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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

Midvaal Local Municipality

herein represented by the Executive Mayor (herein after referred to as the Employer or

Supervisor)
and q/&\
L : . NS
Employee of the Municipality of Midvaal (hereinafter referred to as the Er%@yee)
P
WHEREBY IT IS AGREED AS FOLLOWS: \@6
&b
,1/'\
1. INTRODUCTION >
)
%\Q

1.1.

1.2.

1.3.

1.4.

The Employer has entered into a contsé&'of employment with the Employee in
terms of section 57(1)(a) of the Logql(éovernment: Municipal Systems Act 32 of

2000 (“the Systems Act’). T%Qﬁmployer and the Employee are hereinafter
” %

Q@
R\
$)

Section 57 (1) (b)GD\?I(:e Systems Act, read with the Contract of Employment
concluded bet@n the parties, requires the parties to conclude an annual
performangeb?greement.

Q

S
N2, : .
Th rties wish to ensure that they are clear about the goals to be achieved,

referred to as “the Parties

@% secure the commitment of the Employee to a set of outcomes that will

\
O secure local government policy goals.

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

2. PURPOSE OF THIS AGREEMENT
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The purpose of this Agreement is to —

2.1. comply with the provisions of Section 57 (1)(b), (4A), (4B) and (5) of the Sys-

tems Act as well as the Contract of Employment entered into between the

parties;

2.2. specify objectives and targets established for the Employee and to communi-
cate to the Employee the Employer’s expectations of the Employee’s perfor-
mance expectations and accountabilities; Qq,'\

R
O
2.3. specify accountabilities as set out in the Performance Plan &m%exure A);
Vv
S
2.4. monitor and measure performance against set targega”outputs;
N
N

2.5. use the Performance Agreement and P%@Q’mance Plan as the basis for
assessing the suitability of the Employ%q@)r permanent employment and/or to

assess whether the Employee hasqﬂét the performance expectations appli-

cable to his/her job; \OQ
N
N
%O
<
2.6. give effect to the Emplc\z%r’s commitment to a performance-orientated rela-
O
tionship with the Em ee in attaining equitable and improved service delivery.
O
)
3. COMMENCEMENT AN® DURATION
>
o

Q
3.1 This @ement will commence on the 1 July 2020 and will remain in force until

3&(&une 2021 where-after a new Performance Agreement, Performance Plan
Oi%%d Personal Development Plan shall be concluded between the parties for the

next financial year or any portion thereof.

3.2 The parties will review the provisions of this Agreement during June each year.
The parties will conclude a new Performance Agreement and Performance Plan
that replaces this Agreement at least once a year by not later than the begin-

ning of each successive financial year.
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3.3 This Agreement will terminate on the termination of the Employee’s contract of

employment for any reason.

3.4 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.

3.5 If at any time during the validity of this Agreement the work environment alters
(whether as a result of government or council decisions or otherwise) to the

extent that the contents of this Agreement are no longer appropri%p'} the con-

tents shall immediately be revised. &‘],
W
%)
4. PERFORMANCE OBJECTIVES 6(1/
xQ
&b
4.1 The Performance Plan (Annexure A) as sets oubcl,\
b@'
Q
4.1.1 the performance objectives ang&rgets that must be met by the Em-
ployee; and Qq’
o)

N
)
4.1.2 the time frames withgPWhich those performance objectives and targets

<
must be met. .\Q‘
o
Q(\
)
4.2 The performancngBjectives and targets reflected in Annexure A are set by the
Employer in @@ consultation with the Employee and based on the Integrated
> .
Developnéé‘nt Plan and the Budget of the Employer, and shall include key ob-
jectivgﬁﬁey performance indicators; target dates and weightings.
>
A
4.3 O&‘%e key objectives describe the main tasks that need to be done. The key per-
formance indicators provide the details of the evidence that must be provided to
show that a key objective has been achieved. The target dates describe the
timeframe in which the work must be achieved. The weightings show the rela-

tive importance of the key objectives to each other.
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4.4 The Employee’s performance will, in addition, be measured in terms of contri-
butions to the goals and strategies set out in the Employer’s Integrated Deve-
lopment Plan.

5. PERFORMANCE MANAGEMENT SYSTEM

5.1 The Employee agrees to participate in the performance management system
that the Employer adopts or introduces for the Employer, management and mu-
nicipal staff of the Employer. Qq,'\

N
O
5.2 The Employee accepts that the purpose of the performangg nagement sys-

tem will be to provide a comprehensive system with spggﬂfc performance stan-
dards to assist the Employer, management and mur@al staff to perform to the
standards required. Q‘l,\
b@'
Q
5.3 The Employer will consult the Employ%efﬁ\bout the specific performance stan-

dards that will be included in the p(rj%rmance management system as appli-

cable to the Employee. §O°
%O\
<
6. The Employee agrees to parti&@éte in the performance management and develop-

ment system that the Em%@er adopts.

&O

)

6.1 The Employe,ngdertakes to actively focus towards the promotion and imple-
mentatio%&)?the KPA’s (including special projects relevant to the employee’s
respoﬁilities) within local government framework.

>
A

G.bﬁ‘%e criteria upon which the performance of the Employee shall be assessed

shall consist of two components, both of which shall be contained in the Per-

formance Agreement.
6.2.1 The Employee must be assessed against both components, with a

weighting of 80:20 allocated to the Key Performance Areas (KPA'’s)

and the Core Managerial Competencies (CMC’s) respectively.
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6.2.2 Each area of assessment will be weighted and will contribute a specific

part to the total score.

6.2.3 KPA’s covering the main areas of work will account for 80 % and

CMC’s will account for 20 % of the final assessment.

6.3 The Employee’s assessment will be based on his/her performance in terms of

the outputs / outcomes (performance indicators) identified as per attached Per-

formance Plan (Annexure A), which are linked to the KPA’s, and \&dl,'};onstitute

80 % of the overall assessment result as per the weightings ag{ggd to between

the Employer and Employee.

