.

from others.

* Recommend new ways to
perform tasks within own function.
«  Propose simple, remedial
interventions that  marginally
challenge the status quo.

« Listen to the ideas and

perspective of others and explore
opportunities to enhance such
innovative thinking.

and thoroughness when
analysing problems.

+ Able to break down complex
problems into manageable parts
and identify solutions.

» Consult internal and external
stakeholders on opportunities to
improve processes and service
delivery.

* Clearly communicates the
benefits of new opportunities
and innovative solutions to
stakeholders.

. Continuously identify
opportunities 1o enhance internal
processes.
» Identify and analyses
opportunities  conducive  to
innovation  approaches  and
propose remedial intervention.

resolving complex problems.

» |dentify solutions in various area
in the institution.

* Formulate and implement new
ideas throughout the institution.

« Able to gain approval and buy in
for proposed interventions from
relevant stakeholders.

« identify trends and best practices
in processes and service delivery
and propose institutional
application

solving.

= Analyse, recommend solutions and
monitor trends in key challenges to
prevent and manage occurrence.

« Create an environment that fosters
innovative thinking and follows a
learning organisation approach.

« Be a thought leader on innovative
customer service delivery, and
process optimisation.

» Play an active role in sharing best
practice solutions and engage in
national and international focal
government seminars and
conferences.




ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

&)
.% BASIC COMPETENT ADVANCED SUPERIOR
CORE COMPETENCIES %
E
SCOREOF10R 2 3 4 5
10 | Knowledge |Able to promote the|7%{+ Collect, categorise and track|+ Use appropriate information|»  Effectively predict future[- Creale and support a vision and
and generation and relevant information required for|systems and technology tolinformation and knowledge |culture where team members are
Information |sharing of knowledge specific tasks and projects. manage infuitional knowledge|management requirements and|empowered to seek, gain and share
Management |and information » Analyse and interpret information|and information. systems. knowledge.
through various to draw conclusions. + Evaluate data from various|- Develop standards and|- Establish partnerships across local
processes and - Seek new sources of information|sources and use information|processes to  meet  future|government to facilitate knowledge
media, in order to to increase knowledge base. effectively to influence decisions|knowledge management needs.  |management.
enhance the « Regularly share information and|and provide solutions. + Share and promote best practice|+ Demonstrate a mature approach to
collective knowledge knowledge with internalle Actively create mechanisms|knowledge management across|knowledge and information sharing
base of local stakeholders and team members. |and structures for sharing of|various institutions. with an abundance and assistance
government. information. » Establish accurate measures and|approach.
+ Use external and internal|monitoring systems for knowledge|+ Recognise and exploit knowledge
resources to research and|and information management. points in interactions with internal and

provide

relevant and cutting-

edge knowledge to enhance

institutional

efficiency.

effectiveness and

» Create a culture conducive of
learning and knowledge sharing.

+ Hold regular knowledge and
information sharing sessions to
elicit new ideas and share best
practice approaches.

external stakeholders.,




ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

)
z BASIC COMPETENT ADVANCED SUPERIOR
CORE COMPETENCIES g
E
SCOREOF10R 2 3 4 5
11 |Communicatio |Able to share| 8% |* Demonstrate an understanding|s Express ideas to individuals{ Effectively communicate highle Regarded as a specialist in
n information, for communication levers and tocls|and groups in  formal andirisk and sensitive matlers lo|negotiations and representing the

knowledge and ideas
in a clear, focused
and concise manner
appropriate for the
audience in order to

effectively  convey,
persuade and
influence
stakeholders to
achieve the desired
outcome.

appropriate for the audience, but
requires guidance in utilising such
tools.

= Express ideas in a clear and
focused manner, bul does not
always take the needs of the
audience into consideration.

+ Disseminate and convey
information and knowledge
adequately.

informal seftings in an manner
that is interesting and motivating.
« Able to understand, tolerate

and appreciate diverse
perspectives,  attitudes and
beliefs.

+ Adapt communication content
and style to suit the audience
and facilitate optimal information
transfer.

= Deliver content in a manner
that gains support, commitment
and agreement from relevant
stakeholders.
+ Compile
concise and
written documents

clear, focused,
well-structured

relevant stakeholders.

+ Develop a well
communication strategy.
+ Balance political perspectives
with institutional needs when
communicating  viewpoints  on
complex issues.

< Able to effectively direct
negotiations  around  complex
matters and arrive at a win-win
situation that promotes Batho Pele
principles.

+ Market and promote the
institution to external stakeholders
and seek to enhance a positive
image of the institution,

« Able to communicate with the
media with high levels of moral
competence and discipline.

defined

institution.

