PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN

THE NELSON MANDELA BAY METROPOLITAN MUNICIPALITY
AS REPRESENTED BY

ACTING CITY MANAGER

AND

THE EXECUTIVE DIRECTOR: CORPORATE SERVICES
MS NOSIPHO XHEGO

THE EMPLOYEE OF THE MUNICIPALITY

FOR THE

FOR THE FINANCIAL YEAR: 2025/26

(1 JULY 2025 - 31 MARCH 2026)




SECTION A: NOSIPHO XHEGO

PREAMBLE

The performance agreement is divided into six sections:

1.1

1.2

2.1

2.2

2.3

24

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 5§7(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; FQ
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3.2

3.3

3.4

3.5

3.6

3.7

4.1

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 2025 and shall remain in force until 31
March 2026. 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 by the
Employee; and

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




5.2

53

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 {KPIl) 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 perfformance 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.
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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%.

6.6 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:

NO ,.—A¢< Performance Areas (KPAs) Weiahtin
1 KPA 1: Basic Service Delivery 5%
2 KPA 2: Municipal Institutional Development and Transformation 60%
3 KPA 3: Local Economic Development 6%
4 KPA 4: Municipal Financial Viability and Management 16%
5 -x_u.p 5: Good Governance and Public Participation 13%
. TOTAL PERCENTAGE 100%

6.7 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.
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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. _.Smﬂmmm:,_m_.:

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:; ptan

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

Hw__wmmma%w:o_m_ H” Financial Reporting 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. i
Governance Able to promote, direct | Policy Formulation 9%
Leadership and apply

professionalism in | Risk and Compliance

Management




7.

7.1

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 reflects 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 sclutions that are i

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%

EVALUATING PERFORMANCE

The Performance Plan (Section B) sets out -

7.1.1
7.1.2

the standards to be met by the Employee; and
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 2025 - |13 November 2025

(formal review — performance | September

scored by employee and CM) 2025

Second Quarter July 2025 ~ | Review date to be determined in
(formal review — performance | December 2025 | line with 2026 Council Calendar of
scored by employee and CM) meetings

Third Quarter July 2025 - | Review date to be determined in
(formal review - performance | March 2026 line with 2026 Council Calendar of
scored by employee and CM) meetings

Fourth Quarter July 2025 — Review date to be determined in
(formal  annual  review - | June 2026 line with 2026 Council Calendar of
performance, scored by meetings

employee and CM)

Annual Performance Evaluation July 2024 - | Evaluation date to be determined
(formal  annual  performance | June 2025 in line with 2026 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:

7.59.1 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)
(c)

An indicative rating on the five-point scale must be provided for each KPA.

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




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 multiplied 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 caiculator
Such overall rating represents the outcome of the performance

(see Section D).

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:

Level | Terminology | Description Rating
11213/4|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

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




Level

Terminology

Description

Performance
fully effective

Performance fully meets the standards expected in
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.

Performance
not fully
effective

Performance is below the standard required for the
job in key areas. Performance meets some of the
standards expected for the job. The
review/assessment indicates that the Employee has
achieved below fully effective results against more
than half the key performance criteria and indicators,
as specified in the Performance Agreement and
Performance Plan.

Unacceptable
performance

Performance does not meet the standard expected
for the job. The review/assessment indicates that
the Employee has achieved below fully effective
results against almost all of the performance criteria
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: -

(a) An overall 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

(c) 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 -

(a) 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.




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
employes;

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
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10.

10.1

10.2

1.

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 cutcome 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% o
140% — 149% 9%

150% — 159% 10%

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




11.2.2 after appropriate performance counselling and having provided the necessary

12.

12.1

12.2

12.3

12.4

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)

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.

DISPUTE RESOLUTION

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.

Uniess 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.

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.

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 following 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 Municipal Managers and Managers directly
accountable to Municipal Managers (2006), Government Gazette No29089, inform the

Integrated Deveiopment 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




SECTION B: PERF ORMANCE PLAN
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SECTION B - PERFORMANCE PLAN

SECTION B2 - REPORTING SCORECARD

& 2(a): COMPLIANCE INDICATORS

| herewith commit 1o ensure that the necessary reporting system(s) are put in place 10 repon performance against the pli

d under Section B2{a) of this agreement, to the Office of the Chief Operating Officer on a quarterly basis, within 10 working days afier the end of a quarter.

SDBIP COMPLIANCE

MFMA C88 REF

INDICATCR NO

COMPLIANCE INDICATOR

INDICATOR DEFINITION

PRESCRIBED
FREQUENCY OF

REPORTING

RECOMMENDED PORTFOLIO
OF EVIDENCE

BASELINE
{ANNUAL PERFORMANCE OF 202324
ESTIMATED)

18T QUARTER
PLANNED
TARGET
{1 JULY 2026 -
30 SEPTEMBER
2025)

2ND QUARTER
PLANNED
TARGET
{1 JULY 2025 -
31 DECEMBER
2025)

3RD QUARTER
PLANNED
TARGET
1JULY 2025 - 31
MARCH 2026)

4TH QUARTER
PLANNED
TARGET

{1 JULY 2025 -

30 JUNE 2026)

™| INDICATOR REFERENCE

C2{(GG)

Number of Executive Committea

or Y .

This is the count of the number of Executive Commities (ExCo) or Mayoral
c i held. A Mayoral i ing is a ing of

held

the committee appainted by the Executive Mayor in terms of section 60 of
tha Structwes AclL An Executive Comminiee reiers o tha members of
Council elected to serve on an executive struciure Chaired by the Mayor.
The indicalor measures e frequency of meetngs of municipal Exco or
Mayoral committee structures.

Quarterly|

Attendance Registers, Minutes

40

C3(GG)

Number of Council portfolio
commitiee meetings held:

This is the count of the number of Council postfolio committee meetings
held. Portiolio commitiees exercise oversight over a particular municipal
department or "pordolio”. This indicator ensures adherence 10 establishing
and mainiaining i portiolio i as per the MSA,

Quanerly]

Attendance Registers, Minutes

C4{GG)

Number of MPAC meetings held

This is the count of the number of MPAC commitiee meetings held. A

Municipal Public Acoounts Committee (MPAC) is one of the Committees in

terms of Section 7¢ of the Local Government: Municipal Structures Act 117

of 1998 to serve as an oversight committee 1 deal with Qversight Reports

on annual reports as per Section 129 (1) cf the Municipal Finance

Management Act 56 of 2003. The indicator menitors the frequency of|
of MPAC ¢ 10 ensure ight andt accountability.

Quarteriy]

Attendance Registers, Minutes

C5{GG)|

Number of recognised iraditonal
leaders within  your municipal
boundary

This is a count of the number of recognised {raditional leaders within a

|municipal boundary. A municipal boundary is definad a5 a line enclosing the|

geographical area of junsdiction of a municipal corporation as delineated by
teritorial legisiation, Recognised leaders refer 1o those groups which the
muricipal councit officially recognises within the municipal area. This
indicater manitors the number of iraditional leaders formally recognised by,
the muracipal council.

Annua!

Not applicable

NiA
MEC has not recogrised any tradiional leaders.
within NMBM

C6 (GG)

Number of formal (minuted)
meetings betwveen the Mayor,
Speaker and MM were held to
deal with municipal matters

Thws is @ count of the number of formal (minuted) meetings between the|
Mayor, Speaker, and MM held. A Mayor is the head of the execulive of the
municip A Speaker presides at gs of the Councii and performs
the duties and exercises the pawers delegated Lo the Speaker as defined in
Section 59 of the Municipal Sy Act. A municipal (MM) is
the accounting officer of the municipality appointed by council in terms of
Section 57 of the Municipal Systems Act.