W

Ui

&L

KEY PERFORMANCE AREAS (KPA’S{&O

WEIGHTING

: QN
KPA 1: Good Governance & Public Parnom@&

: )
KPA 2: Safety & Environment \Q

KPA 3: Social & Community Develofp@élﬁt
\)
KPA 4: Institutional Transforma;igq

O
KPA 5: Financial Sustainabilws\'

KPA 6: Physical InfrastrlQ&?e & Energy Efficiency

. N
KPA 7: Services & Cg@)mer Care
AN

—
KPA 8: Economi¢Srowth & Development

@\
%Q

Total

100 %

06(0
S
2N

6.4 TQ@\CMC’S will make up to the other 20 % of the Employee’s assessment

{@ore. CMC'’s that are deemed to be most critical for the Employee’s specific

job should be selected (V) from the list below as agreed to between the

Employer and Employee:
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CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES (CCR)

CORE MANAGERIAL COMPETENCIES (CMC) \ WEIGHT
e Impact & Influence
1 Strategic e Institutional Performance
' rateg Management
Direction & e Strategic Planning &
Leadership rategic Planning
Management
e Organisational Awareness
¢ Human Capital Planning &
Development
Diversity Management
2. People * . N
Management e Employee Relations Qq’
Management q/
e Negotiation & Dispute K%
Management <Q
e Program & Project Planning & cb‘
3. Program & Implementation éQ/
Project e Service Delivery Managemen\@ f Compulsory
Management e Program & Project Momtoe@;
& Evaluation aN
e Budget Planning & ution
4. Financial e Financial Strateg elivery
Management ¢ Financial Repo@)% &
Monitoring )
e Change n & Strategy
5. Change * procesCbsign &
Leadershi o
P e CR®Mge Impact Monitoring &
aluation
Q:_@”Policy Formulation
6. Governance . Risk & Compliance
Leadership 4.\C)\ Management
RN o Co-operative Governance
CORE(&CUPATIONAL COMPETENCIES
7. Moral C%&etence
8. Pla@ng & Organising
@Qralyss & Innovation
A
. §¢ Knowledge & Information Management
P2
O 11.  Communication
12.  Results & Quality Focus
Total percentage 100 %
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7. EVALUATING PERFORMANCE

7.1

7.2

7.3

7.4

7.5

The Performance Plan (Annexure A) to this Agreement sets out:

7.1.1 the standards and procedures for evaluating the Employee’s perfor-

mance; and

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

Despite the establishment of agreed intervals for evaluation, the E@‘g’byer may
in addition review the Employee’s performance at any stage wj\@@’the contract
of employment remains in force. Cb?g
Vv
S

Personal growth and development needs identifieg&iuring any performance
review discussion must be documented in a Per@h\al Development Plan as well
as the actions agreed to and implementa@%ust take place within set time
frames. O

SV

v

The Employee’s performance V\Q@%easured in terms of contributions to the

O
goals and strategies set outjoa}%e Employer’s IDP.

§2~
The annual performaoq§é appraisal will involve:
O
%)
7.5.1. Asseg&nent of the achievement of results as outlined in the perfor-
v
r%énce plan:
)

=)
. \(\’} (@) Each KPA should be assessed according to the extent to which

Oi\o" the specified standards or performance indicators have been met

and with due regard to ad hoc tasks that had to be performed
under the KPA.

(b) An indicative rating on the five-point scale should be provided for
each KPA.
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7.5.2

7.5.3

(c) The applicable assessment rating calculator (refer to paragraph
7.5.3. below) must then be used to add the scores and calculate a

final KPA score.

Assessment of the CMC'’s

(@) Each CMC should be assessed according to the extent to which

the specified standards have been met.

N
N
(b)  An indicative rating on the five-point scale sho&@’be provided
for each CMC. ?Q
6(1'

)
(c) The applicable assessment rating ca&@Iator (refer to paragraph
7.5.1) must then be used to addéﬂ,e scores and calculate a final

CMC score. b{l’
©
©
SV
Overall rating Qq’
N\
\\0
An overall rating is %é‘culated by using the applicable assessmentra-

ting calculator. S\ﬁ%‘h overall rating represents the outcome of the per-

formance apoQ@lsal

&
7.6 The assessmeg)fQ)f the performance of the Employee will be based on the follo-
wing ratlnggaale for KPA’s and CMCs:

)
N
o0

)

)‘t%vel

/\

) o Rating
Terminology Description

Performance far exceeds the standard
expected of an employee at this level.
The appraisal indicates that the Employee
has achieved above fully effective results
against all performance criteria and indi-
cators as specified in the PA and Perfor-
mance Plan and maintained this in all
areas of responsibility throughout the
year.

Outstanding
performance
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Performance is significantly higher than
the standard expected in the job. The
appraisal indicates that the Employee has
achieved above fully effective results
against more than half of the performance
criteria and indicators and fully achieved
all others throughout the year.

Performance
significantly
above
expectations

Performance fully meets the standards
expected in all areas of the job. The ap-
praisal indicates that the Employee has
fully achieved effective results against all
significant performance criteria and indi- N
cators as specified in the PA and Perfor- Qq’
mance Plan. .\q/

Fully effective

Performance is below the standard requi- (19
red for the job in key areas. Performance é>
meets some of the standards expecte
Not fully the job. The review/assessment indicQes
effective that the employee has achieved hq{fbw
fully effective results against  fhan
half the key performance crit;ﬁ’and in-
dicators as specified in tl%\w and Perfor-

mance Plan.
Ao

UV
Performance ¢ not meet the standard
expected for Job. The review/assess-
ment indicates that the employee has
achiev, low fully effective results
agaj% Imost all of the performance cri-
teri@)gnd indicators as specified in the PA
Performance Plan. The Employee
,Q]as failed to demonstrate the commitment
or ability to bring performance up to the
QQ’ level expected in the job despite manage-
(b% ment efforts to encourage improvement.

