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SECTION A: MR T MFEYA

PREAMBLE

The performance agreement is divided into six sections:

1.1

1.2

2.1

2.2

23

2.4

31

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").

Mr T Mfeya of the Employer (“the Employee™).

INTRODUCTION

The Employer has entered into a contract of employment with the Employee in
terms of Section 57(1) (a) of the Local Government: Municipa! Systems Act, No. 32
of 2000 (“the Systems Act'). The Employer and the Employee together are
hereinafter referred to as the “Parties”.

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

The parties wish to ensure that they are clear about the goals to be achieved, and

secure the commitment of the Employee to a set of outcomes that will achieve local
government policy goals.

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

PURPOSE OF AGREEMENT
The purpose of this Agreement is to -

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

3.3

3.4

3.5

3.6

3.7

4.2

4.3

4.4

5.1

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

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

monitor and measure performance against set targeted outputs;

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

appropriately reward the Employee in the event of outstanding performance; and

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

COMMENCEMENT AND DURATION

This Agreement shall commence on 1 July 2025 and shall remain in force until 30
April 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.
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2.2

5.3

6.1

6.2

6.3

6.4

6.5

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

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

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

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

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

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

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

PERFORMANCE MANAGEMENT SYSTEM

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

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

The Employer will consult the Employee about the specific performance standards
that will be included in the Performance Management System, as applicable to the
Employee.

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

The criteria, upon which the performance of the Employee must be assessed, shall
consist of two components, both of which must be contained in the Performance
Agreement.
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6.5.1

6.5.2

6.5.3

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

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

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 Key Performance Areas (KPAs) Weighting |
1 KPA 1: Basic Service Delivery 57%
2 KPA 2: Municipal Institutional Development and Transformation 4%
3 KPA 3: Local Economic Development 27%
4 KPA 4: Municipal Financial Viability and Management 8%
5 KPA 5: Good Governance and Public Participation 4% |
—— |
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. Management

Organisational Awareness

People Effectively manager, | Human Capital Planning and 8%
ranagement 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 8% i
Project program and project | and Implementation |
Management management Service Delivery Management

methodology; plan

manage, monitor and | Program and Project Monitoring

evaluate specific | and Evaluation

activities in  order to

deliver on set objectives.
Financiat Able to compile, plan | Budget Planning and Execution 9%
Management and manage budgets,

control cash flow, | Financial Strategy and Delivery

ﬁwﬂﬁnmwawuﬁm nelal M__M_m 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 8%
Leadership institutional

transformation on all | Process Design and

levels in order to | Improvement

successfully drive and | Change Impact Monitoring and

implement new | Evaluation

initiatives and deliver

professional and quality

services to the

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

professionalism in | Risk and Compliance

Management
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_ 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 8%
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 8%
Innovation to establish and implement fact-based solutions that are
innovative to improve institutional processes in order to
achieve key strategic objectives.
Knowledge and Able to promote the generation and sharing of knowledge 8%
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 8%
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 the standards to be met by the Employee; and
7.1.2 the intervals for the evaluation of the Employee’s performance.

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

dates:
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REVIEW / EVALUATION PERIOD DATE

First Quarter July 2025 - | 13 November 2025

(formal review - performance scored by | September

employee and CM) 2025

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

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

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

Annual Performance Evaluation July 2024 - | Evaluation date to be determined in
(formal annual performance evaluated, scored | June 2025 line with 2026 Council Calendar of

by evaluation panef)

meetings

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

goals and strategies set out in the Employer's |IDP.

7.5

The Employee’s performance shall be measured in terms of contributions to the

Quarterly performance reviews and the annual performance evaluation shall involve:

7.5.1 Assessment of achievement of results, as outlined in the performance plan:

(a)

Each KPA shall be assessed according to the extent to which the specified

standards and performance indicators have been met and with due regard
to ad hoc tasks that had to be performed under the KPA.

(b)
(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

(a)

Each competency outlined in the Competency Framework Structure should

be assessed according to the extent to which the specified standards have

been met.
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7.5.3 Overall rating

(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
outiined in the Competency Framework Structure during the contracting
process, to provide a score.

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

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

appraisal.

7.6.1 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:

fully effective

Level | Terminology | Description Rating
1/ 2|3/ 4|5
]
5 Qutstanding 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.
3 | Performance 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.




Level

Terminology | Description Rating
112/3/4/56

Performance Performance is below the standard required for the

not fully job in key areas. Performance meets some of the

effective standards expected for the job. The

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

Unacceptable | Performance does not meet the standard expected
performance for the job. The review/assessment indicates that

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

7.6.2 During any quarterly performance review: -

7.7

7.8

(a)

(b)
(c)

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

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

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

(a)
(b)

(c)
(d)

Municipal Manager;

Chairperson of the Performance Audit Committee or the Audit Committee in
the absence of a Performance Audit Committee;

Member of the Mayoral Committee; and
Mayor and/or Municipal Manager from another Municipality.

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




7.9

8.1

8.2

8.3

8.4

8.5

8.6

9.1

The Chief Operating Officer shall co-ordinate the performance management process
including the evaluation, implementation and management of performance
outcomes.

SCHEDULE FOR QUARTERLY PERFORMANCE REVIEWS

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

The Employer must keep a record of performance review meetings.

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

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

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

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

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

OBLIGATIONS OF EMPLOYER

The Employer must —

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

9.1.2 provide access to skills development and capacity building opportunities;

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

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

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.
A\ﬁ/\/»@ 10

S G

’)




10.

10.1

10.2

1.

1.1

11.2

CONSULTATION

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

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

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

10.1.3 have a substantial financial effect on the Employer.

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

MANAGEMENT OF EVALUATION OUTCOMES

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

FINAL SCORE (%) PERFORMANCE BONUS (%)
Less than 100% Remedial Action

100% — 129 % No Bonus

130% — 139% 5%

140% — 149% 9%

150% — 159% 10%

160% — 167% 14%

In the case of unacceptable performance (an overall scored performance review
outcome befow 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

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
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11.3

12.

12.1

12.2

12.3

12.4

12.5

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.

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

12.2.1 The interpretation of; or

12.2.2 The effect of; or

12.2.3 The carrying out of; or

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

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;

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

@\Vk@/ 12

ﬁu

))

..l!\/'\r(\

p®




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.

12.6 If the Parties are agreed as to whether any matter in dispute falls under clauses
12.41 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.

12.7 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.

13. GENERAL

13.1 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.

13.2 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.

13.3 The annual performance evaluation results of the Chief Financial Officer 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 Chief Financial
Officer'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.
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2.

KEY RESPONSIBILITIES

The following objectives of local government inform the Chief Financial Officer's
performance against set performance indicators:

2.1
2.2
2.3
2.4
2.5

3.

Provide democratic and accountable government for local communities.

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

Promote social and economic development.

Promote a safe and healthy environment.