Quarterly]

Aftendance Regisiers. Minules

C7(GG)

Number of formal (minuted)
meetings - 1o which all senior
managers were invited- held:

This is a count of the number of formal {minuted) meetings between the
Mayor, Speaker, and MM held. A Mayor is the head of the executive of the
municipality & Speaker presides al meetings of the Council and performs
the duties and exerases the powers delegated to the Speaker as defined in
Secton 59 of the Municipal Systems Act. A municipal manager {MM} is the
poonunting officer af the muweipality appointed by eduncil in terms of
Section 57 of the Municipal Systems Act This indicator monitors the
inclusion of senior managers in formal |minutedi meetings

Quarterly,

Altendance Registers, Minutes

61

CB8{GG)

Number of councillors campleted
training

The number of coundllors that have received training. A councillor is an
individual wha is elecled to represent their local community and runs. their]
local council Training can be of any duration, length and need nol be|
formally accredited. The indicator provides a monitor of ongoing countillor|
development and training

Quarterly|

Leatt schedule
Attendance registers

7

N

NV g & -




SDBIP COMPLIANCE

MFMA CBB REF

INDICATOR NO

COMPLIANCE INDICATOR

INDICATOR DEFINITION

PRESCRIBED
FREQUENCY OF

REPCRTING

RECOMMENDED PORTFOLIO
OF EVIDENCE

BASELINE

{ANNUAL PERFORMANCE OF 2023/24

ESTIMATED)

15T QUARTER
PLANNED
TARGET
(1 JULY 2025 -
30 SEPTEMBER
2025)

2ND QUARTER
PLANNED
TARGET
{1JULY 2025 .
31 DECEMBER
2025)

3RD QUARTER
PLANNED
TARGET
1 JULY 2025 - 31
MARCH 2026)

4TH QUARTER
PLANNED
TARGET
{1 JULY 2025 -
30 JUNE 2026)

“| INDICATOR REFERENCE

C9(GG)

-]

Number of municipal cfficials
completed training

The number of municipal officials that have received training. A municipat
offial 15 8 person in the employ of the munioipality whe has been
delegated to perform any function of the municipality or any function for
which the municipality is responsible. Traning can be of any durstion,
length and need not be formally accredited. The indicalyr provides a
monitor of ongaing municipal official development and training

Quariery]

Lead schedule
Attgndance regisiers

625

C10(GG)

Number of work sloppages
oocurmng

The number of work stoppages. Work stoppage relers 1o the temporary
cessation of work as a form of protest and can be intialed by either
employees of Manag L. When iniuated by empioy work sioppages
refer 10 a single employee or group of employees ceasing work purposefully
as a means of prolest. The indicalor measures municipal labour dispuies
with ipal employ that result in of work

Cuartery]

Signed Notice

C15(GG)

Number of days of sick leave
taken by employees

The number of days sick leave laken by municipal employees. Sick leave is
paid time off from work that workers can use (0 stay home (0 2ddress their|
health needs without kosing pay. It differs from paid vecation time or lime off
work 10 deal with personal matters, because sick leave is intended for
healih-redated purposes.

Quartedy

lead schedule
SAP Report

90905

CI7 (GG

Number of temporary employees
employed

The number of temporary employees employed by the municipality.
Temporary employees reler to those employed on a fixed-lerm Conwract in
addition o the offical organisational structure of the muncipality, The
number of temporary employees employed at the end of the quarter
measures the scale of the municipatity's fixed-lerm staffing contingent at
that point in time

Quartery]

lead schedute
SAP Report

C18(GG3)

Number of approved|

demor n the
area

The number of approved demonstrabons n the municipal area. A
demenstration is action by a mass group ¢r collection of groups of people in
favour of a politcal or other cause or people partaking in a prolest against a
cause of concem; it often consists of walking in a mass march formation
and either beginning with or ata 0 or rally, to
hear speakers. An ‘approved demonstration’ refers @ a planned action
communicated to the local authonty and lor which permussion has been
provided.

Quarterty|

Notices
Reporis

NiA

NIA

Number of unplanned
demonstrations in the muncipal
area

The number of alions N the area. A
demonsiration is action by 8 mass greup or collection of groups of people in
favour of a political or other cause or pecple pariaking in a prolest against a
cause of concerm; it often consisls of walking in a mass march formation
and either beginning with or ing al a designated endpoint, of rally, to
hear k AN ‘unp demor jon' refers to a action that is not
communicated ¢ the local authonty and for which permission has not been
provided.

Quarterty|

Notices
Reports

{New Ci iance Indicator

financial year)

in 202324,

C19{GG)

Number of recognised Tradibonal
and Khoi-San  leaders  in
attendance {sum of) a1 all council
meeungs

The number of recognised traditonal and Kho-San leaders in atiendance
(sum of} a1 all council meetings. A traditonal leader is any pesson who, in
terms of customary law of the traditional community concerned. holds 8
raditional leadership position, and is recognised in lerms of Traditonal
Leadership and Govemance Framework Act of 2003. A Khoi-San leader is
& person recognised as a senior Khoi-San leader or a branch head in lerms
of section 10 and includes a regent, acting Khoi-San leader and deputy Khoi
San leader “Recognised leaders™ refer to those groups which the municipal
council officially recognises within the municipal area. This includes
designated representalives of recognised leaders.

Annual

NiA

MEC has not recognised any traditional leaders

within NMEM

€22 (GG)

Number of Council meetings
held

The number of council meetings. A coundil is made up of elected members
who approve policies and by-laws for their municipal area. Council
meetngs are a platform used by councillors to discuss these policies, by-
laws and other issues relating (0 their municipality (e.g service delivery
issues) and 1o make decisions, through councilior voting, on them. Coundil
meetings are typically open 1o the general public to attend as well.

Quarterty]

Attendance Registers, Minutes

A Y

)
Nl/&

[y,
S




MFMA C88 REF

INDICATOR NO

COMPLIANCE INDICATOR

INDICATOR DEFINITION

PRESCRIBED
FREQUENCY OF
REPORTING

RECOMMENDED PORTFOLIO
OF EVIDENCE

BASELINE
(ANNUAL PERFORMANCE OF 2023124
ESTIMATED)

1ST QUARTER
PLANNED
TARGET
{1 JULY 2025 -
30 SEPTEMBER
2025)

2ND QUARTER
PLANNED
TARGET
(1.JULY 2025 -
31 DECEMBER
2025)

3RD QUARTER
PLANNED
TARGET
1 JULY 2025 - 31
MARCH 2026)

4TH QUARTER
PLANNED
TARGET

{1 JULY 2025 -

30 JUNE 2026)

|  SDBIP COMPLIANCE
| INDICATOR REFERENCE

C23{GG),

o

Number of distiplinary cases for|
misconduct relatng to fraud and
coruption:

The number of disciplinary cases for misconduct related to fraud and
comuption active within the municipality. A disciplinary case is an alleged
instance of misconduct between an employee and employer whereby the
employee should present evidence to respond to the allegations against)

Fhimmer, Fraud is an intensonally deceplive action designed lo provide the

perpelrator with an unlawful gain or 10 deny a right 1o a vicbm. Fraud
typically octurs with regard 10 finance. Comuption is a form of dishonesty or
criminal offense undertaken by a person entrusted with a position of
aulhanty, 1o acquire ilicit benefit or abuse power for one's privale gain,
Corruption  may include many aclivities including  bribery  and
embezzlement. For this gefinition, all forms of misconduct relating 1o
dishonesty may be consigerad within the ambit of the measure.