Unacceptable
performance

Q@

7.7 For r\ua%ses of evaluating the performance of the Municipal Manager, an

eyallation panel constituted by the following persons will be established —

o
7.7.1
7.7.2

7.7.3
7.7.4
7.7.5

Executive Mayor;

Chairperson or delegated member of the Performance & Audit
Committee;

At least one member of the Mayoral Committee (MMC);

Mayor and/or Municipal Manager from another Municipality; and

One ward committee member as nominated by the Executive Mayor.
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8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1

8.2

8.3

8.4

8.5

8.6

8.7

The performance of each Employee in relation to his/her performance agreement
shall be reviewed on the following dates with the understanding that reviews in
the first and third quarter may be verbal if performance is satisfactory:

N
N
First quarter : July - September &q’
Second quarter ; October — December ?Q
Third quarter : January — March
Fourth quarter : April - June 6(1/
xQ
>
The Employer shall keep a record of the mid-year {.ﬁ\uew and annual assessment
meetings.
9 Qb@/
©
Performance feedback shall be basedami?he Employer’s assessment of the Em-
ployee’s performance. . 00
Ny

The Employer will be entltIeQ.?g)rewew and make reasonable changes to the pro-
visions of Annexure “A” {a@n time to time for operational reasons. The Employee
will be fully consulteq)@efore any such change is made.

Qé
The Employgfbmay amend the provisions of Annexure “A” whenever the perfor-
mance @agement system is adopted, implemented and/or amended as the

case@%y be. In that case the Employee will be fully consulted before any such

Q@ge is made.

With reference to Section 3.6 of the Employment Contract entered into with the
Employee, the particulars of Section 8 and 32 of the Local Government: Munici-
pal Performance Regulations for Municipal Managers and Managers directly ac-

countable to Municipal Managers, 2006, will be applicable as follows:
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“32. (1) The evaluation of the employee’s performance will form the basis for re-

()

warding outstanding performance or correcting unacceptable performance.

A performance bonus ranging from 5% to 14% of the all-inclusive remune-
ration package may be paid to an employee in recognition of outstanding
performance. In determining the performance bonus the relevant percen-
tage is based on the overall rating, calculated by using the applicable
assessment calculator; provided that:

N
(a) a score of 130% to 149% is awarded a performance @us ranging

from 5% to 9%; and {%
W
. % |
(b) a score of 150% and above is awarded a pegafmance bonus ranging
from 10% to 14%.” &5@
N
N
9. DEVELOPMENTAL REQUIREMENTS b@’
%\Q
SV
The Personal Development Plan (PDP) for a@@ressing developmental gaps is attached
N
as Annexure B. ;\\o
N
%O
<
&
N
10.OBLIGATIONS OF THE EMP ER

OO

N
10.1 The Employer S%IQ% -

O

o

Q
10.1.1 é\é\eate an enabling environment to facilitate effective performance by the

&

employee;

Provide access to skills development and capacity building opportunities;

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

the Employee;
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10.1.4 On the request of the Employee delegate such powers reasonably re-
quired by the Employee to enable him/her to meet the performance ob-
jectives and targets established in terms of this Agreement; and

10.1.5 Make available to the Employee such resources as the Employee may
reasonably require from time to time to assist him/her to meet the perfor-
mance objectives and targets established in terms of this Agreement.

4%
AP
\\
?Q

11.1 The Employer agrees to consult the Employee timeously @iﬂére the exercising of

11.CONSULTATION

the powers will have amongst others - Gfb
Q‘L
11.1.1 A direct effect on the performance %&g(y of the Employee’s functions;
<0"1/
11.1.2 Commit the Employee to @Bﬂement or to give effect to a decision
made by the Employer;\@\

N
c)O
11.1.3 A substantial flna\%lal effect on the Employer.

Q(\

11.2 The Employer agrggé to inform the Employee of the outcome of any decisions
taken pursuan[,.ol‘a the exercise of powers contemplated in 11.1 as soon as is
practlcableéi}(gnable the Employee to take any necessary action without delay.

S
12. MANAGE@@NT OF EVALUATION OUTCOMES
O&\Q’
12.1 The evaluation of the Employee’s performance will form the basis for evaluating

performance or correcting unacceptable performance.

12.2 The Employee’s performance will be evaluated on the basis as provided for in the
Municipal Performance Regulations. The attainment of a total aggregated score
of 100% in terms hereof is equated to the notion of fully effective or a score of 3

out of 5 as per Council’s relevant policy and e-Perform PMS. An aggregated
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score of 100% or 3 out of 5 or fully effective over the 5 year contract period of the
Employee, forms the basis of the renewal provision in clause 17 of the

Employee’s Employment Contract.
12.3 In the case of unacceptable performance, the Employer shall

12.3.1 Provide systematic remedial or developmental support to assist the Em-
ployee to improve his/her performance; and
S
12.3.2 After appropriate performance counselling and having Q@Qﬂded the ne-
cessary guidance and/or support as well as reas&&a%le time for im-
provement in performance, the Employer may ag%hsider steps to ter-
minate the contract of employment of the En@%ee on grounds of unfit-

ness or incapacity to carry out his/her du@'.\

Q&
N
13. DISPUTE RESOLUTION ©

oV

v
13.1 Any disputes about the nature ,gbothe Employee’s performance agreement,
whether it relates to key respoaﬁﬁlities, priorities, methods of assessment and/or
any other matter provided.f\éz,'shall be mediated by —
Sy
13.1.1 The MEQQdOrIocaI government in the province within thirty (30) days of

receing)f a formal dispute from the Employee; or

G(b

Q
13.1.2 ‘:O\QQAny other person appointed by the MEC.
&
N
13.2 dq\%e event that the mediation process contemplated above fails, clause 19.3 of

the Contract of Employment shall apply.
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14. GENERAL

14.1 The contents of this agreement and the outcome of any review conducted in

terms of Annexure “A” may be made available to the public by the Employer.