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

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 Development Plan, as well as the Competency Regquirements 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: PERFORMANCE PLAN
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epl o FREDR M b m 6 [Number of informal sattiaments 7 2 [ 1 1 2 No direct budget linked ta Kay Parf i Sall Report 5: Above 3
m % & > _h W. 5 assessed  (snumerated  and Letter signed by Land Planning / |4: Above 2upta 3
T __u = m classified) 8y December 2025 SDEA addressed 10 ED Human  |3:2
= 2 Iy u 3 Settlements 2: Bolow 2 down 19 1
w 4 @ o 1: Balow 1
] 2 &
E = o
- = [+]
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SECTION B1: SCORECARD
g8 - P
o (& x “ TARGETS FOR 2025126 PER QUARTER (ACCUMULATIVE) RESOURCES ALLOCATED FQR 2025/26 PER QUARTER [ACCUMULATIVE} “
w
y12§ s[5 &
28| |w|%® &g [
E |2 |k N m w (8 & . o BASELINE EUEHES ] ECOMMENDED FORTFOLIG| RECOMMENDED g
Ol E |slitx Z ZE( S |2 Rey PERFORMANCE | \NNUAL PERFORMANCE ANNUAL VOTE NUMBER! | e soripTioN > INTERPRETATION OF RATING| E
| |5%|x 3 & [INDICATOR OF 2023/24 ESTIMATED) PERFORMANCE 1ST QUARTER 2MD QUARTER 3RD QUARTER 4TH QUARTER PROJECT ID 1ot Quarter 2nd Quarter 3rd Quarter 4th Quarter OF EVIDENCE SCALE ]
P’ g |3 & Eo m TARGET PLANNED TARGET | PLANNED TARGET | PLANNED TARGET | PLANNED TARGET Planned Budgat as |Planned Budgst as|Planned Budgst as|Planned Budget as| TOTAL BUDGET .
[~ w a ﬂ “ = {1 JULY 2025- 30 {1JULY 2025 - 1 1 JULY 2025- 31 {1 JULY 2025 - 30 JUNE Table SA 25, 19 Tahle SA 25, 2% Table $A 25, 29 Table 54 25,29 ALLOCATED
z m “ “ E Q. SEPTEMBER 2025} DECEMBER 2025) MARCH 2026) 20286) and 30 and 30 and 30 and 30 m
|8 n m e
g (8 7]
3] ..24 ...24 49 m _M ] m T |Averaga numbes of days taken lo. 10 days 30 days 30 days 30 days 30 days 30 days No direct budget linked 1o Key Performance Indicator measuremant A rapant indicating the dales of[5 Below 14 days m
= M % ] E m m M process building applications of receiving and finalising  all|4: Below 30 days down to 14 days o
2 b= Za| & | o Isss than 500 square melars applizadions 3 30 days M
m W 1R z Caltifialion of ihe average|2- Above 30 days up to 35 days M
w M H 3 fturnaround time 1: Above 35 days =
g IERE MPT 1 other relsvant minutes of
23 M L] m when building plans assessed
m - oy Communication fo applicants
m Ll € Date stamp of apglication
m m submission
J b}
£
g 5
& m e |s7|RE 8 | & [Average number of daystaken 1o 10 days 60 days 60 days 60 days 60 days 60 days No direct budget linked 10 Key P: A reporl indicating the dates off5: Below 14 days
8 Dd W w .M process buikling appication of receiving and finalising  all[4: Below 60 days tdovn to 14 days
T m z m » | 2 500 square meters or morg applications 3: 60 days
g cJ m m z Calcuiation of Ihe average|2: Above 60 days wp tn 77 days
m H AR 3 tumaround time 1. Above 77 days
ey . dil » 4 MPT / other relovad minutes of
e w W al s m whan building plans assessed
m £ - g Communication to applicants
= E “ € Date slamp of application
2 m submission
L x a
: §
o -l
o
Y
m m m m SLEIRE([D | ® of Land D P a7 200 50 500 150 200 No direct budgat linked to Key Peri di MPT mifiules 5! Above 30 andior Qualitalive
W HH }E applications finalisad Awvihorasd official signature on/motivation
z m .m. > m land davelopmeni applicalion 4: Above 200 up lo 300 andfor
m W H m m Qualitalive motivation
“ M NI =S 3: 200
AD B & 2: Below 200 down 1o 100
855 |8 1: Below 100
b o
=
m m m m .m m m n 10 |C g the Perf 2022/23 fourth quarter 2024725 fourih quarter | 2024725 fourlh quarler | 2024/25 fourth quartey | 2024/25 fourth quarter | 202425 lowrth quarter Na direct budgst linked to Key Perlormance Indicates iiiddrament Perfeemance Plans 5: Early delivery of two or mare of ﬂ
= ﬁ HERE Managemen! System performance reviews perdormanca revigws. performance reviews | perf raviews | parf roviews parformance feviews Paifemmance reviews the quartery targsls 3ot and / or
hd M % | w for reporting for reporting ducied for ing d! far i ducted for reporting | conducted for reporing Attend! i g i A o
Okl € H managers. managers managers managers. managers managers 4. Early delivery of any of the| &
M m m m quarterly targels sel and [} or
o “ < E 2023/24 parformance plans in 2025/26 perf ) 2025/26 peri 2025026 periormance | 202526 perit 202526 part qualitative molivation
M place for reporling managers | plans in place for officials plana in place lor plans in place lor plans in place for plans in place for & Achiovement of all annuat largets.
M =] down 1o grade 10 officials down 10 grade | officials down lo grade | officials dewn te grade | officlats down 1o grade as reflecied in this contract
=4 m 202324 first, second and third 10 10 10 10 2: Late or non-delivery of any of the
N < quarter parformance reviews | 2025/26 first. second and ‘quarisrly targels sat
m conduciad for reporting 1hérd quarter perfomance 2025128 firsl quarter 2025126 firsl and 2025128 first, second 1. Late or non-delivery of two or
af managers reviews conducted for porformance raviews second quartar and third quarer mwote of the quanterly largets sel
z officials down to grade 10 for officials | perk reviews performance reviews
S PMS cascaded lo a!l reporling down [ grade 10 condudled foi officials | conducted for officials
W managers PMS cascaded lo Grade down to grade 10 down to grade 10
=] 10
W PMS cascaded to Grade
2 10
¢
5B M s | e -M [ M_ 11 {Number of Wark Opportunities, 661 3 30 124 243 37T WVarious Projact ID's | Servicing of sitea R1B,233.489.00 RS54, 700, 487.00 R109.400,93400 | R173.218,14550 R182,224,880.00 |EPWP Repart 5. Above 447 and/ér Qualitalive .urn
.m E m W woE |98 {WO) creatod +USDG HS Capital | with water and Altendanca register molivalion o
4 g w = m m W Budgel for services | sanilation services Timasheets 4, Above 377 up to 447 andisif o
i m - m Bl E|& D3 Qualitative mativatien M
] we E m {CAPEX) 3377 x
) 1R 2: Betow 377 down to 267
H 8 1 Below 267
-4
& "
- <
8 2
ad
m m m _& 2E| § | d [ 12 |Reviewing land leasas under the New KPI Leasas reviewed Lease register venfied 1|  Quarterdy report on Cuarterly report & Leases ravigwed Mo direcd budgat linked 1o Key Pert Laase register 5 Early dolivery of two or more of m
- nH- ﬁ % H managemant af the Direciorale updated loasa roview progreas laase prograas Communication to Secrelanat the quarterly largels set and / or] ™
Zo| § y {Introduced in 2025/26) submitted 1o EXCO submitted 1o EXCO Laase reporls qualitativa molivation M
m m E|@ Lease regisiar tabled 1o 4. Eay detivery of any of the| g
WO E (% EXCO quarterly lasgets sel and / or| *
dw| < m qualitative mativation
W e 3. Acheovemant of all annual largats
- as raflecied in this contract
= 2 Late or non-delivary of any of the
a quarterly targets set
= 1. Lale or non-delivery of two or
imare af the quarerly largels sel
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SECTION B1: SCORECARD

SDBIP KPI NUMBER

SDBIP MFMA CB8 REF / MSA REG
REF
KEY PERFORMANCE AREA (KPA)

KEY PERFORMANCE ELEMENT
(KPE)

LEVEL OF KPI

KPI NO

KEY PERFORMANCE
INDICATOR

BASELINE

{ANNUAL PERFORMANCE
OF 202324 ESTIMATED)

2025/26
ANNUAL
PERFORMANCE
TARGET

TARGETS FOR 2025/26 PER QUARTER {ACCUMULATIVE)

18T QUARTER
PLANNED TARGET
(+ JULY 2025 - 30
SEPTEMBER 2025)