Quarterly]

Reports

24

€24 (GG)

Number of
disrupted

council  meetings

The number of council meelings where an unplanned disruption forces the
murniicipal council to abandon the proceedings as originally scheduled and it
is unable 1o conclude the agenda on account of the disruption. “Disrupbon”,
in this instance, refers 10 council meetings where agenda items are nol|
concluded upon, and deferred 10 the next council meeting. Furthermore, any
disruption of council proceedings that results in a suspension of the sitbng
outside of the plasned agenda is also considered a "disruption”.

Cuarterly|

Notices
Reports

25

C25(GG)|

Number of protests reporied

A protest reporied refers to an unauthorized protest specifically, and
excludes approved demonsirations. An unauthorized protest is a public|
display of grievance or cancern by a group of more than 15 people lor
which a written approval from the local municipality has not been obtained
in advance. Reported incidents means every unique inCident of protest
which the municipality has received a direct or indirect report for, whether iny
progress or after the fact, regardiess of whether the prolest was aimed al
e municipality or not.

Chrarterly]

Notices
Reports

29

C41 (GG)|

Number of approved engineer
posts in the municipality

The number of approved engi ing posts. An is a person who
designs, builds, of maintains engines, machines, or structures. An approved
job post relers to emplyyment posts that have been developed in relation 1o
the Municipal Structures Act of 1998 and the Municipal Finance|
Managemenl Act of 2003, and has been approved by the Municipal
Manager

Quarterly|

Reparts

€42 {GG)

20

Number of registerad engingers,
employed in approved posts

The number of reg d engineers ployed in app d posts. A
Registered professional engineer is a person who is registered as a
professicnal engineer with an official organising body. In South Africa, the
stawdory body for the engineering profession is the Engineering Council of
South Africa (ECSA). An approved job post refers o employment posts that
have been developed in relation to the Municipal Structwies Act of 1998 and
the Municipal Finance Management Act of 2003, and has been approved by|
the Municipal Manager

Cuarterly]

Reporis.

A

C43{GG)

21

Number of engineers employed
in approved posts

The number of engi ployed in appi d pasts. An engineer is a
person wha designs, builds, or mainlains engines, machines, or structures
with a formal qualification of a BScEng or BEng. An approved job post]
refers 10 employment posts that have been daveloped in relation to the
Municipal Structures Act of 1398 and the Municipal Finance Management|
Act of 2003, and has been appraved by the Municipal Manager

Quarterty]

Repors

{Number ol disciplinary cases in

the municipality

The number of acbve disciplinary cases within the municipality. A
disciplinary case is 3 formal procedure initiated in reiation to alleged
misconduct on the pan of an employee which may resull in 8 waming,
sanction or dismissal

Reports

39

45

CA5{GG)| C44(GG)

23

Number of finalised disaiplinary|
cases:

The mumber of finalised disciplinary cases within the municipality. A
disciplinary ¢ase is 8 formal procedwre initiated in relation 10 alleged
misconduct on the par of an employee which may resull in a warning
sanction or dismissal.

Quarterly] Quarierly]

Reports

21




C54 {HS)

w
we
$E| s i o 0% 1STQUARTER | 2ND QUARTER | 52p QuARTER | 4TH QUARTER
< H z w2 PLANNED PLANNED
gl o2 g SSE | necoMMENDED PORTFOLIO EASELINE TARGET TARGET Gl LY PLANNED
g ::‘ 24 % |COMPLIANCE INDICATOR INDICATOR DEFINITION S w x OF EVIDENCE {ANNUAL PERFORMANCE OF 2023124 1 JULY 2025 1 JULY 2025 TARGET TARGET
°s| | g 255 B 3(0 SEPTEMBER a('1 DECEMBER |1JULY 2025-31| (1JULY 2025 -
=g ™ z [
§§ = = I 2025) 2025) MARCH 2026) 30 JUNE 2026)

54- 24 [Number of municipality-owned|The number of municipaiity-owned community halls. A commurity hall is Reports 22

community halls

provida aftordable service.™

Annuall

defined by the CSIR Guidelines for the Provision of Social Facilities in South
Alfrican Settlernents (2015) as a "Centre or hall for halding public meetings,
fraining, entertainment and other funciions and having a variety of facilites
such as a kitchen, lollets. swrage space. efc. which showd be provided at
romiral rates for hire, with rentals tied to socio-economic status of area lo




w
w &
z
Q & w - ok 18T QUARTER | 2ND QUARTER 3RD QUARTER | 4TH QUARTER
Su o | 252 BASELINE = PLANNED PLANNED PLANNED
¥ | B | 2 |COMPLIANCEINDICATOR  [INDICATOR DEFINITION EEE | RECOMMENDED PORTFOLIO TARGET TARGET
5 - owE OF EVIDENCE {ANNUAL PERFORMANCE OF 202324 TARGET TARGET
o < o @ W {1JULY 2025- | {1JULY 2025-
a2 | 2| 8 gy ESTIMATED) 30 SEPTEMBER | 31 DECEMBER |1 JULY 2025-31) (1 JULY 2025 -
] H H .
2 ‘E’ w 2025) 2025) MARCH 2026) 30 JUNE 2026)
=
89 o 25 [Number of meetings of the[This is the count of the number of Executive Commitiea {ExCa) or Mayoral = Attendance Registers. Minutes [F]
[c) Executive or Mayoral Commi ittee meetings that were not held owing to a lack of quorum, A £
2 postponed due o lack of quorum |Mayoral commitiee meeting is 8 meeting of the i inted by the 3
o Executive Mayor in terms of section 60 of the Struclures ActAn Executive o
Committee refers to the members of Council elecied to serve on an
execulive struciure Chaired by the Mayor. This refers 10 meetings that were
unable 10 proceed due 1o lack of attendance.
92 o} 26 |Number of agenda ilems|The mumber of agenda items that have been deferred 10 e next council £ Atlendance Registers, Minutes 47
e delerred fo the next councilmeeting because the council has failed to reach a quomim gr withheld! %
] meeting decisions on fhose items. Where multiple council meetings have been held, >
=] this 45 the sum 1otal of those ttems deferred. This does not refer 1o agenda; <
ilems referred 10 other structures, anly items lor which no Jecis«n or action)
is waken. This indicalor shows to what extenl municipal business is delayed|
due 10 the absence of councitiors from coundil meetings of the concluding of|
the meeting withoul attending lo all items, which gives an indication of the
extert 10 which councillors are fulfilling their responsibililies as elected:
represeniatives of the municipality. Functional councils will process agenda
items with resoluions or decisions rather than gefer or leave unfinished
business. Measuring the number of agenda items that arg deferred to the
nexi meeting 1s a proxy for dystuncuon.
93 8 27 |Quarterly salary bil  of|The sum of the salary bill for all officials suspended from work or z SAP Report R11 138 746.90
= suspended afficals ploy! { for ipality for misconduct during the reporting period % Lead Schedule
=3
o 8
COMPLIANCE QUESTIONS
83 3 1 What are the main causes of Not Applicable z Reports Work steppages occurred for the Electricity and
work sioppages in the past e Energy Directorale ocoumed on  the 27
quarter by type of sioppage 3 Seplember 2022 [when stoff strked over
&) suspension of the Scarce Skills Allowances)
21 Apnl 2023 - Dissatisfacton regarding
suspension of clleagues
84 a8 2 {How many public meeiings weve [Not Applicable < Reports 53
held in the kast quarter at which &
the Mayor or members of the 8 18 public meetings ook place during 11 April to 3|
Mayoral ! Executive committee o May 2023
provided & report back to the
pubdic? 35 public meelings 100K place during
17 Ociober - 22 November 2022 (25 meetings)
2 December - 12 December 2022 {9 meetings)
o 3 3 [is the MPAC functional? List the|Not Applicabile %“ Reporls Yes
a Jreasons why i the answer is nol| €
Yes' 3
fa]
a5 w 4 [Has a report by the Execulive|Not Applicable ‘3 Reports No
[ Committee on all decisions it has, g
taken been submitted o Council 8
this financial year?