14.2 Nothing in this agreement diminishes the obligations, duties or accountabilities of
the Employee in terms of his/her contract of employment, or the effects of exis-

ting or new regulations, circulars, policies, directives or other instrum .

{\q,
Thus done and signed at Meyerton on this day of - ?Q 2021
P
06
>
AS WITNESSES: ,\6
Q‘lx
b@'
1 Q
(o\
<0"1/
Oq, MUNICIPAL MANAGER
2. o
N
N
%O
(%2
AS WITNESSES: ‘\Q~
&
o‘\"(\
1 RS
&
2 EXECUTIVE MAYOR
2. ab
QO
go@
>
S
S
o~
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PERFORMANCE PLAN N

Entered into by and between o
bq’

xQ
EXECUTIVE MAYOR , &°

[“the Employ&&@?

Annexure A



Purpose

The performance plan defines the Council’s expectations of the Municipal Manager’'s performance agreement to which this
document is attached and Section 57 (5) of the Municipal Systems Act, which provides that pagformance objectives and
targets must be based on the key performance indicators as set in the Municipality’s Integr@d Development Plan (IDP)

and as reviewed annually. .&
- W
Key responsibilities (19
The following objectives of Midvaal Local Municipality will inform Municipal Mas@gers performance against set
performance indicators:
‘1,\

2.1 Reducing poverty through growth and jobs; b{l,g
2.2  Ensuring clean and transparent government; %\Q
2.3  Ensuring efficient and effective government; (0"1/
2.4  Planning and regulating for growth; OQ/
2.5  Building and maintaining infrastructure; Q
2.6  Making government accessible; \\:;\\O
2.7  Building strategic partnerships; o\
2.8  Using recourse sustainability; Q_Qc’
2.9  Building human settlements; N\
2.10 Fighting crime; and 0(\0
2.11 Delivering services for all. OO

N
Key Performance Areas %Qe

>
The following Key Performance A&s (KPAs) as outlined in the Local Government: Municipal Planning and Performance
Management Regulations (208\ inform the strategic objectives listed in the table below:

3.1 Municipal Transfo @@tion and Organizational Development.
3.2 Infrastructure I& opment and Service Delivery.

3.3 Local Econo Development.

3.4 Municipal Financial Viability and Management.

3.5 Good Governance and Public Participation.



Midvaal Local Municipality’s Key Performance Areas (KPA’s) as defined in the Integrated Development Plan

(IDP):

1.

KPA 1:

KPA 2:

KPA 3:

KPA 4:

KPA 5:

KPA 6:

KPA 7:

KPA 8:

Good Governance & Public Participation

N
To promote increased participation and improved communication with all key internal@qd external stakeholders.

Q

Safety & Environment QYQ
To create a sustainable environment safe from harm. \Qb

. . >
Social & Community Development ‘1,\6
To create an environment focused on uplifting the youth, t or and the most vulnerable.

-, | N
Institutional Transformation q/@

\o!
To transform and align the people, processes an@.s!ystems of the municipality to achieve its objectives.
. . . . WO
Financial Sustainability \\\}\
| - < o | |

To improve the financial sustamablllQ_@hd capacity of the municipality, whilst adhering to statutory requirements.

NS
N
Physical Infrastructure @@nergy Efficiency

O
To ensure efficient infraset){&fure and energy supply that will improve the quality of life of the community.
Services and C,gst%mer Care

To deliver in(&(&/e and excellent services to the community

2
ECOI’]O&IC Growth & Development
&
Tga%itate sustainable economic empowerment for all communities within Midvaal and through the development of
partnerships and innovation



NO OF INDICA-
TORS PER
DEPARTMENT

RESPONSIBLE
DEPARTMENT

DESCRIPTION

KFA
DESCRIPTION

KEY PERFORMANCE
INDICATOR (KPI)
2020/2021

DEFINITION

(1) Council Related Events, approved
per Year Planner executed = Year
Planner approved by Mayoral
Committee (Mayoral Committee
Resolution) (2) Evidence of execution
of event planned

OBJECTIVE OF

INDICATOR

Council hosts events as a
medium to enhance a positive
relationship/partnering with
external stakeholders and
portray a positive image of
Council (Planning & Execution)

(1) Report submitted to Mayoral
Committee to reflect (1.1) Type of
meeting (1.2) Purpose of the Meeting
(1.3) Department (1.4) Delegate
attended. (2) Report submitted into
reporting cycle within one month after
the end of the quarter. (3) Proof of
submission into reporting cycle =

signature and date received by (.
Committees

IGR Fora Report

10 of the IG (Policy
pro |tem
C987! ated 31 Oct
2013) g opportunity for

share information
etworking. Promoting
nyer-governmental relations

N
xS
>

10t ¥g day, monthly

&

ICT Service Des&rt verified and
signed off by g ector: ICT, by the

To establish mechanisms to
monitor performance of ICT

staff

Legal & Property Action Register
reflecting turn-around time to be
within 4 working days (as per court
rules, i.e. first day out and last day in,
excluding weekends and public
holidays) = Date of Receipt vs date of
action/decision (determination of legal
process to be followed)

Good Governance
1 CORP | KPI018 | KPA1 & Public KFA 02 Stakeholder
- Participation
Participation
Good Governance Inter-governmental
2 CORP | KPI019 | KPA1 & Public KFA 03 gover
S Relations
Participation
3 CORP | KPI021 | KPA4 Institutional KFA 11 Systems &
Transformation Technology
2 CORP KPI023 | KPA4 Insmutmngl KFA 12 Policies, Processes &
Transformation Procedures
.
O
D
5 CORP | KPI024  KPA4 Insmutmngl KFA 10 Performance
Transformation Management