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

IRD QUARTER
PLANNED TARGET
1JULY 2025-231
MARCH 2026}

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

VOTE NUMBER!
PROJECT ID

DESCRIPTION

RESOURCES ALLOCATED FOR 2025126 PER QUARTER (ACCUMULATIVE)

1st Quarter and Quarter 3rd Quarter 41h Guarter
Pisnned Budget as |Planned Budgel as|Planned Budgel as|Planned Budget as| TOTAL BUDGET
Table SA 25,29 | Table SA 25,29 | TableSAZS 20 ALLOCATED

and 30 and 30 and 30

OF EVIDENCE

RECOMMENDED PORTFQLIOQ

RECOMMENCED
INTERPRETATION OF RATING
SCALE

TOTAL WEIGHTING PER KPA

13

KPA 4; MUNICIPAL

MFMA C88 CUTCOME
FI1.1| IDP MFMA C8% REF ! MSA REG REF

FM1.11

FRTT. ENMRANGERT TUMRCHal
budgeting and budget

TRANSYERSAL

|Percentage of Human

Seltlements Directorate’s Capdal
Budget actually spent

ar%

8%

Vanous Projed 1D's
USDG HS Capital
Budget for services

1CAPEX)

Servicing of sites
with water and
sanitalion sarvices

R18.233.489 00 R54, 700, 467 00 R109.400.934 00 | R173.218.145.50 R182,334.890.00

13

FM1.11
KPA 4: MUNICIPAL

Fm11

Budgeting and budgel

FINT. ENTSareCey

TRANSVERSAL

Percentage of conditional granis|
allocated to  the i

actually spent

7%

85%

95%

Various Project ID's
-USDG HS Capilal
Budgat for services

[CAPEX)

Serviging of sites
wilth water and
sanitalion sarvices

R17,831,389.00 R53.704,167 00 R107,580,334.00 | R1M.L348,195.50 R17%,313,800.00

Financial reporl

5. Above 08% andior Qualilative)
motivalon

4: Above 95% up 1o 08% andior
<{hualilative motivation

3 95%

2: Bolow 95% down to 2%

1! Below 92%

|Financial repont

ﬁlm" >8§ua$ui..29.-_..§<a
motivation

4 Abave 95% up lo 98% andfor
Qualitaliva motivation

3 85%

2 Below 95% down to 92%

I Below 92%

A,
NI
Nia,
NIA,

KPA 4: MUNICIPAL

Adminiatration

TRANSVERSAL

Percentage of Human
Settlamants Directorate's
Training Budgel spent

7%

5%

95%

119 0375

(OPEX]

Training Budget

R72.288.00 R144.576.00 R433,726.00 RT22.840 00 R722,880 00

Financial report

5 Above 98% andfor Qualitalive)
malivation

4: Abeve 95% up to 98% andfor
Qualitative motivation

3 95%

2: Below 85% down to 75%

1: Below 75%

KPA 4: MUNICIPAL!

Administration

TRANSVERSAL

18 ﬂﬂno:_woo of invoices

processad and  submitted to
budgel and Ireasury within 15-
days of invoice receipt date

MNew KPI

{Introduced in 2024125)

No direct budgat linked 10 Kay Pari

BAT repot

5: Quakitative motivation

4: Qualitative molivation

3 100%

2° Below 100% down to B0%
1: Balow B0%

KPA 4: 8%

/A
N/A
NIA
167
PUBLIC PARTICIPATION| FINANCIAL VIABILITY AND| FINANCIAL VIABILITY AND| FINANCIAL VIABILITY AND| FINANCIAL VIASILITY AND

Administration

TRANSVERSAL

Complying with the requi
outlined in Section B2 of the
performance agreement

All

q

with_ within specitied timetines.

All

with, within specifisd
limelinas

All requirements.
complied with, within
apecified timelines

All requiremenis
camplied with, within
apacifiod timeslines

Al req

Al

complied with, within

compliod with, within

ifiad timelines

No dirac budgel linked to Key Per

|A2(a and b}
Source pert

Updated basalines and 1argets in]S Early delivery of two or more of

the quartedy targsts sal and / or

{analysis and references for A2{a,
b, c.d}

Parformance Reports
Performance contract

,[4 Eary delivery of any of the
quarterly largets set and [/ or
qualitalive motivation

3. Achievemeni of all annual targels|
as raflecled in this contract

2. Late o non-dedivery of any of the|
quarlerty targets set

1 Late &r nondelivery of two or
mote of the quartedly Largels set

N/A
N/A
N/A
1-67

KPA §; GOOD GOVERNANCE AND| KPA 5: GOOD GOYERNANCE AND
PUBLIC PARTICIPATION

Adminlstration

TRANSVERSAL

Reporting on the Auditor Ganeral
actions plans on the Nalional
Treasury website

New KPI

(Introcuced in 2024/25)

Quartery acton plan

implamentalion prograss
approved by the Executive

Diractor

Aclion plana appioved
by tha Executive
director

Quantery adisn plan

O:.u;u.:_ action plan

Quanerly action plan

progress approved by
the Exacutive Director

progress approved by
1he Exeautive Director

prog
approved by tha
Exacutive Director

Ne ditect budgat linked 1o Key Porfi

|FMEMM Screenshols

S. Early detivery of two or more of
the quarterly largsts set and / or|
qualitative motivation

4. Early delivery of any of lhe
quarterly targets set and / or|
qualitative motivation

3. Achievement of all annual targats]
as reflected in this contracl

2. Late or non-delivery of any of ihe
quarterly targels set

1. Late or nondelivery of two or)
mode of 1he quarterty 1argels set

KPA 5: 4%/

N/A

FMAY
FM4.11

AND MANAGEMENT

FM4. Improved expendilure management

KP4, 4: MUNICIPAL FINANCIAL VIABILITY

Administration

TRANSVERSAL

Percaniage reductian in
hisiorical rand value of UIFW for|
the Directorate {pior to and
including 2022/23)

New KPI

{Introduced in 2024/25)