SECTION B - PERFORMANCE PLAN

SECTION B2 - REPORTING SCORECARD

B2(b): DIRECTORATE OPERATIONAL INDICATORS

| herewith commit to:-
+ Ensure that the key performance indicators reflected under Section B2{b) of this agreement, 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.

1T} —
g o vl 4 RESQURCES ALLOCATED FOR 2025/26 PERFORMANCE PLAN
[+ w,, [ z _
5 | a2 | 8% |£%
(=] © o XY [=)
2 °R | =8 |93 Z  |KEY PERFORMANCE INDICATOR 2025126
8 g : E o & g & ANNUAL PERFORMANCE TARGET TOTAL BUDGET
<
g I.SL 2 E g E % VOTE NUMBER/ PROJECT ID DESCRIPTION ALLOCATED
™ o = -
= g a |¥
@

< S < [T 1 Purchasing of Computers and By December 2025 20220112 Purchase of Computers and Computer R1,000,000
Z = -4 nlE

5 E g Computer Equipment Equipment

<3 o

< 0

a

¥
= < < Q 5 E 2 Number of ICT infrastructure and TBD 20230181 Purchase of ICT infrastructure and equipment R13,000,000
= = = g > i equipment procured

o

<“0D

o

4
< < < Qw > 3 [Installing of Wireless, Networking and By 30 June 2026 20250226 Installation of Wireless, Networking and High R2,000,000
=z -4 Z nox )

2w High Masts Masts

¢ 2

sw

< “a

o

4
< < < o> 4 |Maintaining air conditioners Ongoing 20190264 Airconditioning of Municipal Buildings R1,000,000
Z Z z |a2§

w2

s we

<%a

o

¥

NV@Z'M %j,:))

Y7 ®,




] -
g o ﬁ 3 RESQURCES ALLOCATED FOR 2025/26 PERFORMANCE PLAN
w o =z
E @ @ W a3
3 |g%| 8% |28 o
2 <2 | 22 185 5 |KEYPERFORMANCE INDICATOR | suyia PERingS::NCE TARGET T
o = pri © w % TAL BUD
g E g E g w E VOTE NUMBER/ PROJECT ID DESCRIPTION ALLOCATED
i a = 4 = =
= =] o X
w
< < < & 5  [Number of buildings installed with new 2 20240157 Installation of New Lifts: Lillian Diedericks R4,400.000
z = =z w lifts Building
] {Lillian Diedericks Building
Fat Mfanasekhaya Gqobose Building)
W
Q
2
E)J 20240159 Installation of New Lifts: Mfanasekhaya Gqobose R2,250,000
8] Building
@
<
I}
&
¥
< S I n>: [ Number of municipal buildings installed 3 20250053 Booysens Park Mall: Installation of anti-climb R300.000
= = = lg with anti-climb fence {Booysens Park Hall fence
5 Walmer Townhall
a Despatch Depot:) 20250056 Walmer Townhall Installation of anti-climb fence R400,000
m
g Cuyler Depot - Fencing
1.4 Jeff Masemola Hall
o Gail Road Depot 20250059 Despatch Depot: Installation of Anti-Climb Fence R800,000
8]
2
@ 20250227 Cuyter Depot - Fencing R500,000
x
= 2025021 Jeff Masemola Hall - Fencing of Hall and R364,000
Caretakers Cottage
20250321 Gail Road Depot: Instaliation of anti-climb fence R600,000




w —
g _ i u RESOURCES ALLOCATED FOR 2025/26 PERFORMANCE PLAN
[¥] Wrog [T z _
5 | e8| 88 |28
2 82| g8 |52 S T 202526
g % g = g E % VOTE NUMBER! PROJECT ID DESCRIPTION ALLOCATED
= asE |,
E (g7 |87 |B
= 3 x
< < e 7 [Mumber of municipal buildings 2 20250328 Lillian Diedericks - Upgrade to all floorways R500.000
= = u>-l upgraded (Lillian Diedericks - Upgrade to all
35 floorways
Pl Lillian Diedericks - Replace roller
8 shutter door at Minus 1 Entrance
>
E 20250329 Mfanasekhaya Gqobose Building - Replacement R200,000
[T} of rollershutter doors at Main Entrance and
% Banking Hall
5
= 20250330 Lillian Diedericks - Replace roller shutter door at R200.000
< Minus 1 Entrance
&
< < 4 § 8 Provision of office equipment to By June 2026 20230053 Woolboard Council Chamber: Recording system R850,000
z = = w municipal buildings and microphones
3
a
8 20230184 Purchase of Tools and Equipment R100,000
&
Wi
7]
Q 20250228 Purchase of Kitchen Equipment at Uitenhage R100,000
g Community Halls
<
g 20250268 City Hall Auditorium - installation of standby R40,000
water pump.
20250269 City Hall Auditorium - Installation of overhead R80,000
projector
20250271 Purchase of Furniture for Halls & Conference R400,000
centres
20250276 Walmer Training Centre New Offices - Purchase

of Furniture




w —
g w i 8 RESOURCES ALLOCATED FOR 2025/26 PERFORMANCE PLAN
w [4 Z
5 e gh 3z
o [ (5] I3 & o
oo ov o [~ o~ = 2025126
s g l&-l E % E ﬁ E KEY PERFORMANCE INDICATOR ANNUAL PERFORMANCE TARGET T
g § é E é E 5 VOTE NUMBER/ PROQJECT ID DESCRIPTION ALLOCATED
: |87 | 2" g
- »
N/A N/A NIA & Provision of office equipment to By June 2026 20250277 Purchase of furniture for Facilities Management R200,008
u>-r municipal buildings Offices and kitchen - 4th Floor Lillian Diedericks
3
a
w 20250278 Purchase of new PA System at Nangoza Jebe RS50,000
g Hall
[
i}
w
:;n’ 20250279 Purchase of Furniture for Skills Development R200,000
e office
<
s 20250296 City Hall - Installation of Water treatment auto R102,000
dosing system for the Aircon Chiller Plant (Open
system)
20250298 Fidelity Building - Installation of Water freatment R102,000
aute dosing systern for the Aircon Chiller Plant
(Open system})
20250303 Noninzi Luzipho - Installation of Water treatment R46,000
auto dosing system for the Aircon Chiller Plant
{Closed system}
20250305 Mfanasekhaya Ggobose Building - Installation of R46,000
Water treatment auto dosing system for the
Aircon Chiller Plant {Closed system)
20250324 Harrower RD Depot- Purchase of Boardroom R150,000
furniture
20250325 Harrower RD Depot - Purchase of Overhead R50,000
projector with screen Facilities