To ensure timeous response to
legal claims / actions and/or
summonses served on Council
to minimise delays and avoid
punitive orders due to non-
attendance of legal actions

(1) Report considered by Council
within 30 days after the end of each

quarter (Council Resolution) (2)

Assessment and Analysis Report
received from the Gauteng Department

of Co-operative Governance &
Traditional Affairs (COGTA) on the
Quarterly Performance Report

To comply with the
requirements of Section 52(d)

of the MFMA

2017 - 2022

SERVICE DELIVERY & BUDGET

SEARA IMPLEMENTATION PLAN - 2020/2021

2020/2021

2021/2022

0 0 0
1 i i
85% 85% 85%
4 4 4
1 1 1



Good Governance

Survey report to reflect: (1) The5
most common complaints (2) The 5
most common affected areas (3) %

To monitor customer
satisfaction and ensure
dback on public complaints

received via the outsourced
Complaints Hotline

To monitor compliance to
Section 75 of the MFMA in
order to create community
awareness, transparency and
consistency

To monitor and report on the
functioning of Ward
Committees and also to
monitor attendance by Ward

Committee Members b‘

The ratio is used to assess the
Municipality's ability to pay
back its short-term liabilities
(debt and payables) with its

short-term assets (cash,
inventory and receivables).
The target 1.5 : 1 means, that
the Municipality must have at
least current assets equalling
the current liabilities

Sustainability

CORP | KPI025 | KPA1 & Public KFA 04 Communications . .
Participation Level of satisfaction per department
P (4) Report e-mailed to all stakeholders
by the 15th working day, quarterly
(1) Website updated within 5 working
days after date of the Council
Good Governance Resolution. (2) Monthly Section 75
CORP KPI026 | KPA1 & Public KFA 04 Communications " y .
Participation MFMA compliance checklist signed-off
p by Deputy Municipal Manager within 5
working days, after end of each month
Good Governance Governance Meetings arranged according to
CORP | KPI027 | KPA1 & Public KFA 01 S H o
S Structures Council approved Annual Year Planner
Participation
FIN | KPI0OO7 | KPAS Financial KFA 13 | Financial Management
Sustainability
Financial Current As; &urrent Liabilities (as
FIN KPI 008 | KPAS S KFA 13 | Financial Management pert ment of Financial
Sustainability
) annually reported
The objective is to monitor the
addressing of audit findings raised by
Financial the Auditor-General in the opinion
MM KPI009 | KPAS5 Sustainabilit KFA 13 | Financial Management expressed on the Annual Financial
Y Statements (AFS), Predetermined
Objectives (PDOs) and Compliance to
relevant Laws & Regulations
.\Q
o
FIN | KPI010 | KPAS Financial KFA 13 Finmt@%mem

Auditor-General opinion
expressed on Annual Financial
Statements (AFS), Pre-
determined Objectives (PDOs)
and Compliance must be
financially unqualified

Unqualified

100%
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FIN | KPIO11| KPAS Financial KFA 14 | Revenue Management
Sustainability

The ratio indicates the
collection rate, i.e. % level of

payments. It measures
increases or decreases in
debtors relative to annual
Actual amount collected (cash) / . A
( ) billed revenue. In addition, in

Financial KFA 14 | Revenue Management bill?;nonl:jnn:tl:lll::cflzziti:e Zﬁm:ideb(tp:vrrite order to determine the real
9 ¢y, offs) g any collection rate bad debts
written-off is taken into

consideration. The target is
93% meaning that at least 93%
of the amount billed in a month
must be collected in cash,

FIN KPI012 | KPAS Sustainability

FIN | KPI013 | KPAS Financial KFA 14 | Revenue Management
Sustainability

MM | KPIO14 | KPAS Financial KFA 15 Supply Chain
Sustainability Management
Expenditure to township
suppliers (procurement to
suppliers registered as
township supplier based on
rcentage calculated by dividing the ieiliceideqtialladdiess)
Financial Supply Chain total expenditure to township U (1 (OEMEEL S
MM KPI015 | KPAS5 . - KFA 15 . (all classes). Non-procurement
Sustainability Management suppliers by the total procurement R
. spent is then removed based
expenditure x 100 N
on the name of the supplier,
i.e. Eskom (bulk electricity),
Rand Water (bulk water) MLM
(petty cash) and any employee
r
Percentage of the value of the
Percentage calculated by dividing the ' annual procurement through
MM KPI016 | KPAS Fmr_:xncm.xl. KFA 15 Supply Chain total expenditure to youth supgllers by the formal bidding process that
Sustainability Management the total procurement expenditure x was awarded to businesses
N Q 100 with owners that are 35 years
. g\ of age or younger




11

FIN

KPI 017

KPA S Financial

Sustainability

KFA16 | Asset Management

DP

KPI 002

KPA 8

Economic Growth
& Development

KFA 26 Spatial & De\{elopment
Planning

DP

KPI 003

KPA S Economic Growth

& Development

KFA 26 Spatial & De\_/elopment
Planning

DP

KP1 005

KPA 8

Economic Growth
& Development

KFA 25 LED&

of the total Operating Budget
(exclusive of internal charges)

version of the budget, i.e.
either the originally approved

Repairs & Maintenance Budget as a % BUEIETES, G (o CHMSEiD

budget in the case of Council
approving an Adjustments
Budget, inclusive of the
approved virements that have
been approved and processed
in terms of the System of

el

ne Uperating Budgetis |
defined as the latest approved

(1) Percentage compliance to 30
calender day turn-around time, in

terms of the National Building
Regulations and Building Standards
Act of 1977, (Building Plan
applications exceeding 500 m? floor
area) (2) Date of app

ion received

To monitor and improve the
turn-around times for building
plan applications in order to

versus date considered (signature by
Assistant Director: Building Control)

ensure faster development qQ (’
the ground and to benefit té
y. To accelerat

economic devel

(1) Pe ge compliance to 8

sul d in terms of SPLUMA (2)
egally Compliant Application
eived versus Date Considered