HNiA

Mo direct budget linked to Key Pari

UIFW register
-Communicalion 1o Secrelarial
Section 32 repants

5: Qualitatres molivation

4. Above 80% up 1o 100% raduction
andfor qualitative motivation

3 80% reduction

2. Below 80% down lo 65% reduction
1 Below 65% reduction or increase

KPA 4; 8%

1M



SECTION B1: SCORECARD

W .
w (& 3
e (W
m m W m TARGETS FOR 202526 PER QUARTER (ACCUMULATIVE) RESOURCES ALLOCATED FOR 2025/28 PER QUARTER (ACCUMULATIVE) m
PR e |lei S| «
a “ w __L___ w
2 w g < w g =
2 HERHIFET: m € |xev PERFORMANCE BASELINE ANWAL VOTE NUMBER/ RECOMMENDED PORTFOLIG|TCCOMMENDED £
2 u |2 ﬁ = m m W 3 | = nowcator {ANNUAL PERFORMANCE PERFORMANCE PROJECT 1D DESCRIPTION OF EVIDENCE INTERPRETATION OF RATING W
5| T |5 & 2 m 2 OF 20224 ESTIMATED) - 15T QUARTER 2IND QUARTER 3RO QUARTER 4TH QUARTER ROJE! 1t Quarter Znd Quartar Ird Quarter 4ih Quarter SCALE ]
F m § |5 g [2 ] TARGE PLANNED TARGET | PLANNED TARGET | PLANNED TARGET | PLAMNED TARGET Planned Budget as|Planned Budge! as|Plannsd Budgat as [Planned Budget as| TOTAL BUDGET y
m W -1 N m {1JuLY 202530 (1 JULY 2025 - 31 1JULY 2025- 91 {1 JULY 2025 - 30 JUNE Table SA 25, 29 Table SA 25, 29 Table SA 25, 29 Table SA 25, 29 ALLOCATED
S g |la “ wofe SEPTEMBER 2025) DECEMBER 2025) MARCH 2026) 2026) and 30 and 30 and 30 and 30 m
280 5k B
g (2 g %
M m m ﬂ ce| § m 20 |Perceniage implementation  of New KPI 100% 100% 100% 100% 100% No direct budgat linked ta Key Perl Indi Pracurement plang 5: 100% and qualitative motivation ﬂ
- |3 W s © the quarterly targats as sel in the Business [ project plans 4 100% and qualitative malivation =
25 8 w d 'S p plan { in 2025/26) 3 100% <
EEIRER 2: 100% down lo 5% -]
um = m 1 Less than T5%
[ < | F
w a
23
w
2
[
g
=
2
=
«
<«
o
=
M M m r... m an 2 | 21 [Numiber of directorate quarterly Naw KP| 4 submilied to the M5 1 submitied to the HS | 2 submilted te tha HS | 3 submitted to the HS | 4 submitted fo the HS Na divect budgst linked 1o Key Performance Indicalor measurement IStanding commitiee agenda 5: & / Qualitative molivalion uh
- |lag i performance reports submitted to Slanding Committen Standing Committee | Standing Commiltes Standing C: ing C: 4: 5 / Qualitalive motivation &
Fx w 1he standing commitise {Introduced in 2025126} A4 <
20 in 2: Betow 4 down 1o 3 -]
W m m 1: Bolow 2
=z
[
3
o
:
[
o
[
b4
< < < & m m 5 | @ | 22 |% achievement of the largels New KP| 5% Stralegic Risk Register 85% 85% 95% No direct budget linked o Kay Parf Statug repor from risk [6- Crusiitative motivation “
z z Z |- a8 % v {plannod in the NMBM Stratagic reviswed with quarterly 4: Above 5% up o 100%;|
22 m w Risk Register {Introduced in 2025/28) targets st Quakitative molivation i
ag|lE| @ 3 85% ¢
mm E m 2: Below 95% down to 80%
w B
W. g < |E 1 Below 80%
g
(=3
Q
a
Q
o
<
W
i
X
m m m ﬂ nll.“ ﬂNu H M 23 |Audit Opinion Now KP| Unqualified Audil Opinion NiA Unqualified Audit LY A No direct budget linked to Key Perf: it Audit report 5: Clean Audil Opinion -h
-~ (@ .m ..h with findinga Qpinion with findings 4 Unqualified Audit Opinion with a s
W M ki _W (introduced in 2025/26) year to year reduction in findings o
23| E | b 3 Unqualified Audit Opinion with| &
2| E m findings
wdl 2| E 2 Qualified Audit Opinion
W 1: Adverse Audit Opinion | disclaimer
g
=]
(L]
o
=]
o
(L]
3
b
x
£ £ m [ re & 3 | 24 |Conducting an assessmenl of New KP| Assessment conducled by | Assesament conducted NIA M M No direct budgel finked to Key Perf Indi Assassmant reporl 5: Eary delivery and or qualitative) a-m
Z Z - |3 ﬁ g & sl altocated ta the directarale Septembar 2025 by Sepember 2025 imativation 5
o w H.M u {Introduced in 2025/26) 4: Early delivery and or qualitative| «
EF IR mativation &
M m m m 3. Assesament conductad by
i « | & Seplember 2025
zg 2. Draft assessment in place by
z Seplamber 2025
.U 1: No assessment in place by
£ September 2025
o
z
>
H
L3
&
x




SECTION B: PERFORMANCE PLAN

SECTION B2: REFORTING SCORECARD

B2{a): COMPUANCE INDICATORS / QUESTIONS

| herewith commit 10 énsure that the necessary reporting system(s) are put in place 1 repon performance against the compliance indicators and questions reflecied under Section B2(a) of this agreement, to the Office of the Chief Operating Officer on a quarterly basis. within 10 working days after the end of a

quarter
[
- o
ws I
oz z
z3 % g So
é . : ™ 8 z BASELINE 18T QUARTER 2ZND QUARTER 3RD QUARTER 4TH QUARTER
A o e RECCOMMENDED PORTFOLIO OF {ANNUAL ACTUAL ACTUAL ACTUAL ACTUAL
o = MPL TOR FINITIO! [
Sa| g | & [COMPHANCEINDICATORIGUESTION l AR AL & levioence PERFORMANCE OF | {1JULY2025-30 | (1JULY2025-31 | (1JULYZ025-31 | (1JULY 2026-30
a 2 E = s 202324 ESTIMATED} | SEPTEMBER 2025) | DECEMBER 2025) MARCH 202€) JUNE 2026}
8gf 2!z x
=] 1
z w
[
[
COMPLIANCE INDICATORS
26 a T [Number o approved spicalions for rezomng 8[(7} Simple counl of 1ha number of appiicalions 1of fezomng & property for Lead Schadule 2
Q properly lor commercinl putposes. commsrcial purposes approved § MPT or relevanl resciution 10 Suppeil fazoning
F 2 gecision
] i
[+
b a Z  |Mumber of housing recipents issued wrih ttie|The number of registered housing recipents 1ssued with il deeds by Lhe Laad Schedule 1185
% deeas municipalily A Ltie deed i3 a document thal proves lagal awnership of a z Atlendance ragisier of tite dseds issued signed
2 proparly in South Africa. In this instence. & housing recipenl 18 & 2 by banefiiary
rogistered bereficiary of siale-subsiised housing deliversd by housing 3
programmes. g
53 3 3 |Number of ‘cispiaced persord % whom the|The number of paisona (r of Wit o whom Land Schadule 197
&L muricipalty delivered sssislancs the municipalily delivarsd assistance within 1he municipal ares, A Atlandance register J minules / erucle 1o support|
% parson 13 parsan who was forced 10 of obliged W lsave theit LS
home as a rasull of natursl of My 1 comficl.
of generalisen vidlonce of violabans of human righls. “Assistance’ in this,
inslance refers Lo 3ome of all of ihe icliowing types of assislance sssental
food and polable weter; basic sheller and housing. Spplogtiale clothing: =
and assantial modical secvices and The otigins of . 4
sxteni and duralicn doas not alfect the maasure. only the unique nUMbet 3
o 1o which the ipaiily has provided dvect assistance in @
tha reporling perod.
58 & 4 [Number of people displaced within tha muncipsl |The number of pecple wilhin the municipal area displaced by natural of Lad Schedule 37
= aroa human-mege disasters, conflict, siuatans ol ganerslised viclente ol Altendance register I minytas I ariicle to suppoit
Ed viblalions of human rights. es dotumented by the municipality. Ploase LS
refer 10 1he definion of disaster in terms of the Dizaster Managemant Act.
For ihe purpose of this indcalor, a perscn displaced by conflicl, disesier or
axtreme weather is someons wha was forced o obliged 1o leave Lheir =
homa from wilthin the munitipal aied a3 & resull of any catsgory of svent. 1L g
refers (& thoss individuals documentad 85 known (o the municpality snd E
doas nol pre-supposs that any spherg of gevernment is direttly providing a
For these individuals. only that thas displacement frarm wilhin thes municipal
area is known,
65 o 5 |valus of Commercaal Projects Gonsiructed by|Murscipsl constuchon permits require The capiunng of eslimated cosis for - Lead Schedute RE77033,082 06
- aading al of the cosls of i vetion. This indicator aggregales all of the estimaled costs fof the 5 Butding paimit 10 see value
E values an building paimits. consiruction parmuts granted by the municipatily. §
3} a3
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52 g
ZW| o [}
el w z 3]
é e z o 8 4 BASELINE 15T QUARTER 2ND QUARTER 3RD GUARTER 4TH QUARTER
Wi @ =3 9 RECOMMENDED PORTFOLIO OF (ANNUAL ACTUAL ACTUAL ACTUAL ACTUAL
£x = o o
Sl 2|z COMPLIANCE INDICATOR f QUESTION |INDICATOR DEFINITION L5 |EvioENcE PERFORMANCE OF | (1JULY2025-30 | (1JULY2025-31 | {1JULY2035-31 | (1JULY 2025-30
a E E H g w 202324 ESTIMATED) | SEPTEMBER 2025) | DECEMBER 2025} MARCH 2026} JUNE 2026)
| = | 2 &
=1 o
"2 2
&
66 a 6§ |Number of baunding plans spproved afier lrst| The building plan review process is & coardingled process foi the review of Lead Schaduls 660
w flvigw projects and buikiing plans which genavally resull in ihe ssuance of a Prool of frsl submission (minutea / aclual
= building pefmil. The pYOCess coordinatas 1he raview of stalf reprasantalives & polsC ALGAY
5 typically from Planming. Builcing. Enginesnng and Fire funclons. This
tanm raviews sach projact for compliance wilh applicable plans and cods
qH . The feview proCess consisls of typically ane to Inres Cily =
reviews. M3l projects requira al leas two reviews. The numbar of reviews 3
will depand on the level and complaxity of 1he review and the comploleness §
of the submitial. Projacts wih compleie drawings snd INrough 13ponses a
to stalf's commenls should et the two-raview Lme lina Maasunng the
number of projects spproved on st ieview 15 an indicator of 1he ease f
mesting bulkiing plan compliance provisons within ihe municipalily.
87 = 7 |Numbes of building plans submilied for review The number of building ptans subvmited for Jeview (o 1he municipality. The Lead Scheduls 4599
w building pfan review process 15 coordineted process for Lhe review of Mifrilos to prove submitted for review
I piojacis and bukding plans which generally result in ihe issuance of &
3] building parmil. The process coordinates the review of stall representalives
typecally from Pranning, Buiding. Enginesiing and Fiue funclons. This
team reviews sach project toi compliance with applicable pians and code
requiremants. This indicator grvas a meesura of the scale of buiding ptan o
submiasions
B0 a 8 [Number & pulding plan appiications spprovsd The numbed of building plans appiovad by the municipality The buitding Load Schadule Mn
] plan raview process 13 8 coordinalad process for tha review ol projects and Minules to prove approvel
§ buikding plans which, when sdiudicslad a3 “spproved”. (eneraily rodulls in
Hi Ihe igauance of & bulding permit An Bpp building plan