+ Able to inspire and motivate others
through positive communication that
is impactful and relevant.

+ Creates an environment conducive
to transparent and productive
communication and critical and
appreciative conversations.

« Able to coordinate negotiations af
different levels within local
government and externally.

43




ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING
4]
.% BASIC COMPETENT ADVANCED SUPERIOR
CORE COMPETENCIES %
g
SCOREOF 10R 2 3 4 5
12 | Results and |Able to maintain high] 7% [+ Understand quality of work but|s Focus on high priority actions(+  Consistenlly  verify  own|* Coach and guide others to exceed
Quality Focus |quality  standards, requires guidance in attending to|and does not become distracted|standards and outcomes o ensure|quality standards and results.
focus on achieving important matters. by lower-priority activities. quality output. « Develop challenging, client-focused
results and + Show a basic commitment to|* Display firm commitment and|- Focus on the end result and|goals and sets high standards for
objectives while achieving the correct results. pride in achieving the correct|avoids being distracted. personal performance.
consistently  striving * Produce the minimum level of|results. + Demonstrate a determined and|» Commit to exceed the resulis and
to exceed results required in the role. » Set quality standards and|committed approach to achieving|quality standards, monitor own
expectations and « Produce outcomes that is of a|design processes and tasks|results and quality standards. performance and implement remedial
encourage others to good standard. around achieving set standards. |+ Follow task and projects through|interventions when required.
meet quality « Focus on the gquantity of output|* Produce output of high quality. |to completion, * Work with team to set ambitious and
standards. Further, to but requires development in|- Able to balance the quantity|* Set challenging goals and|challenging team goals,
actively monitor and incorporating the quality of work,  |and quality of results in order tojobjectives to self and team and|communicating long- and short term
measure results and * Produce quality work in general|achieve objectives. display commitment to achieving|expectations.
quality against circumstances, but fails to meet|> Monitors progress, quality of]expectations. « Take appropriate risks 1o
identified objectives. expectation when under pressure. (work, and use of resources;|*+ Maintain a focus on quality|accomplish goals.
provide status updates, andjoutputs when placed under|]* Overcome setbacks and adjust
make adjustments as needed. {pressure Establishing institutional|action plans to realise goals.
systems for managing and|* Focus people on critical activities
assigning work, defining|that yield a high impact.
responsibilities, tracking,
monitoring and measuring
success, evaluating and valuing
the work of the institution.
TOTAL PERCENTAGE 100%

a4




SECTION B2: MUNICIPAL COMPETENCY LEVEL (SENIOR MANAGERS OF MUNICIPALITIES)

B1.1 General competency levels for senior managers-

{1) A senior manager of a municipality must generally have the skills, experience and capacity to assume and fulfil the responsibilities and exercise the
functions and powers assigned in tarms of the Act to that senior manager.

{2) A senior manager must note thal any failure to comply with any financial management responsibilities, functions and powers entrusted to that senior

manager may constitute financial misconduct.

B2.2_ Minimum competency levels for senior managers-

A senior manager of a municipality must comply wilh the minimum competency levels required for higher education quaiificalion, work related experience,
core managerial and occupational competencies and be competent in the unil standards prescribed for financial and supply chain management competency

areas as set out below:-

MINIMUM COMPETENCY LEVELS FOR SENIOR MANAGERS

Description All municipalities with annual budget of a value agual to or above R50D million
Higher Education Qualification At least NQF Level 7 in a field relevant to the senicr management position
Minimum of 7 years at sanior and middle management level, of which at least 2 years must be at senior
Work-Relatad Experience [management level
Core Managarial and Ono:um:o:u__)w described in the performance regulations (2014)
Competencies
Required Minimum Competency Level in Unit Standards
Financial and Supply Chain management
Competancy Areas: SAQA Competent/
UNIT STANDARD TITLE Not yet
usID
Competont
116358 jContribute o the strategic planning process in a South African municipality |Not yet Competent
Strategic leadership and management - — - - — =
116361 Interpret South African legisfation and policy affecting municipal financial Not yet Competent
management
Apply cost management information systems in the preparation of
119341 management repons Mot yet Competent
, . Conduct working capital management activities in accordance with sound
Qperational financial management 119331 financial management policy Competent
116364 |Ptan a municipal budgeting and reporting cycle Competent
Governance, ethics and values in 116343 |Apply the principles of ethics in a municipal environment Competent
116363 |Prapare and analyse municipal financial raports Not yet Competent
Apply accounting principles and procedures in the preparation of reports|
. . ) 119350 and decision making Not yet Competent
Financial and performance reporting
110348 Apply selected GRAP {Generally Recognised Accounling Practices} to
periodic accounting reporting process Competent
Conduct performance management to a South African municipal
116341 environment Mot yet Competent
Risk and change management 116339 |Apply risk management in South African municipalities Competent
. Apply operations research principles and tocls in the management of project
Project managermeant 119343 aclivilies and resources Competert
I . . ! Discuss the selecled legislative regulatory framework governing the public
Legislation, policy and implemeniation 119334 sector management and adminisiration environment Competent
Supply Chain Management 116353 Participate in the design and implementation of municipal supply chain Competent
management
Audit and assurance 116354 m._.”_ﬂmhww ; _“c.___::m planning and implementation in a South African Competent