Tribunal or signature of authorised
official)

h - applications, in order to ensure
ound time, applications PP

inutes of the Municipal Planning e (@ He YR E,

To monitor and to improve the
turn-around times for land use

faster development and to
benefit the economy. Also to
ensure new income revenue

SPLUMA dictates a turn-
around time of 14 months,
however MLM adopted a 8
month-turn-around time

Report to Department of Labour
approved by Mayoral Committee
(Mayoral C i R ion)

To ensure that Midvaal Local

(EPWP and any other jobs created,
excluding CWP). Report submitted
into reporting cycle by 20 Aug 2020
(Proof of receipt by Committee Clerk)
(2019/2020 = report)

growing the economy and
creation of jobs be realised.
The focus remains on Local
Economic Development (LED)

's vision of

100% within 8
months




Physical

Electricity & Energy

Loss electricity kW purchase/kW
accounted for due to loss

Percentage of electricity losses
not to exceed target annually

(1) Proof of submission of TVR Ill
Report inclusive of PPP Agreement, to
National Treasury by 30 Jun 2021 (2)
Acknowledgement of Receipt from
National Treasury

To ensure the implementation
in terms of procurement for the
proposed PPP mechanism for
Electricity function in Midvaal

Accumulative square meters of tar
roads resealed with (1) Fog-spray
and/or (2) Slurry Seal

Number of square meters of tar
roads rehabilitated and
resealed

>

5 ENG KPI030 | KPA 6 Infrastructure & KFA 17 e
L Efficiency
Energy Efficiency
Physical .
6 ENG | KPIO31| KPAG6 | Infrastructure& | KFA17 | Ciectricity &Energy
. Efficiency
Energy Efficiency
Physical
7 ENG | KPI032 | KPAG | Infrastructurea | KFA1g | R03ds & Storm-water
. Infrastructure
Energy Efficiency
Physical o
8 ENG | KPI033 | KPAG | Infrastructure& | KFA1g | 'Valer& Sanitation
. Infrastructure
Energy Efficiency
Physical o
9 ENG | KPI035 | KPAG | Infrastructure& | KFa1g | ‘Vater & Sanitation
. Infrastructure
Energy Efficiency
10 ENG | KPI036 | KPA7 Services & KFA22 | Water & Sanitation
Customer Care
Physical o
1 ENG | KPI037 | KPAG | Infrastructure& | KFA1g | '/aier & Sanitation
. Infrastructure
Energy Efficiency
12 ENG | KPI038 | KPA7 Services & KFA22 | Water & Sanitation
Customer Care
Physical
13 ENG KPI 039 | KPA6 Infrastructure & KFA 17
Energy Efficiency
14 ENG | KPI040 | KPAT7 Services & KFA 23 Electricity

Customer Care

kL water purchased divided by kL of
water accounted for

Number@& nal formal houses
ce| d to basic sanitation

ly Solar Billing Report)

Number of additional formal houses
connected to basic water (Monthly
Solar Billing Report)

Number of additional formal houses
connected to basic electricity (Monthly
Solar Billing Report)

To ensure by-law gRlofgement

to benefit Y puilt
nfigo ensure

ansparent

To increase the access to basic
sanitation to formal
households

To increase the access to basic
water to formal households

To increase the access to basic
electricity to formal
households

10 000 m*

o

o

o

o

o

o




Safety &

Agreement signed between Midvaal &
related service providers

To enhance security

Phase 4 - Completion Certificate
signed off by Consultant for Ablution
Facility & Combi-Courts

Development, construction and
completion of a multi-purpose
sport centre for the Lakeside
Community (Ward 6). Itis a4
phase project, namely: Phase
1 = Earth Works Completed,
Phase 2 = Fence and water
connection completed (R2.5
m), Phase 3 = Construction of
the Soccer Field (R3.9 m) and
Phase 4 = Ablution Facility &
Combi-Courts (R2.6 m)

Gender, Elderly, Youth or Disabled
Groups (GEYODI) implemented
according to approved Annual Year
Planner

GEYODI, Gender, Elderly,
Youth and Disabled Grou
programmes are focusgd o
awareness and edu, fc}s
the community. |

a platfori
interventio

O\

Early Childhood Development

Programme Monitoring Tool (MRR)('

signed off by the Executive Dire H
Community Services (Certific

signed off by the Executive tor:
Community Serv'w@

W

©
E dhood Development
630 res are inspected to

nitor child development
P milestones and growth.
Outcomes of the Assessment
Reports are signed off by the
Executive Director:
Community Services

5 COMM | KPI043 | KPA?2 i KFAO5 | Safety & Security
Environment
soone e
15 ENG | KPI044 | KPA3 Community KFA 07 rogrammes =
Development Facilities, including
p Parks & Open Space
Social & . .
6 COMM | KPI046 | KPA3 Community KFA 0g | Libraries, Arts Culture
& Special Programmes
Development
Social & . .
7 COMM | KPI047 | KPA3 |  Community KFA og | Libraries, Arts Culture
& Special Programmes
Development
Social & . .
8 COMM | KPI048 | KPA3 Community KFA 0g | Libraries, Arts Culture
& Special Programmes
Development
9 comm | keroso | kpa7 Services & KFA 24 Cleansing & Waste
Customer Care Management
10 COMM | KPIO51 | KPA7 Services & KFA 24 C'eans”ﬂé hs‘e