auchxiss thosa spplicalions ibat receve Bn "amendment latiei™ of "dats of
first refusal

Quarterty
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SECTION B: PERFORMANCE PLAN
SECTION B2: REPORTING SCORECARD
B2{b): DIRECTORATE QPERATIONAL INDICATORS
herewith commit ta:-
+ Ensure that the key performance indicators reflected under Section A2{b) of ivs ag , are exp d in sub-di perf e scoracards: and
+ Ensure that performance against the key performance indicators reflected under Section A2{b} of this agreement, is reporied to the Corporate Services Directorate within 10 days after the end of the
quarter.
w m m o w
W = K, o nNu RESOURCES ALLOCATED FOR 2025/26 PERFORMANCE PLAN
[} Lo
s |Ey 82| 3 23 = 2025126
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SECTION C1 - COMPETENCY FRAMEWORK

Negotmtion and Dispute
Management

in the below C “care e are hat cut across ell levels of work in 8 municipality and enhance lisod teadership that gu sarwce delvery impact: and “leading WCB3” Means P that are required to develop clear instiutional strategy, rutate, drive and
mplement programs t& nchmn long-tarm susiainable and measurable service delivery psrisrmance results.
Thas competency framework replaces regulation 26{8) of the Locat Muni Paorl Regulations for Municipal gars and s directly to Municipal M; , 2008
A person appoiniad as a senior mianager must have the compatencies as sel out in this framewark.
The competancy framework consists of six leading competencies which compriss of twenty (20) driving corr that what is exp for affective perf: in locat o
The competancy framewnrk further mvolves six (6) core compeiancies that act as drivers to ensure that the lsading competencies are exacuted at an optimal level
There is no hierarchieal 1 the and all are sl to the role of a senior manager 1o influsnce high p . Al wcies must fore be dered as and enbcal in the level of a senior manager's performance
The competancy framework is underscored by four (4) achavement levels that act as benchmark and minmum requirements for other human capital interventions, which are, recrutment and ! leaming and develop 1 9. and
The competencies thal appear in the competency framework are detailed a3 follows:-
SECTION B1 - COMPETENCY FRAMEWORK STRUCTURE
2 ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING
= BASIC COMPETENT ADVANCED SUPERIOR
LEADING COMPETENCIES OEFINITION 5
g SCOREOF10R 2 3 a 5
Strategic dinrction and |Impact and Influence Prowde and direct a| 2% |- Undmsumd nsttvtional and deparimantal straleguc . Gwe direclion A leam in realiting the instdution's|- Evaluate all activities lo determing value and alignment to [+ Structure and position the insttution 1o local gavermment
lesdership visign for tha jectives, but lacks the ability lo nspre others o and sel objects strategic intent, proriies.
and inspice and deploy st mandnte . Has A positive mpacl and nﬂuenca on the momle |+ Omsplay indepth knowledge and understanding ofle Acmiy use in-depth kmwledge lnd undmndm w
others to deliver on the| + Describe how specdic tasks link to instikutional g and partic of team b ] lop and W t
TParfo s nsii J but has limAed influence in dwectirg strategy. - Davelop actions plans 10 exocide and gude sirategy|+ Align strategy and goals across all funchonal areas. |framework,
Instutional mance | andate. - Has basic & understanding of instifutional parformance|implemenistion. Actively defne perforrmance measures to mondor thel- Hokd seif accountabie for sirategy exacutien and resulty.
Management management, bt lacks the abidy to integrate systems inlo|+ Assist defining n perl to monitar vess of the i + Provida impact and influsnce through bulkding and
8 collective whola progress and sffectvensss ollha ingtifution. . consglontly challenge g plans ta intai r
- Demonstrate a basic understanding of decision key|« Displays an of awareness institutional struciures and|relevance. - Create an anvironment.
|Strategic  Planning  and| makars, political factors. -l st l and peltical factors, |that facilitates kyalty and innovation
managemeant + EHectively communicate barmers of 10 rel d the cor of actions + Display & supenor level of saff discipline and integrity in|
parties. » Empower others to foliow stralegic dwecton and deal |actions.
+ Provide guidance 1o all siak i the th complex « Integrale varous systems nto a collective whola to
: of the siralegic mandate. * Guide the through plex and by L | peef
Organeatonal .1 wd the aim and obj of the of - Uses undarstanding of g i o
AwWarensss relate & lo own work. - Use ur g powor relationships and o fully to @ wirdwi
tensions among key playors [ lrame uommunmtm and
p gres, and
People taanagenment 1G] | &% |-P. nleam geal setting and problem 2olving. - Seok opporundties « idently weffectve team and work processes and|+ Develop and incorporate best practice  pedple)
. . |mspire and  encourage » Imeract and collaborate with people of diversa|s identify 10 taam and o rermedl & p pproaches and across the tools
Human capial Planning|peopla, respact diversgy, « Respect and support the diversa nature of others and ba|- Recognisa and reward effective and desired behaviour  [irsstution,
and development optmise talent and build - Aware of guidelines for emplnyu development, but ‘awars of the banefits of a dverse approach. - Prowde mentonng and guidance 1o others in order toj- Foster a culiure of discipline, responsibilty and
and nurture relatonships requiras support in i -] prre « Effectively delogate tasks empower and olhers L p ffs accowntabilty
in order 1o achiewe increase contribution and exscute rmcmns optimally « identify development and leaming needs within the team |- Understand the impact of diversty performance n and
inssitutional objectives - Apply relevan b i faidy actively incorporale a drversity strategy n the mumn
. consistently » Buid a environment conducive to sharing. innovaton, (- Develop and
Diversity Management + Facilitate tearn goal setting and problem solving. ethical bahavwow and professionaliam, appioaches o human Gﬂnlll development  and
- Effectivaly identify capacdy requirements o fulfil the|- Inspirs culture of a parformance excellence by gring|management
strategic mandate. positive and constructive feedback (o the leam + Actively idemidy irends and predict capacity requremants,
« Achieve agresmenl of consensus i adwersarial/io  facitate undied transtion and  performance|
efvionMants management.
Employes Relations| = Lead and unde dnersa t2ams across divisions 1o achieve
Management nstilutional obyecives
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ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