My
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SECTION C: ASSESSMENT RATING CALCULATOR

NELSON MANDELA BAY MUNICIPALITY
Name: NOSIPHO XHEGO
Cycle: 2024/25 financial year
Key Performance
Area Weight Rating Score Competencies Weight Rating Score
1 5% 0 1 9% 0
2 67% 0 2 9% 0
3 6% 0 3 9% 0
4 9% 0 4 8% 0
5 13% 0 5 9% v}
6 9% 0
7 9% 0
8 9% 0
9 7% 0
10 7% 0
11 8% 0
12 7% 0
100% 0 100% 0
KPA weight 80% Competency weight 20%
KPA SCORE 0% COMPETENCY SCORE 0%
FINAL SCORE 0%
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SECTIONC

(a) Performance Calculations and Ratings

At the end of each performance review cycle, the employee will be assessed in terms of
the required targets reflected on his / her respective performance plan. The following
elements are essential in determining performance levels:

(b) Performance Weighting

Weightings allow emphasis to be placed on KPAs and key objectives that carry more
importance and/or take more time. Every KPA in the performance agreement or plan
must be assigned a weighting. The total of the weightings on each of the two
components of the performance plan must add up to 100.

The purpose of the weighting is to enable Council to ensure performance of the key
objectives with the highest strategic importance, and to reward outstanding performance
accordingly.

{c) Performance Rating

The rating can be defined as the level of achievement of the targets set for a specific key
performance area. The Nelson Mandela Bay Municipality uses the five-point system for
rating performance, as contained in the performance agreement (see Clause 7.6).

{d) Score

The score represents the product of the average rates of all the targets for each key
performance indicator, and the weight for the respective key performance area; e.g. if the
average rate is 3 and the weighting is 15, then the weighted score = 3 X 15, which equals
45,

(e) Total Weighted Score and Performance Percentage
The total score is the sum of the weighted scores for all the key performance areas and

competency requirements for a specific position. Therefore by adding all the weighted
scores, one arrives at a figure representing the total weighted score.
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SECTION D. PERSONAL DEVELOPMENT / TRAINING PLAN FOR NOSIFHO XHEGO

MAN NO

DESIGNATION FULL
[NOT INITIALS)
i
Executive Director Nosipho
Corporate Services

NAME| SURNAME

ID NUMBER

'.g‘.'

T

—_—

MSNXHEGO

EXECUTWE DIREGIOR: CORPORA’

2o

Iy

202+

IIJATE:

[CTTY MANAGER

DATE 2 3-} 29 L

AN
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TYPE
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[[EE Tgr——

RPU trade teat)

1 |Skills Programme
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7 Skills Programme:
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PUBLIC
PRIVATE

COST
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Executive T80
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Tap

TBD

T80

Executive Tah
Managemant

Executive TBD
Management

RO T80

T80

TBD
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TBD

e
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Management
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Management
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SECTIONF

i, Nosipho Xhego, appointed in the position of Executive Director: Corporate Services of Nelson Mandela Bay
Municipality for the 2024/25 financial year, herewith accept full responsibility and accountability for the
deliverables assigned to me in this agreement during the period in which | assume employment.

This serves to confirm that this document is a true reflection of the deliberations held between the City
Manager and myself on the required performance standards and time-lines reflected in this agreement in
relation to the position of Executive Director: Corporate Services.

This further serves to confirm that | will set out to achieve the competencies as prescribed in the Local
Government; Regulations on Appointment and Conditions of Employment of Senior Managers, 2014; and to
adhere to the competencies as prescribed by the Municipal Regulations on Minimum Competency Levels,
2007 as stipulated in Section C of this agreement.

This performance agreement will terminate on the same date my contract of employment terminates, for any
reason.

BV tero

NOSIPHO XHEGO
EXECUTIVE DIRECTOR: CORPORATE SERVICES

AS WITNESSES

1,

2.

L 7o) | 2024

ACTING CITYAMANAGER DATE

AS WITNESSES:

1.

2.

49




SECTION B: PERFORMANCE PLAN
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