MAKANA

MUNICIPALITY | EASTERN CAPE

PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

MAKANA LOCAL MUNICIPALITY
AS REPRESENTED BY MUNICIPAL MANAGER

NAME: MR PM KATE
(HEREIN REFERRED TO AS THE ‘EMPLOYER?)

AND

NAME: Mr XOLELA KALASHE

DIRECTOR: CORPORATE AND SHARE SERVICES

(HEREIN REFERRED TO AS THE ‘EMPLOYEE’)

FOR THE FINANCIAL YEAR:
18t JULY 2024 - 30" JUNE 2025
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3.2

3.3

3.4

3.5

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 beginning of each
successive financial year.

This Agreement will terminate on the termination of the Employee’s contract of
employment for any reason.

The content of this Agreement may be revised at any time during the above-
mentioned period to determine the applicability of the matters agreed upon.

If at any time during the validity of this Agreement the work environment alters
(whether as a result of government or council decisions or otherwise) to the extent
that the contents of this Agreement are no longer appropriate, the contents shall
immediately be revised.

PERFORMANCE OBJECTIVES

4.1

4.2

4.3

The Performance Plan (Annexure A) sets out-

4.1.1  the performance objectives and targets that must be met by the Employee;
and

4.1.2 the time frames within which those performance objectives and targets must
be met.

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

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

4.2.2 The key performance indicators and means of verification provide the details
of the evidence that must be provided to show that a key objective has been
achieved.

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

4.2.4 The weightings show the relative importance of the key 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 Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

51

5.2

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

The Employee accepts that the purpose of the performance management system
will be to provide a comprehensive system with specific performance standards to

assist the Employer, management and municipal staff to perform to the standards
required.

Ve



beginning of the financial year,
controlling costs throughout the year
by allocating resources appropriately
and understanding and anticipating
the impact of the other departments on
own budget and adopting where

| CCRO3 | Change Management | Skill 1o initiate and support municipal 20

transformation and change in order to
implement new initiatives successfully
and deliver on service delivery

necessary. _J

commitments.
CCR 04 | Knowledge Understand of the legislative 20
Management PMS requirements and  Regulations
associated the PMS
TOTAL 100
CCR WEIGHT - 20%

6. EVALUATING PERFORMANCE

6.1

6.2

6.3

6.4

6.5

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

6.1.1 The standards and procedures for evaluating the Employee’s performance; and
6.1.2 The intervals for the evaluation of the Employee’s performance.

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

Personal growth and development needs identified during any performance review
discussion must be documented in a Personal Development Plan as well as the actions

agreed to and implementation must take place within set time frames.

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

The annual performance appraisal will involve:

6.5.1 Assessment of the achievement of results as outlined in the performance

plan:

{(a) Each KPA should be assessed according to the extent to which the
specified standards or performance indicaters 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.

(e) The applicable assessment rating calculator (refer to paragraph 6.5.3
below) must then be used to add the scores and calculate a final KPA
score.

6.5.2 Assessment of the CCRs



Level

Terminology

Description

Rating

1]2]3[4]5

Unacceptable
performance

Performance does not meet the standard
expected for the job. The review/assessment
indicates that the employee has achieved
below fully effective results against almost all
of the performance criteria and indicators as
specified in the PA 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.

For purposes of evaluating the annual performance of managers directly accountabie to

the municipal managers, an evaluation panel constituted of the following persons must

Municipal Manager;
Chairperson of the audit committee
Chairperson of the relevant portfolio committee
Municipal manager from another municipality.

6.7
be established -
6.8.1
6.8.2
6.8.3
6.8.4
6.8

secretariat services to the evaluation panels referred to in sub-regulations (6.7).

7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1
reviewed on the

following dates.

The manager responsible for human resources of the municipality must provide

The performance of each Employee in relation to his/her performance agreement shall be

QUARTERS

REVIEW

PERIOD TIMEFRAME

First Quarter

Informal Reviews:

July — September

Before end October 2024

Second Quarter

Formal Review:

October — December

Before end January 2024

Third Quarter:

Informal Review

January — March

Before end April 2025

Fourth Quarter:

Formal Review

April — June

Before end July 2025

1.2

The Employer shall keep a record of all fourth quarter reviews and annual
assessment meetings.

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

performance,

7.4 The Employer will be entitled to review and make reasonable changes to the provisions
of Annexure “A” from time to time for operational reasons. The Employee will be fully
consulted before any such change is made,

7.5 The Employer may amend the provisions of Annexure A whenever the performance
management system is adopted, implemented and /or amended as the case may be. In
that case the Employee will be fully consulted before any such change is made.

8. DEVELOPMENTAL REQUIREMENTS



130 -133 5
134 - 137 6
138 - 141 7
142 - 145 8
146 - 149 9
150 - 153 10
154 - 157 11
158 - 161 12
162 - 165 13
166 - 167 14

11.2.3 A pro rata bonus will be payable to the Employee based on the amount of full
months employed, in the event that the evaluation period is not for a full financial
year subject to the following: -.

11.3

11.2.3.1 That the evaluation period be no less than 6 months
11.2.3.2 That the employee be employed on the last day of the financial year

and undergo a review during the agreed review period.

In the case of unacceptable performance, the Employer shall -

11.3.1

11.3.2

Provide systematic remedial or developmental support to assist the
Employee to improve his or her performance; and

After appropriate performance counselling and having provided the
necessary guidance andfor support as well as reasonable time for
improvement in performance, the Employer may consider steps to terminate
the contract of employment of the Employee on grounds of unfitness or
incapacity to carry out his or her duties.

12. DISPUTE RESOLUTION

Any disputes about the nature of the Employee’s performance agreement, whether it
relates to key responsibilities, priorities, methods of assessment and/or any other
matter provided for, shall be mediated by ~

The MEC for local government in the province within thirty (30) days of
receipt of a formal dispute from the Employee; or

Any other person appointed by the MEC.

In the case of managers directly accountable to the municipal manager, a
member of the municipal council, provided that such member was not part of
the evaluation panel provided for in sub-regulation 27(4}(e) of the Municipal
Performance Regulations, 2006, within thirty (30} days of receipt of a formal
dispute from the employee;

Whose decision shall be final and binding on both parties.o

In the event that the mediation process contemplated above fails, clause 20 of the
Contract of Employment shall apply.

121
1211
12.1.2
12.1.3
12.2
13. GENERAL
13.1

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.

1 G
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