w -
g i i g RESOURCES ALLOCATED FOR 2025/26 PERFORMANCE PLAN
o [T x, (Z
= 0 i ouw (2T
2 o o -4 = a o
2 8o | <8 (8% Z  |KEY PERFORMANCE INDICATOR 2025126
s g 3 E 4 E fu E ANNUAL PERFORMANCE TARGET TOTAL BUDGET
< o =5 w 5 VOTE NUMBER/ PROJECT ID DESCRIPTION ALLOCATED
= £5 | o=
™ o >
= a w
=) a T2
]
£ < ES O 10 |Provision of office equipment to By June 2026 20250377 Corporate Services - Purchase of Furniture R200,000
z z =z @I u municipal buildings
>
B E
— w
«“0
o
¥
< < Z S s 11 }% implementation of the Employment 100% No direct budget linked to Key Performance Indicator measurement
z z = Sy Equity Plan in Professionally Qualified 8 Prof Qualified :2AM,2IF84AF
5 5 and Skilled Technical 36 Skilled Tech; 3AM & 35 AF
w8
2
B
<
o
<
< < < oweoz 12 [Conducting annual stock take By June 2026 No direct budget linked to Key Performance Indicator measurement
Z Z Z CLoE 9 9
Z@
8z5%
~Z05
BiEo 2
W z E
$8<g
O o
< S < 8 8 [ % 13 |Disposal of obsolete assets By December 2025 No direct budget linked to Key Performance Indicator measurement
-4 P4 4 3% § 2
08 &
CEag
o W =
z
a = = =
¥oSo
© g
£ < b 8 3 [ % 14 [Obtain tist of funded positions from By September 2025 No direct budget linked to Key Performance Indicator measurement
= = = oz g’ = Budget & Treasury
6] <
gZ8
£3ZE
¥ O <
©
< < < [a] 3 o % 15  [Conduct a clean-up of SAP information By March 2026 No direct budget linked to Key Performance Indicator measurement
= = e 8 Z@EE {Abolishment of unfunded vacancies)
e
OZd s
el R=R]
o W =z =
o = zkE
¥ QS
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N/A
N/A

NIA

control completed

i) -
g o . 3 RESQURCES ALLOCATED FOR 2025/26 PERFORMANCE PLAN
o Wy Ey 12
5 |z | g¥ |3F
a
g 8 8 : 8 g < g KEY PERFORMANCE INDICATOR 202526
® g 4 Zx (& b E ANNUAL PERFORMANCE TARGET TOTAL BUDGET
g lﬁ g E % E % VOTE NUMBER/ PROJECT ID DESCRIPTION ALLOCATED
|5 |50 |3
Q a ¥
8 Finalisation of stalf establishment By June 2026 No direct budget linked to Key Performance Indicator measurement
@]
<O
o
<
o
¥

AND PUBLIC

GOVERNANCE
PARTICIPATION

NIA
NIA
N/A

N

Submission of a progress report on] Performance reports submitted in line |No direct budget linked to Key Performance indicator measurement
movable assets to the Human] with Council Calendar of meetings
Resource and Standing Committee

N/A

N/A
KPA 5: GOOD| KPA5: GOOD)
GOVERNANCE| GOVERNANCE
AND PUBLIC] AND PUBLIC

Development of plan to manage the Plan in place by December 2024 No direct budget linked to Key Performance Indicator measurement
Travel and accommodation contract

NIA
N/A
NIA

AND PUBLIC
PARTICIPATION| PARTICIPATION] PARTICIPATIO

KPA 5: GOOD
GOVERNANCE

Submission of Directorate performance| Pedformance reports submitted in line [No direct budget linked to Key Performance Indicator measurement
report(s) to the Human Resource and| with Council Calendar of meetings
Standing Committee




SECTION B - PERFORMANCE PLAN

SECTION B2 - REPORTING SCORECARD

B 2{c): SDBIP REPORTING IRDICATORS

NOTE: The following output indicators were included in the 2024/25 SDBIP as prescribed by MFMA Circular 88. However, these indicators do not form part of the main institutional scorecard, since no targets could be set due to either budget related challenges and ! or System and reporing related challerges.

w ™ L™ o 3
g | b lE8) i 5
o ~o | ~0 = z
5 i o ] H 8 o S0
] © [ = z gz
8 5 5 g g KEY PERFORMANCE £ x BASELINE
1] x
g g g § % INDICATOR ﬁ E DEFINITIONS (ANNUAL PERFORMANCE OF 2022123 ESTIMATED) TARGET SETTING CHALLENGE ACTION PLAN AND PROGRESS
«
S g = i 8 €
8 & z o
= [} w w
3 * g
CIRCULAR 88 PRESCRIBED INDICATORS WITH SYSTEM AND REPORTING RELATED CHALLENGES
z ] E w CZJ 2 |Staff vacancy rate = The number of unfitled posts in the municipal| The inglusion of this KPI in the scorecard of the Executive[The inclusion of this KP) in the scorecard of the Executive Director:(1. Obtain list of funded positions
-] o - F =4 € organisational structure as a percentage of the |Director: Corporate Services and the SDBIP is regulated by|Corporate Services and the SDBIP is reguiated by National Treasury|from Budget & Treasury - September
a o] 8 Z g s total number of employee posts in the|National Treasury through the MFMA Circular 88. However, |through the MFMA Circular 88. However, the staff vacancy rate cannot be|2025
= 5:} o icipality's organisational structure. The|the staff vacancy rate could nol be calculated. as thefcalculated, as the Municipality does not have a Council approved
B B E unfilted posts are inclusive of lemporary and|Municipality does not have a Council approved|organisational structure in place listing the current number of employee|2, Conduct a clean-up of SAP
-2 o E contract  positions that appear on the|organisational structure in place listing the current number| posts within the NMBM, information
E 8 o municipality's approved organisational{of employee posts within the NMBM. The absence of & (Abolishment of unfunded
1 od structure. They are exclusive of unfunded|Council approved organisational structure is due to the vacancies) - March 2026
g ‘:9_ 2 vacant positions on the raunicipalitys{Municipality not timgously implementng the legislative
& '“g approved organisational structure, p prescribing  the  development of a  staff
E Tz ishment as a component of the organisational
i ¥ structure.
©
b4 b4 25 5 |Number of individuals = The number of individuals connected 1o /A The inclusion of this KP( in the SDBIP is regulated by National Treasury|Engage LG SETA Timeously
= E‘ (E) w connected to 2 apprenticeships,  structured  educationall  (The inclusion of this KPI in the SDBIP is regulated by [through the MFMA Circular 88. Since the Municipality did not receive Gramt
w 4 E apprenticeships. 3 programmes and  leamnerships  throughi National Treasury through the MFMA Circutar £8.) funding from LGSETA lo connect individuals to apprentceships and
- 8 9 learnerships and structured o municipal interventions. Mupicipal ieamerships, the key performance indicator was retained, but no targel;
® ww educational  programmes, interventions refer to any project, programme could be set for the 2025/26 financial year.
_§ H I‘ljl theough municipal of initiative intended to facilitate or implement
8 interventions jchange among the target population.
= lApprenticeships.  structured  educational
- prog and leamerships, in this instance,
= - refer specifically to structured  leaming
£ = processes for gaining theoretical knowledge
E and practical skills in the workplace leading 1o
a an accreditation or qualification recognised in
a terms of the National Qualifications Authority.
i
=




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 2 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

LEADING COMPETENCIES

DEFINITION

WEIGHTING

ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

BASIC

COMPETENT

ADVANCED

SUPERIOR

SCOREOF10R 2

3

4

5

1 Strategic
direction and
leadership

Impact and

Influence

Institutional
Performance
Management

Strategic
Planning and
management

Crganisational
Awareness

Provide and direct a
vision for the institution,
and inspire and deploy
others to deliver on the
strategic institutional
mandate.

9%

+ Understand institutional and
departmental strategic
objectives, but lacks the ability
to inspire others to achieve set
mandate.

= Describe how specific tasks
link to institutional strategies
but has limited influence in
directing strategy.

» Has basic a understanding of
institutional performance
management, but lacks the
ability to integrate systems into
a collective whole.

+ Demonstrate a  basic
understanding of decision key
makers.

+ Give direction a team in
realising the institution’s
strategic mandate and set
objectives.

* Has a positive impact and
influence on the morale,
engagement and participation
of team members.