o
E BASIC COMPETENT ADVANCED SUPERKIR
LEADING COMPETENCIES DEFINITION E
H SCOREOF10R 2 3 4 5
Program and Project Abte 1o undersiand] 8% |- Initiate projects sfer approval from higher authoitties. . i brosd and|+ Manage multple programs and balance priontes|s Understand and conceplualise the long-temn implications|
Management program  and  projec) = Understand procedures of program  and  project) communicate the project status and key milesionss. conflicis and according o nsitutional goals. of desired project outcomes.
Program  and  Project managament management dology, e and « Define the roles and responsibiities of the project teamn|: Apply eff visk qws through|- Ditect a comprehensive strategic macro and micro
Planining and methodology. plan| imvolvement. . :ran.te and clarity around expectations balance. mpact 1t and resource requi 3 and scope piojects accordingly 1 realise
\mplementaton manage, moniter and + Undersiand the rational of projects relation 1o the in[= Find a between project deadline and the qualiy of{~ Moddy project scope budget when and required without |instiutional objectives.
1l spociic ¢ E 's ic objects deliverables compromising the fualty and obyectives of tha project|- Conasider and intiata projects that focus on achevement
w arder to deliver on se, - Documnant and communicale factors and risk d|- Identify appropriate project to facilitate the|involve top-level authonties snd relevert siskeholders in|of the leng-tarm objectives.
bjectives with own work. fleets P of the deli saeking project buy n. = Influence pecple postions of in authanty & mplemernt
« Use results and approaches of successiul project|- Comply with statuory requirements and apply policies |+ Identfy and apply Yy project of projects
implemantation as guide. & consistant manner. methodology Influence and motevate project team deliver (= Lead and divect transtation of palicy mto workable actions
- Monter progress and use of and L ptional resulis, plans.
Service Delivery| neoded adj lo timelines, =leps, and|+ Manitor poliey smpl and apply p d ta|- Enswes that programs are moritored to track progress
Management allocation. manage risks. and optmal resource ulilisation, and that adjustments sra|
made as needed
Program and  Project
Menitaring and
Evaluation
Flnancial Management Able to compile, plan and| 9% [+ Undesstand bask financial concepts and methods as|: Exhibkt knowledge of general financial concepts.| Take actve hip of pl g. budgeting, and|- Develop planming tols 10 assist i evaluating and|
manage budgats, comrol they ralata to insttutional processas and activibes. planning, budgeting, and forecastng and how they|forecast processes and prowdes credible anawers tolmontorng future expendituie Irends.
cash  flow,  insitike + Display awsrenass mto the various sources of financial|interrelate queries within own responsibility + Sot budget framaworks for the institution,
Budget Plannmg  and|fnanciat risk data, reporting mechanisms, fnancial gowvemance, | Assess, dentify and manage financial risks. * Prepare budgets thal ars aligned 1 the gic|+ Set L for the on
Executon managernert and proceasas and systams., + Assume a cost saving approach o fr | objectives of tha and other fnancial processes.
admmister  procuremant Und d the of hnancial il = Address plex budgeting and fmancial g Al+ Buidd and nurure p hips o improve fi
n -l d the i f asset 2onbol. + Prepare financial reports based on specified formats. cancems. management and achieve financial savings.
with financial » Consider and understand the financial implicatons of|= Put systams and in place to the|+ Actively enify and implement new methods 1o improve

Financial
Delivery

Stralegy and

Financial Reporung and
Dislvery

practices. Furher to|
ansure that all financial
transactions are
managed in an ethical
manner

decisons and suggestions.

+ Ensure that delegation and insiructions as required by|
National Treasury guidelines are reviewsd and updated

+ iderttify and implement proper moniloring and evaluation
praclices 10 ensura i ding agans! budget.

quality ard inegrity of financial managemen practices.

+ Adwsa on policies and proceduwres regarding asset,
control.

+ Promate Natonal Treasury's regulatory framework for
Financial Management

asset control.
+ Display professionalism in dealing with financial data and
Processes.
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ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

o
=
= BASIC COMPETENT ADVANCED SUPERIOR
LEADING COMPETENCIES DEFMNITION 5
g SCOREOF1QR2 3 4 L]
Change Lesdership Able to dwect and initata] 8% |- Displays an awareness of changa and ihe benefits ofj+ Performa analysis of the changs wnpact on social [~ Actively moniter change impact and resulls and convey|« Sponsor thangs sgents and create a network of change
matiutional i C iath pollical a i L progreas to relevant stakaholders. loasers who support the interventions.
Change Vision  and transformation  on  all * Idantify basie need for change. + Maintain calm and locus during change. - Secure buy-n and sponsorship for change indimtves. + Actively adapt current sinsciures and processes 1o
Strategy lewels in  order o + kdentify gaps botwoen the currant and desired smn - Abie o assist team members during change and keepi- Conlnumnly wvaluate changs strategy and design and the change i
successiully drve and Idnntdy | risk and 3 o them focused on delverables. new s 1 tha insttution's|+ Mentor and guide ieam members on the effecis of|
implement new ir i g w change hcwrs + Volunteer o lsad change slforts outside of own work|effectiveress. change, resistance factors and how t intagrata change.
and delivar p | + Partic in change 9! and piotng changa|team. + Bulld and nunuie relationships with vanous stakeholdaers|+ Moivate and inspice oftters around change intiatives.
and qualty services to the interventions. + Able o gain buyin and approwal for change from!io esiablish sirategic alfiance in faclitating change.
X eommuntty. + Undarstand the impact of changs an th A kehold -Taka the lead in impactful chango programs
Process  Desgn  and instilution within tha broader scope of local govemment. |+ kdentfy change readiness levels and assist in resslving |-B W change ir against best change
Improverment resisiance o change faciors.
+ Design change iterventions that are aligned with the - Understand the impact and psychology of change, and
institution’s strategic objectives and goals. pul remedial interventions in place to facitale effectvel
Change Impact + Tahe calculated rsk and seek new ileas from best
ctice  scenarios.  and  identify tamial  for
Montoring and :nmplamﬂl‘alhn. e
Evaluation
L hil Able to promate, diect| 9% |- Display a basic awarensss of risk, compliance and| Dlsplava thmough understanding of governance and risk |« Able 1o link nsk i into key * Dy a high level of commtment in complying
and apply| governance laciors but requine gus and di factors and implemenl plans to address and drivers idamify, snalyse and measure rish, crente walid | with g reqe Imp and
professionalism in| [ mplamenmg such requirements. m, risk forecasts. and map rsk prafies. mmplanca strategy to arsure achmmam of nstitutional
Folicy Formulation managing nsk  and + Und Wl the of govemment butl- Demanstrate understanding of the techniques and - Apply risk control and h within the legisl
compliance requirements, requires guidance on fosterng workable relatk ip for optimising risk taking decmions within the |prevent and reduce rizk that mpode on the achievement|- Able tc advse I..oul Government on risk managemant
betwean stakeholders. of institutonal objectves, strategies, best practice interventions and compliance

snd apply a thorough
o i of

2
and obligations. Further,

Risk and Compliance|able o dlred the
\ went L of]
relevant pnlnenas and
anhance cooperative
o ralaticnships

Coopstative Governance

+ Providae input into policy formulation.