Customer Care

ment

‘O

N
Sign gact per Day Mother, with
impl ng Non-Profit Organisation

Number of additional formal houses
serviced in terms of basic solid waste

points). Monthly Solar billing report

A programme has been
developed to assist with the
establishment of day mothers
and to encourage the signing
of a contract with a Non-Profit
Organisation

Expansion of access to the
basic level of solid waste
removal in line with the

City, Eye of Africa and any
other possible developments




Reviewed Disaster Management Plan

The purpose is the compilation
of a Disaster Management Plan
complying with the Disaster
Management Act, Act 57 of
2002, Section 48. Disaster Risk
Management is defined as a

and integrated
multi-sectorial and multi-
disciplinary process of
planning and implementation
of measures aimed at disaster
prevent, mitigation,
preparedness, response,
recovery and rehabilitation

Midvaal Environmental Health
Section identified high risk
environmental contraveners via
compliance inspections.
Training is provided to the

identified Safety Officers, i
theoretical training, follow- %
inspections to monitothe

effectiveness of th nhg
and to ensure s| ility

Prevention of illegal
occupation of land, prompt
response will assist in saving
cost for legal fees and avoid
MLM from having to provide
alternative accommodation for
land invaders

Safety & . by ive Director: C
11 COMM | KPI054 & KPA2 : KFA f . .
Environment 05 Safety & Security Services, approved with IDP for forth-
coming year
Actions against the 3 identified high
Safety & . risk environmental contraveners, i.e.:
12 COMM | KPI056 = KPA2 : 9 -
Environment KFA 06 | Emergency Services (1) Inspection, (2) Follow-up audits
and (3) Compliance Inspections
13 CORP | KPI028 | KPA4 Institutional KFA Qg | _Muman Capital &
Transformation Skills Development
14 CORP | KPI020 | KPA4 Institutional KFA Qg | _Human Capital &
Transformation Skills Development
(1) Register = Calculation of average
per of complaints responded
to (Date complaint lodged through Call
. . Centre) versus date of responded (Site
8 DP | KPIO6L | KPAg | EconomicGrowth [ ., o | LED & Capacity Inspection Report signed off within 48
& Development Building H
hours = achievement of target) (2)
Verification (correctness of evidence)
signed off by Director by the 15th
working day, quarterly
Safety & . q
13 COMM | KPI065 | KPA2 KFA 05 Safety & Security Implementation of Software (Phase 2)

Environment

Phase 1 = Procurement of
Traffic Management Software,
Phase 2 = Implementation of
software

40%




DP | KPIO70 | KPAg | ECOMOMICGrOWth [y by og
& Development

Spatial & Development
Planning

Physical
Infrastructure &

KFA 20 Transfer Stations

Landfill Sites &

14 COMM | KPI074 KPAG6
Energy Efficiency
Physical
16 ENG | KPIO75 | KPAG | Infrastructure& | KFA1g | Roads & Storm-water
. Infrastructure
Energy Efficiency

Physical
Infrastructure &

KP1076 = KPA6
Energy Efficiency

15 COMM

KFA 20 Transfer Stations

Landfill Sites &

MM KPI079 | KPAS Economic Growth
& Development

KFA 26 Spatial & De\_/elopment
Planning

Economic Growth

11 bP KP1080 | KPAS & Development

KFA 26 Spatial & De\{elopment
Planning

Municipal Manager

Date

(1) Number of community campaigns
conducted reported to the Mayoral
Committee to reflect (1.1) Actions taken
to escalate or create awareness of urban

Planning Policies (2) Proof of report

submitted into the reporting cycle by the

15th day of the quarter = signature and
date receipt by Committees

To communicate existing
rebates available in terms of
developments for commercial
and industrial investment and

residential densification.

To ensure the Walkerville

Landfill Site is

operated/legalised according
to the new Regulations

Record of decision received from
Gauteng Department of Agriculture
and Rural Development (GDARD)
regarding the Walkerville Landfill Site
by 30 Jun 2021

Completion certificate signed off by

Head of Department by 30 Jun 2021 To increase access to roads

(Powerline Road (Glen Donald) = 1 km infrastructure services b‘
‘Al:\

& Sicelo Phase 1 & 2 =550 m)
To increase a\%to landfill
infrastructu vices: Phase

t A - New landfill
d and process of

Phase 1: Component A - (1) New 1 Co
identified landfill site and (2) Initiate s‘ite .

process of acquisition (Council
Resolution) by 30 June 2021 ion) and Component B
Lance Application Processed

S
\°\> (1) Implementation of

projects/programmes/activities
6 as contained in the Midvaal
Q Economic Recovery Plan (2)
Numb ventions implemented = . Out(l:omellmpact o
e\ ') of appointment), per interventions reported to the_
Mayoral Committee quarterly =

(reS\

QC’ CQEENEET Proof of submission of report
into reporting cycle within 10
working days of the following
quarter (3) Mayoral Committee

Resolution

Expected average turn-around time to time to issue Certificate of
issue Certificate of Occupancy (COO) Occupancy (COO) not to
not to exceed 14 calendar days. (1) exceed 14 days. (1) Date of
Date of COO application received (2) = COO application received (2)
Date of COO considered (signature by Date of COO considered
i Director: Inspecti Sub- (signature by Assistant
Section) (3) Calculate average Director: Inspections Sub-
number of turn-around time Section) (3) Calculate average
maintained divided by number of number of turn-around time
COOs applications received = Average maintained divided by number
turn-around time maintained per of COOs applications received
quarter = Average turn-around time
Fret mfimrerd] .