« Develop actions plans to
execute and guide strategy
implementation.

= Assist defining in performance
measures to monitor the
progress and effectiveness of
the institution.

- Displays an of awareness
institutional  structures  and
political factors.

+ Effectively communicate
barriers of execution to relevant
parties.

+ Provide guidance to all
stakeholders in the
achievement of the strategic
mandate.

« Understand the aim and
objectives of the institution and
relate it to own work.

+ Evaluate all activities to
determine value and alignment
to strategic intent.

= Display in-depth knowledge
and understanding of strategic
planning.

« Align strategy and goals
across all functional areas.
Actively define performance
measures to monitor the
progress and effectiveness of
the institution.

. Consistently
strategic  plans
relevance.

+  Understand  institutional
structures and political factors,
and the consequences of
actions.

= Empower others to follow
strategic direction and deal with
complex situations.

challenge

to ensure

« Guide the institution through
complex and ambiguous
concem of,

+ Use understanding power
relationships and  dynamic
tensions among key players to
frame communications and
develop strategies, positions
and alliances.

« Structure and position the
institution to local government
priorities.

+ Actively wuse in-depth
knowledge and understanding
to develop and implement
comprehensive and institutional
framework.

« Hold self accountable for
strategy execution and resuilts.
+ Provide impact and influence
through building and
maintaining strategic
relationships.

+ Create an environment

that facilitates loyalty and
innovation

« Display a superior level of self
discipline and integrity in
actions.

* Integrate various systems into
a collective whole to optimise

institutional performance
management.

« Uses understanding of
competing interests to

manoeuvre successfully to a
winfwin outcome.




ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

&)
I% BASIC COMPETENT ADVANCED SUPERIOR
LEADING COMPETENCIES DEFINITION 5
g SCORE OF10R 2 3 4 5
People Effectively manager,|9%|+ Participate in team goal|+ Seek opportunities + Identify ineffective team and|+ Develop and incorporate best
management inspire and encourage setting and problem salving. » Identify to increase team|work processes and|practice people management
H . |people, respect * Interact and collaborate with|contribution and responsibility. (recommend remedial|processes, approaches and
uman  capital|" - o . . N N
Planning - dwersny.. optimise talent people of diverse b?ckgrounds. . Respect and support the |ntewent|on§. across the tools |nstltut!on‘. _
develapment and .bmld_ aqd nurture « Aware of guidelines for|diverse nature of others and be|- Rgcognlse and rew_'ard . Foster‘a“culture of discipline,
relationships in order to employee development, butlaware of the benefits of a|effective and desired|responsibility and
achieve institutional requires support in|diverse approach. behaviour. accountability.
objectives. implementing development|s 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  and|increase personal effectiveness|actively incorporate a diversity
execute functions optimally. + Identify development and|strategy in the institution.
Diversity < Apply relevant employee|leaming needs within the team|+ Develop comprehensive
Management legistation fairly and|work. integrated  strategies and
consistently. « Build a environment|approaches to human capital
+ Facilitate team goal setting|conducive to sharing,|development and
and problem solving. innovation, ethical behaviour|management.
« Effectively identify capacity|and professionalism. = Actively identify frends and
requirements to fulfil the|> Inspire culture of alpredict capacity requirements
Employee strategic mandate. performance excellence by|to facilitate unified transition
Relations giving positive and constructive|and performance management.
Management feedback to the team.
+ Achieve agreement or
consensus in adversarial

Negotiation and
Dispute
Management

environments.

» L ead and unite diverse teams
across divisions to achieve
institutional objectives




ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

o
2
= BASIC COMPETENT ADVANCED SUPERIOR
LEADING COMPETENCIES DEFINITION 5
g SCORE OF 1 OR 2 3 4 5
Program and Able to understand|9%|« Initiate projects after approval|* 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 P d management + Understand procedures of|the project status and keyland according to institutional|implications of desired project
rogram - andjqathodology; plan|  [program and project| milestones. goals. outcomes.
Project Planning manage, monitor and management methodology,|* Define the roles andje Apply effective risk|+ Direct a comprehensive
and . evaluate specific implications and stakeholder|responsibilities of the projectjmanagement strategies|strategic macro and micro
Implementation |, ities in order to| |involvement. team create and clarity around|through impact assessmentjanalysis and scope projects
deliver on set » Understand the rational of{expectations balance. and resource requirements. accordingly to realise
objectives. projects relation to the in|* Find a between project|- Modify project scope budgetinstitutional objectives.

Service Delivery

Management
Program and
Project
Moenitoring  and
Evaluation

institution's strategic objectives.
+ Document and communicate
factors and risk associated with
own work.

= Use results and approaches
of successful project
implementation as guide.

deadline and the quality of
deliverables.

* |dentify appropriate project
resources to facilitate the
effective completion of the

deliverables.
+ Comply with statutory
requirements and apply

policies in a consistent manner.
+ Monitor progress and use of
resources and make needed
adjustments to timelines, steps,
resource and allocation.

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

= 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 ftrack progress
and optimal resource
utilisation, and that adjustments
are made as needed.

NVQ’Z«M
d-734f\,




ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

(&)
E BASIC COMPETENT ADVANCED SUPERIOR
LEADING COMPETENCIES DEFINITION 5
g SCOREOF10R2 3 4 5
Financial Able to compile, plan|8%(« Understand basic financiall+ 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
. linstitute  financial risk and activities. how they interrelate. provides credible answers to|trends.
Budget Pla_nnlng management and  Display awareness into the|+ Assess, identify and manage|queries within own|* Set budget frameworks for the
and Execution o 3minister procurement|  |various sources of financiallfinancial risks. responsibility. institution.
processes in data, reporting mechanisms,|+ Assume a cost saving|* Prepare budgets that are|- Set strategic direction for the
accordance with financial governance,|approach to financial|aligned 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|s Address complex budgeting|+ Build and nurture partnerships
ensure that all financiat financial accountability. based on specified formats. and financial management|to improve financial
transactions are * Understand the importance of|+ Consider and understand the|concerns. management and achieve
Financial managed in an ethical asset control. financial implications of|+ Put systems and processes in|financial savings.
Strategy and|manner. decisions and suggestions. place to enhance the quality|]*  Actively identify and
Delivery « Ensure that delegation and|and integrity of financiallimplement new methods to
instructions as required by|management practices. improve asset control.
National Treasury guidelinesj* Advise on policies and|- Display professionalism in
are reviewed and updated procedures regarding asset|dealing with financial data and
» |dentify and implement proper|control. processes.
monitoring and  evaluation|* Promote National Treasury's
practices to ensure appropriate|regulatory  framework  for
Financial spending against budget. Financial Management
Reporting and
Delivery




ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

Q
Z
= BASIC COMPETENT ADVANCED SUPERIOR
LEADING COMPETENCIES DEFINITION ‘35
g SCOREOF10R 2 3 4 5
Change Able to direct and|9%]|* Displays an awareness of|*+ Performa analysis of the|* Actively monitor change|- Sponsor change agents and
Leadership initiate institutional change and the benefits ofichange impact on social |impact and results and convey|create a network of change
transformation on all transformation initiatives. political and economic|progress to relevant|/leasers who support the
levels in order to + Identify basic need for|lenvironment. stakeholders. interventions.
. |successfully drive and change. ¢ Maintain calm and focus|- Secure buy-in andf Actively adapt current
Change  Vision|;giement new| |+ Identify gaps between the|during change. sponsorship  for  change|structures and processes to
and Strategy initiatives and  deliver current and desired state. * Able to assist team members|initiatives. incorporate the change
professional and quality » |dentify potential risk and|during change and keep them|s Continuously evaluate change|interventions.
services to the challenges to transformation,|focused on deliverables. strategy and design and|* Mentor and guide team
community. including resistance to change|* Volunteer to lead change|introduce new approaches toimembers on the effects of
factors. efforts outside of own work|enhance the institution's|change, resistance factors and
+ Participate in change|team. effectiveness. how to integrate change.
programs and piloting change|* Able to gain buy-in and|- Build and nurture|+ Motivate and inspire others
interventions. approval for change from|relationships with  various|around change initiatives.
» Understand the impact of|relevant stakeholders. stakeholders to  establish
Process Design change interventions on thel- Identify change readiness|strategic alliance in facilitating
institution within the broader|levels and assist in resolving|change.

and
Improvement

Change Impact
Monitoring and
Evaluation

scope of local government.

resistance to change factors.