+ Actively drive policy jormulation within the institution [o|
ansure the achievement of objectives.

+ D

a therough wr

g of risk

plans idertidy and mplamend comprehensive rsk|-

management systems and processes.
+ Implement and mondor the formulation of policies,

idontify and analyse constaints and challenges with|-

implementation and provide recommendations  for
Improvement.

Able to forge posidve relationships on cooperative
governance level to enhance the affectveness of local
‘government.

Able to shape. dicect and drive the formulatien of policies
on a macra level.

7
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ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

[v]
g BASIC COMPETENT ADVANCED SUPERIOR
CORE COMPETENCIES 5
E SCORE OF10R 2 3 4 5
Moral Competency Able to identfy moval tiggers.| 8% |- Realise the impact of acting with integrity, but|- Conduct self in alignment with the values of|- Identify. develop, and apply measures of seff|- Create an environment conducive of moral
apply moral reasoning  that requires  guidance and  development  in|Local Govenment and the institution, comection. practices.
promotes honesty and integrity implementing principles. « Able to openly admit own mistakes and|: Able 19 gain trust and respect through aligning]s Actively davelop and implement measures 10
and consistently display « Follow the basic rules and regulations of the and seek i from others|actions with commitments. combat fraud and cormuption.
behavigur that reflects moral institution. when unable lo deliver, + Make proposals and recommendations that are|- Set integnty standards and shared accouritability|
competence. + Able to identify basic meral siluations, but|+ Actively report fraudutent activity and commuption|transparent and gain the approval of relevant/measures across (he institution 10 support the
requires  guidance and  devefopment  in|within local govemment. objectives of local govemment.
understanding and reasoning with meral intent. « Understand and honour the confidential nature of|+ Present values, befiefs and ideas that are|- Take responsibility for own actions and
matters without seeking personal gain. congruent with the institution's rules andidecisions, even i the consequences are
« Able 10 deal with situations of conflict of intevest|regulations. unfavourable.
promplly and in the best interest of locel|+ Takes an active sltance against comuption and
government. dishonesty when noted.
+ Attively promote the value of the instilution to
intemnal and external stakeholders,
+ Able to work inn unity with a team and not seek
personal gain.
+ Apply universal moral pninciples consistently 1o
achieve moral decisions.
Planning and Organising |Able to plan, prionlise and 9% |- Able to follow basic plans and organise tasks|- Actively and appropriately organise infermation|+ Able to define institubonal objectives. develop <Focus on broad strategies and initiatives when
organise information and around set objectives. and resources required for a task, comprehensive plans, inlegrata and coordinate|developing plans and actions.

resources effectively to ensure
the quality of service delivery and
build efficiency contingency plans
o manage risk,

* Understand the process of planning and
organising bul requires guidance and development
in providing detailed 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

« Recognise the urgency and importance of 1asks.
+ Balance short and long-term plans and goal and
incorporate  into  the team’s  performance
objectives.

+ Schedule tasks to ensure they are performed
within budget and with efficient use of lime and
TesSOurces.

* Measures progress and monior performance
results

activities, and assign appropriale resources for
Successiul implementation |

+ ldentify in advance required stages and actions
10 complete tasks and projects.

+ Schedule listic limelines, objecti
milestones for tasks and projecs

= Produce clear, detailad and comprehensive plans
10 achieve institutional objectives,

+ |dentify possible risk factors and design and
imp % Approp ingency plans.

+ Adapt plans iny ight of changing irtumslances.

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

and

~Able o project and forecast short, medium and
long temn requiremants of the institution and local
govemment.

~Translate pehcy into relevant projects to facilitate
the achievement of institutional objectives.
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ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

4]
z
= BASIC COMPETENT ADVANCED SUPERIOR
CORE COMPETENRCIES &
E SCOREQF10R 2 3 4 5
E) Analysis and Innovation  [Able o cnlically  analyse| 8% [ Understand the basic operation of ysis, but(= Der logical problem solving techniques|« Coaches team members on analytical and|- Demonstrate complex analytical and problem
information,  challenges  and, lack detail and thoroughness. and approaches and provide rationale for[innovative approaches and techniques. solving approaches and techniques.
ends t¢ blish and imp + Able (o balance independent analysis with|recommendations. + Engage with approp indimduals in ysing|- Create an environment conducive to analytical
fact-based solutions that are requesting assistance from others. «  Demonstrate  objectivity,  insight  and|and resolving complex problesns. ang fact-based problem solving.
innovative to improve institutional » Recommend new ways to perform tasks within|theroughness when analysing problems. + Identity solubions. in vanous area in the institution. [+ Analyse. recommend solutions and moniler
processes in arder 1o achiave key| o function. « Able to break down complex problems inlo|+ Foamulate and implement new ideas throughout|trends in key challenges to prevent and manage)
strategic objectives, + Propose simple, dial inter that|m geable parts and identify solutions. the institution. occurence.
marginally challenge the stalus guo. « Consult internal and extemal stakeholders onl+ Able 10 gain approval and buy in for proposed|- Create an environment that fosters innovative
« Listen to the ideas and parspective of others and|opportunities lo improve processes and serwce|mterventions from relevant stakeholders. thinking and follows a leaming isati
explore opportunities to enhance Such innovatve|delivery. « Idenufy trends and best p in p h.
thinking. « Ciearly communicates the benefits of new|and service delivery and propese institutional{- Be a thought feader on innovative customer|
opportunities  and i i At o ication serice delivery. and process optimisation.
stakeholders. » Play an active role in shanng best practice
= Continuously identify opportunities 1o enhance {solutions and engage in national and intermational
internal processes. local govemment seminars and conferences.
« Identify and analyses opportunities conducive lo
innovation approaches and propose remedial
intervention,
10 Knowledge and Information [Able 10 promote the generation| 8% |+ Collect, categorise and track relevant information(- Jse appropriate information systems and[- Effectively predict huure information and|- Create and support & vision and culture where

Managerment

and sharing of knowledge and
information  through ~ vanous,
processes and media. in order lo
enhance the collective knowledge
base of local government.

required for specific tasks and projects.

+ Analyse and interpret information to draw
canclusions.

- Seek new sources of information to increase
knowledge base.

* Regularly share information and knowledge with

linternal stakeholders and team members.

technology to manage intuitional k and
information.

= Evaluate deta from vangus sources and use
informaticn effectively to influence decisions and
provide solutions.

+ Aclively create mechamisms and structures for
shanng of information

+ Use external and internal resources 10 ressarch
and provide relevant and cutting-sdge knowledge
lo enhance instilutional effectiveness and
efficiency

hr manag: 1 requirements  and
systems.
+ Develop standards and processes to meet future!

knowledge management needs.

team members are empowered lo seek. gain and
share knowledge.
» Establish partnerships across local government
to facititate knowledge managemant.

B Lach

+ Share and promote best practi g
management 8cross various institutions

O i " and monitoring)
systems for knowledge and sformation
management.

+ Create a culture conducive of leaming and

knowledge shanng
+ Hold regular knowledge and information sharing
sesslons lo elicit new ideas and share besi

practice approaches.

a mature app 1o k g
and information sharing with an abundance an
assistance approach,

« Recognise and exploit knowledge points in
interactipns  with  intemal  and  external
stakeholders.