Annexure B

PERSONAL DEVELOPMENT PLAN (PDP)
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K
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ENTERED INTO BY AND BETWEEN: ?QK
)
V

S
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O
EXECU\};@‘?E MAYOR
(@)

%
ALQ-ﬁHe Employer”]
N
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ol AND
&
2% MUNICIPAL MANAGER
O
,}g\g [“the Employee”]
&

X



1. Personal Development Plan

1.1.1 A Municipality should be committed to —
(@) the continuous training and development of its employees to achieve its
vision, mission and strategic objectives and empower employees and
Q‘L
(b) managing training and development within the ambit of r@%’ant national

policies and legislation. ?Q
P

S
1.1.2 A Municipality should follow an integrated approg&i to Human Resource
Management, that is: Q‘L\
(@) Human Resource development form%h}ﬁd integral part of human resour-
ce planning and management. 6]9
v
(b) In order for training and d@%ﬁ\opment strategy and plans to be success-
ful it should be based O_,Q\sound Human Resource (HR) practices, such
as the (strategic) Q&Plan job descriptions, the result of regular perfor-

mance appra 8& and career pathing.

O
)
(c) To ensy% the necessary linkage with performance management, the

Peﬁ)rmance Management and Development System provides for the
@ersonal Development Plans of employees to be included in their annual
. .\(\ performance agreements. Such approach will also ensure the alignment
Oﬁ\ of individual performance objectives to the municipality’s strategic objec-
tives, and that training and development needs can be identified through

performance management and appraisal.

(d) Career-pathing ensures that employees are placed and developed in
jobs according to aptitude and identified potential. Through training and
development they can acquire the necessary competencies to prepare



(€)

them for future positions. A comprehensive competency framework and
profile for Municipal Managers are attached and these should be linked
to relevant registered unit standards to specifically assist them in compi-

ling Personal Development Plans in consultation with their managers.

Personal Development Plans are compiled for individual employees and
the data collated from all employees in the municipality forms,.i/he basis
for the prescribed Workplace Skills Plan, which municipall\qﬁ?are requi-
red to compile as a basis for all training and education@vities in the
municipality in a specific financial year and reportéﬁ%rogress made to

the Local Government Sector Education and 'Igg%ﬁing Authority.

N
v

1.1.3 The aim of the compilation of Personal De&&opment Plans is to identify,
prioritise and implement training neecj{o
N

v

1.1.4 Compiling the Personal Develg\@%nt Plan attached as Appendix.

(@)

%O\\)
Competency assgiQ&ent instruments, which are dealt with more speci-
fically in Apperbct&\l and 2, should be established to assist with the ob-
jective asse@ﬁnent of employees’ actual competencies against their job
specifi&&mpetency profiles and managerial competencies at a given

per@@’ln time with the purpose of identifying training needs or skills gap.
Q

)

(b&(} The competency framework and profiles and relevant competency as-

O{\Q}

sessment results will enable a manager, in consultation with his/her em-
ployee, to compile a Personal Development Plan. The identified training
needs should be entered into column 1 of Appendix 1, entitled Skills /
Performance Gap. The following should be carefully determined during
such a process:

0] Organisational needs, which include the following:




o Strategic development priorities and competency require-
ments, in line with the municipality’s strategic objectives.

o The competency requirements of individual jobs. The relevant
job requirements (job competency profile) as identified in the
job description should be compared to the current competency
profile of the employee to determine the individual’s compe-
tency gaps. '\

o Specific competency gaps as identified during tqa%robatlon
period and performance appraisal of the emQ@yee

N2
(i) Individual training needs that are job / %aggt-r related.

(1/'\

Q
(c) Next, the prioritization of the training ns‘g‘hs [1to ...] should be listed

since it may not be possible to ad S all identified training needs in a
specific financial year. It is ho@tg@r of critical importance that training
needs be addressed on a@sed and priority basis. This implies that all
these needs be should @é)pnorltlzed for purposes of accommodating
critical / strategic tr@%ng and development needs in the HR Plan, Perso-
nal Developme Ians and the Workplace Skills Plan.
OO
(d) Con&de@hon must then be given to the expected outcomes, to be listed
in c I@mn 2 of Appendix 1, so that once the intervention is completed the
(O(@)act it had can be measured against relevant output indicators.
~@<)\ An appropriate intervention should be identified to address training
needs / skills gaps and the outcome to be achieved but with due regard
to cost effectiveness. These should be listed in column3 of Appendix 1,
entitled: Suggested training and / or development activity in line with the
National Qualifications Framework, which could enable the trainee to
obtain recognition towards a qualification for training undertaken. It is

important to determine through the Training / Human Resource Deve-



(f)

(@)

(h)

N\

>
RS
o‘sb

lopment / Skills Development Unit within the municipality whether unit
standards have been developed and registered with the South African
Quialifications Authority that are in line with the skills gap and expected
outcomes identified. Unit standards usually have measurable assess-

ment criteria to determine achieved competency.

Guidelines regarding the number of training days per employgﬁsand the
nominations of employees: An employee should on averag\@?eceive at
N

least five days of training per financial year and not unQééessarily be

O
Vv
(5@6
O

Column 4 of Appendix 1: The suggested méﬁe of delivery refers to the

withdrawn from training interventions.

chosen methodology that is deemed n&i}t relevant to ensure transfer of
skills. The training / development @l/@%ty should impact on service de-
livery back in the workplace. of delivery consists of, amongst
others, self-study [The offi%@‘takes it upon him / her to read e.g. legis-
lation]; internal or exteg)@‘i\’“training provision; coaching and / or mento-

ring and exchange\@%grammes, etc.

N

N

The suggesﬂ;'g(a time frames (column 5 of Appendix 1) enable managers
to eﬁec%tq%ly plan for the annum e.g. so that not all their employees are

aweg@rom work within the same period and also ensuring that the PDP

Q
. @mplemented systematically.
2

Work opportunity created to practice skill / development areas, in column
6 of Appendix 1, further ensures internalization of information gained as
well as return on investment (not just a nice to have skill but a necessary

to have skill that is used in the workplace).



()] The final column, column 7 of Appendix 1, provides the employee with a
support person that could act as coach or mentor with regard to the area

of learning.
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