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

+ Take the lead in impactiul
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 potential
for implementation.

change
best




L) ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING
E BASIC COMPETENT ADVANCED SUPERIOR
LEADING COMPETENCIES DEFINITION 5
g SCOREOF10R2 3 4 5
Governance Able to promote, direct|9%|+ 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|drivers Identify, analyse and|governance requirements
managing risk  and guidance and development in|factors and implement plans to|measure risk, create valid risk{implement governance and
. compliance implementing such|address these. forecasts, and map risk|compliance strategy to ensure
Policy ) requirements and apply requirements. « Demonstrate understanding|profiles. achievement of institutional
Renaten a thorough + Understand the structure ofjof the  techniques  and|e Apply risk control |objectives within the legislative
understanding of cooperative government but|processes for optimising risk|methodology and approaches|framework.
governance  practices requires guidance on fostering|taking decisions within the|to prevent and reduce risk thati« Able to advise Local
and obligations. Further, workable relationships between|institution. impede on the achievement oflGovernment on risk
able to direct the stakeholders. » Actively drive  policy|institutional objectives. management strategies, best
conceptionalisation  of + Provide input into policy|formulation within the institution|= Demonstrate a thorough|practice interventions  and
relevant policies and formulation. to ensure the achievement ofjunderstanding of risk retention|compliance management.
enhance  cooperative objectives. plans identify and implement|*+ Able to forge positive
governance comprehensive risk|relationships on cooperative
Risk and|refationships. management systems andlgovernance level to enhance
Compliance processes. the effectiveness of local
Management » Implement and monitor the|govermnment.
formulation of policies, identify|= Able to shape, direct and
and analyse constraints and|drive the formulation of policies
chalienges with implementation|on a macro level.
and provide recommendations
for improvement.
Cooperative
Governance

=




ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

Q
2
= BASIC COMPETENT ADVANCED SUPERIOR
CORE COMPETENCIES 5
g
SCOREOF10R2 3 4 5
Moral Abie to 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 integrity, but requires guidance and{the values of Local Government|measures of self correction. moral practices.
reasoning that development in  implementing|and the institution. » Able to gain trust and respect|+ Actively develop and implement
promotes honesty principles. + Able to openly admit ownlthrough aligning actions with|measures to combat fraud and
and integrity and » Follow the basic rules and|mistakes and weaknesses and|commitments. corruption.
consistently  display regulations of the institution. seek assistance from others|e Make proposals and(* Set integrity standards and shared
behaviour that = Able to identify basic morallwhen unable to deliver. recommendations that are|accountability measures across the
reflects moral situations, but requires guidance|+ Actively report fraudulent|transparent and gain the approvall|institution to support the objectives of
competence. and development in understanding|activity and corruption within|of relevant stakeholders. local government.

and reasoning with moral intent.

local government.

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

* Able to deal with situations of
conflict of interest promptly and
in the best

confidential

interest of

government.

= 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.

local

+ Take responsibility for own actions
and decisions, even if the
consequences are unfavourable.




ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

o
2
= BASIC COMPETENT ADVANCED SUPERIOR
CORE COMPETENCIES 5
=
SCOREOF10R2 3 4 5
Planning and [Able to plan, prioritise| 9% |+ Able to follow basic plans and|e Actively and appropriately[+ Able to define institutional|-Focus on broad strategies and
Organising [and organise organise  tasks around  set|organise information and|objectives, develop comprehensive|initiatives when developing plans and
information and objectives. resources required for a task. plans, integrate and coordinate|actions.
resources effectively s Understand the process of|l+ Recognise the urgency and|activities, and assign appropriate|*Able to project and forecast shor,
to ensure the quality planning and organising but|importance of tasks. resources for successfulimedium and long term requirements
of service delivery| requires guidance and|* Balance short and long-term|implementation . of the institution and local
and build efficiency| development in providing detailed|plans and goal and incorporate| |dentify in advance required|government.

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.

= Prioritise tasks and projects
according to their relevant urgency
and importance.

*Translate policy into relevant projects
to facilitate the achievement of
institutional objectives.

Ny
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ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

o)
=z
[= BASIC COMPETENT ADVANCED SUPERIOR
CORE COMPETENCIES g
g
SCOREOF10R 2 3 4 5
Analysis and [Able to critically| 7% [+ Understand the basic operation of|« Demonstrate logical problem|+ Coaches team members onf+ Demonstrate complex analytical and
Innovation |analyse information, analysis, but lack detail and|solving techniques and|analytical and innovative|problem solving approaches and
challenges and thoroughness. approaches and provide|approaches and techniques. technigues.
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 from others. and thoroughness when|resolving complex problems. solving.
are innovative to » Recommend new ways to|analysing problems. * |dentify solutions in various area|* Analyse, recommend solutions and
improve institutional perform tasks within own function. |* Able to break down complex|in the institution. monitor trends in key challenges to

processes in order to
achieve key strategic
objectives.

remedial
marginally

+ Propose simple,
interventions that

challenge the status quo.
« Listen to the ideas and
perspective of others and explore
opportunities to enhance such

problems into manageable parts
and identify solutions.

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

+ Formulate and implement new
ideas throughout the institution.

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

« |dentify trends and best practices

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

innovative thinking. « Clearly communicates thelin processes and service delivery|process optimisation.
benefits of new opportunities and|and propose institutional|« Play an active role in sharing best
innovative solutions to|application practice solutions and engage in
stakeholders. national and internationai local
0 Continuously identify government seminars and
opportunities to enhance internal conferences.
processes.
. Identify and  analyses
opportunities  conducive  to
innovation  approaches  and
propose remedial intervention.
N T) o
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ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

o
é BASIC COMPETENT ADVANCED SUPERIOR
CORE COMPETENCIES g
w
= SCORE OF 10R 2 3 4 5
10 | Knowledge |Able to promote the| 7% |+ Collect, categorise and track|+ Use appropriate information|»  Effectively  predict future|* Create 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 intuitional 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 internal|* Actively create mechanisms|knowledge management across|knowledge and information sharing
base of local stakeholders and team members. |and structures for sharing offvarious institutions. with an abundance and assistance
government. information. » Establish accurate measures and|approach.
« Use external and internallmonitoring systems for knowledge|s Recognise and exploit knowledge
resources to research and|and information management. points in interactions with internat 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.

NVg A
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ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

Q
z
= BASIC COMPETENT ADVANCED SUPERIOR
CORE COMPETENCIES 5
g
SCOREOF10R 2 3 4 5
11 | Communicatio |Able to share| 8% [+ Demonstrate an understanding|* Express ideas to individuals{s Effectively communicate high|+ Regarded as a specialist in
n information, for communication levers and tools|and groups in formal andlrisk and sensitive matters to|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, but does not
always take the needs of the
audience into consideration.