B
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ACHIEVEMENT LEVELS AND INTERPRETATION OF RATING

L]
z
P BASIC COMPETENT ADVANCED SUPERIOR
CORE COMPETENCIES é
g
SCOREOF10DR2 3 4 5
" Communication Able 1o share information,| 8% [+ Demonstrale an  understanding  for|- Express ideas 1o individuals and groups in formal|+ Effectively communicate high risk and = Reg as 8 speci in negotiations and|
knewledge and ideas in a clear, communication levers and 1ools appropriate for the|and informal  seftings in an manner that is|matiers to relevant stakehotders. representing the institution
focused and concise manner audience, but requires guidance in wlilising such|interesung and molivating, + Develop a well defined communication sirategy. |+ Able 10 inspire and motivate others through
appropriate for the audience in tools. = Able 1o understand. tolerate and appreciate|- Balance political perspectives with institutional|positive communication that is impactful and
order lo effectively  convey, + Express ideas in a clear and focused manner,|diverse perspectives. attitudes and beliefs. needs when commenicating  viewpoints  on|redevant.
persuade and influence| but does not always take the needs of the| Adapt communication content and style to suit]complex issues, « Creates an environment conducive to transparent
stakeholders o achisve the audience into consideration the audience and facilitate optimal ir i Able 10 effeclively direct negotiations around|and productive communication and cribical and
desired cutcome. « [nsseminale and convay nformation and|transfer. [complax matters and amive at a wir-win Silvation| appreciati 18,
knowledge adequately, = Deliver content in a manner that gains suppert,jthat promotes Batho Pele principles + Able 10 coordinate negoliations at different levels
ifnent and  ag 1t from relevant[s Market and promote the institution to external|within local govemment and extemally.
stakeholders and seek to enhance a positive
+ Compile dear, focused, concise and well-|image of the institution.
structured writtén documents « Able to communicale with the media with high
levels of moral competence and discipline.
12 Results and Quality Focus [Able to maintain high quality] 8% [+ Understand quality of work but requires guidance|+ Fogus on high priority actions and does not|(= Consistently verify own standards and outcomes|- Coach and guide others to exceed quality
stangards, focus on achieving in attending to important matters. become distracted by lower-priority activities. to ensure quality output. standards and results.
results  and objectives  while + Show a basic commilment to achieving the|- Display firm commitment and pride in achiewing|+ Focus on the end result and avoids being|- Develop challenging. client-focused goals and
consistently  striving to excesd correct results. the comect resulls. distracted. sets high standards for personal performance.
p i and  er g « Produce the minimum leved of results required in|+ Set quality dards and design p and(« Derm a detenningd and committed]: Commit to exceed the results and quality
others to meet quality standards, the role. tasks arcund achieving set standards. approach 10 achieving results and qualityfstandards, monitor own performance  and
Further. to activety moniter and » Produce putcomes that is of a good standard. + Produce output of high quality. stangdards. implement remedial interventions when required.
measure resulls  and  quality| + Focus on the quantity of output but requires| Able to balance the quantity and quality of results|= Follow task and projects through to completion.  f+ Work with team 1o set ambitious and challenging
against identfied objectives. development in incorporating the quality of work.  [in order to achieve objectives. + Set challenging goals and objectives to self andfteam goals, communicating long- and short term
+ Preduce quality work in general circumstances. - Monitors progress, quality of work. and use of{leam and display commi M ®  achieving i
but fails to meet expectation when under pressure, [resources; provide status updates, and make|expectations. + Take approp nshs 1o lish goals,
adjustments as needed + Maintain 3 focus on quality outputs when placed|+ Overcome setbacks and adjust action plans 1o
under pressure Establishing institutional systems|realise goals.
for managing and igni work, defining|+ Focus people on critical activibes thal yield a high
responsibilities. king MONitening mp
measurning success, evaluating and valuing the
work of the institution,
TOTAL PERCENTAGE 100%
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SECTION C2; MUNICIPAL COMPETENCY LEVEL (SEMIOR MANAGERS OF MUNICIPALITIES)

C2.4 Genaral compatency levels for sanior managers-

1) A senior manager of & municipslity must ganersily have e skils, Lperence and capatily 16 s3sume and Tulfil the 1e3ponDEites 8 axarCise the functons Sid Dwe!s 8339rbd o taims of tha ACLED thAL S Manager.

[2) A sanior manager must note Lhal any fadurs to comply with any financial ias, functions and powers to that sanior manager may conattula financial misconducl.

©2.2, Minimum competesncy levels for senior managers:

A sanior manager of & municipally musi comply wilh the minimum compelancy tevela required for higher L2 work related . core mansgerial and ias and be in the unil,

standards prescnbed for financial and supply CRaIN MEREGeMANR COMPMINCY AraA3 &Y 34l Oul Delow -

MINIMUM COMPETENCY LEVELS FOR SENIOR MANAQERS

|Deseription All municipalities with annual budgat of a valus equal to or above RS00 million

Highar Education Qualificstion AL laast NQF Lovel T in s fisld relavani (o the $anior managemsnt posdian

Work-Related Experlence Minimum of 7 ysars a1 senior and middie managemaent leval, of which sl 1east 2 yaars musi be al 3anior MANRAZEMENT kvl

Care M. 1t and ;

As lhe 2014
Compatenties e e ¢ )
Required Minimwmn Competency Level in Unit Standards

Financist and Supply Chaln

mansgamaent Compatency Aress:
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SECTION D: ASSESSMENT RATING CALCULATOR

NELSON MANDELA BAY MUNICIPALITY

-

Name: TABISO MFEYA
Cycle: 20:25/2G FINANCIAL YEAR
Key Performance
Area Wigight Raling Score [+ | ‘Welght Rating Score
1 57% 0 1 9% i}
2 4% 4] 2 8% 4]
3 2% 0 3 8% 0
4 B% 0 4 9% 0
5 4% 0 5 8% 0
6 a% o
7 8% o
8 9% 1]
9 8% 0
10 8% 0
1 5% 0
12 8% 0
100% 0 100% 0
KPA weight 80% Competency Weight 20%
KPA SCORE 0% COMPETENCY SCORE 0%
FINAL SCORE 0%
Q
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{a) Performance Calculations and Ratings

Al the end of each performanice review cycle, the employee will be assessed in terms of the required largets reflected on his / her i i plan. The foliowing el arg
essential in determining performance levels:

(b) Performance Weighting

Weightings allow emphasis 1o be placed on KPAs and key objectives that carry more importance and/or take more ime. Every KPA in the performance agreement or plan must be assigned a
weighting. The total of the weighlings on each of the twe 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 objeclives with the highest strategic imporiance, and o reward outstanding performance accordingly.
{c} Performance Rallng

The rating can be defined as the level of achievemenl of the targats set for a specific key performance area. The Nelson Mandela Bay Municipality uses the five-poimt system for raling
performance, as contained in the perfarmance agreement {see Clause 7.5).

{d} Score

The score represents the product of the average rales of all the targets for each key performance indicator, and the weight for the respective key performance area; e.g if ihe average rate is 3
and the weightling 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 weighled scores for all the key performance areas and competency requirements for a specific position. Therefore by adding all the weighted scofes, one anivas
at a figure representing the total weighted score.




SECTION E: PERSONAL DEVELOPMENT / TRAINING PLAN

ACTUAL COURSE
3 DATE
e TYPE OF —
o INTERVENTION w
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RPLI trade test)
Executive Tabiso Mfeya g 1
Director: Human 2
Settlements & 7
=
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SECTION F: SIGNATURE

I, Tabiso Mfeya. appoinled to the position of Executive Director: Human Settlements of Nelson Mandela Bay Municipality for the 2025/26
financial year, herawith accept full responsibility and accountability for the deliverables assigned to me in this contract during the period
in which | assume the appointment

This serves to confirm that this document is a true refiection of the deliberations held between Acting City Manager and myself on the
required performance standards and tme-lines reflected in this contract in relation to the position of Executive Director: Human
Seltlernents.

This further serves to confirm that | will set out to achieve the competencies as prescribed in the Local Governmenl: 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 employmenl terminates, for any reason.

Thus done and gigned at PORT ELIZABETH on

EXECUTIVE DIRE A: HUMAN SETTLEMENTS

TABISO MFEY, paTE 3 \ bw\ 22028

AS WITNESSES:

./
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