+ Disseminate and convey
information and knowledge
adequately.

concise
written documents

and appreciate
perspectives,  attitudes
beliefs.

Compile  clear,

and

informal settings in an manner
that is interesting and motivating.
+ Able to understand, tolerate

diverse
and

+ 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.
focused,
well-structured

relevant stakeholders.

+ Develop a wel
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 at
different levels within local
government and externally.

42




ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING
=
= BASIC COMPETENT ADVANCED SUPERIOR
CORE COMPETENCIES 5
w
= SCOREOF10R 2 3 4 5
12 [ Results and |Able to maintain high| 7% [+ Understand quality of work but{*+ Focus on high priority actions|+ Consistently verify own standards|+ Coach and guide others to exceed
Quality Focus |quality standards, requires guidance in attending to|and does not become distracted|and outcomes to ensure quality|quality standards and results.
focus on achieving important matters. by lower-priority activities. output. » Develop challenging, client-focused
results and objectives « Show a basic commitment to|* Display firm commitment and|* Focus on the end result and|goals and sets high standards for
while consistently achieving the correct results. pride in achieving the correct|avoids being distracted. personal performance.
striving to exceed « Produce the minimum level of{results. « Demonstrate a determined and|* Commit to exceed the results and
expectations and results required in the role. + Set quality standards and|committed approach to achieving|quality —standards, monitor own
encourage others to + Produce outcomes that is of a|design processes and tasks|results and quality standards. performance and implement remedial
meet quality good standard. around achieving set standards. |+ Follow task and projects through|interventions when required.
standards. Further, to « Focus on the quantity of output|+ Produce output of high quality. |to completion. » Work with team to set ambitious and
actively monitor and but requires development in|+ Able to balance the quantity|+ Set challenging goals andjchallenging team goals,
measure results and incorporating the quality of work.  |and quality of results in order tojobjectives to self and team and|communicating long- and short term
quality against » Produce quality work in general|achieve objectives. display commitment to achieving|expectations.
identified abjectives. circumstances, but fails to meet|* Monitors progress, quality ofjexpectations. « Take appropriate risks to accomplish
expectation when under pressure. |work, and use of resources;|« Maintain a focus on qualityjgoals.
provide status updates, and|outputs when placed under|> Overcome setbacks and adjust
make adjustments as needed.  |pressure Establishing institutionallaction plans to realise goals.
systems for managing and|* Focus people on critical aclivities
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%




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 terms of the Act to that senior manager.

(2} A senior manager must note that 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 senlor managers-

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

areas as set out below:-

MINIMUM COMPETENCY LEVELS FOR SENIOR MANAGERS

Description All municipalities with annual budget of a value equal to or above R500 million
Higher Education Qualification At least NQF Level 7 in a field relevant to the senior management position
Work-Related E _ Minimum of 7 years al senior and middle management level, of which at least 2 years must be at senior
LAl RS U management level
Core  Managerial  and  Occupationall . oo rihed in the performance regulations (2014)
Competencies
Required Minimum Competency Level in Unit Standards
Financial and Supply Chain management
Competency Areas: SAQA Competent/
UNIT STANDARD TITLE Not yet
UsID
Competent
116358 |Contribute to the strategic planning process in a South African municipality |Not yet Competent
Strategic leadership and management - — - - S T
116361 Interpret South African legislation and policy affecting municipal financial Not yel Compeent
management
119341 Apply cost management information systems in the preparation of Not yet Competent
management reports
Operational financial management 119331 Oo:a&u working capital _”_._m:mamsma aclivities in accordance with sound Competent
financial management policy
116364 |Plan a municipal budgeting and reporting cycle Competent
Governance, ethics and values in 116343 [Apply the principles of ethics in a municipal environment Competent
116363 |Prepare and analyse municipal financial reports Nol yet Competent
119350 Apply m&u.o:_.:_:c. principles and procedures in the preparation of reports Not yel Compelent
] . - and decision making
Financial and performance reporting - - .
Apply selected GRAP ([Generally Recognised Accounting Practices) to
119348 L R N
periodic accounting reporting process Competent
116341 Oo:.a:ﬂ performance management to a Scuth African municipal Not yet Competent
environment
Risk and change management 116339 |Apply risk management in South African municipalities Competent
Project management 119343 >E.=< oum.qm.__ozm research principles and tools in the management of Competent
project activities and resources
N ) . . Discuss the selected legislative regulatory framework governing the public
Legislation, policy and implementation 119334 sector management and administration environment Competent
Supply Chain Management 116353 Participate in the design and implementation of municipal supply chain Competent
management
T T 116351 Oo:n_mo_ .m.._n____:u planning and implementation in a South African Competent
municipality
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SECTION C: ASSESSMENT RATING CALCULATOR

NELSON MANDELA BAY MUNICIPALITY
Name: NOSIPHO XHEGO
Cycle: 2025/26 financial year
Key
Performance
Area Weight Rating Score Competencies Weight Rating Score
1 5% 0 1 9% 0
2 60% 0 2 9% 0
3 6% 0 3 9% 0
4 16% 0 4 8% 0
5 13% 0 5 9% 0
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%

yh
o 17
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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.




SECTION D: PERSONAL DEVELOPMENT / TRAINING PLAN FCR NOSIPHO XNEGO

MAN NO DESIGNATION FuLL NAME | SURNAME 1D NUMBER FAIE TYPE OF  NAME OF COURSE ACTUAL COURSE DATE |3} i |SUB- TRAINING TRAINING TRAINING IS THE |ESTIMATED
{NOT INITIALS) 8 g m INTERVENTION il i' DIREGTORATE! ([PROVIDER PROVIDER PROVIDER TRAINING COST OF
2 5|2 |RecuireD STARTDATE ENDOATE |5 2 loivisioN ACCREDITATIO |CONTACT PROVIDER TRAINING
§ =z {ie. shills programmel g 2 N NUMBER DETAILS :::LI$E l
o workshop! learnarship/ & A
8 RPLS trade test) e
Execulive Director: aaipho Hhego E 1 Skills Programme 116358 -Cantribute 1o the| TBD T Executive TBD oD L) TBO ]
Comorate Services ? g lanni Management
5 process in a South
= African municipality
2 Skills Programme 116361 -Interpret Seuth| TED Tl Executive TBD O ™wo TED sp
Afnican  legislation and Management
policy alfecting municipal
financial management
3 Skills Programme 119341 -Apply  cost|TBD TBD Executive TBO THD T [Ta THD
manag int i Management
systems in the
proparation of|
management repors
4 Skills Programme 116363 -Prepare and|TBD 18D e cratiee TeD TRD TRR TR TRD
analyse municipal masagement
financial reports
5 Skills Programme 119350 -Apply| TBD TeD Executive TED THO ALl TBD Teb
accounting principles and Managernent
procedures in the!
preparation of reports
and decision making
& Skills Programme 116341 Conduct| TBD T8D Executive 180 TBD Tep TBD THD
performance Manggernent
management to a South
African municipal
environment

DB

MS N XHEGO
EXECUTIVE DIRECTOR: CORPORATE SERVICES

31-Jul-25

3 u

CITY MANAGER

\

M-Jul-25
DATE:




SECTIONF

I, Nosipho Xhego, appointed in the position of Executive Director: Corporate Services of Nelson Mandela Bay
Municipality for the 2025/26 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.

Thus done and signed at PORT ELIZABETH on 31 JULY 2025

%E&ﬁ 31 July 2025

NOSIPHO XHE DATE
EXECUTIVE DIRECTOR: CORPORATE SERVICES

AS WITNESSES

~

o E NE
Uv\\ﬂ 31 July 2025

ACTING CITY MANAGER DATE

AS WITNESSES:

YR




