PERFORMANCE AGREEMENT

Made and entered into by and between

Thovhedzo Nathaniel Tshiwanammbi
The Municipal Manager
of
Musina Local Municipality
(“The Municipal Manager”)

And

Makhumo Mothoa
The General Manager: EDP
of
Musina Local Municipality
(“The Manager”)
for the financial year:

1 July 2022 to 30 June 2023
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2.1

3.1

g2

PURPOSE OF THIS AGREEMENT

The Parties agree that the purposes of this Agreement are to;

211

212,

213.
214,
i o

2.1.6.

217.
2.1.8.

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

specify objectives and targets defined and agreed with the Manager and to communicate to the Manager
the Municipality's expectations of the Manager's performance and accountability in alignment with the
Integrated Development Plan {IDP}, the Service Delivery Business Implementation Plan (SDBIP) and the
budget of the Municipality;

specify accountabilities as set out in Annexure A;

monitor and measure performance against targeted cutputs and outcomes;

use Annexures A (Performance Plan), B (Performance Development Plan) and C{Code of Conduct) as a
basis for assessing the Manager for permanent employment and/or to assess whether the Manager has
met the performance expectations applicable to his/her job;

appropriately reward the Manager in accordance with the Municipality's performance management policy
in the event of outstanding performance;

establish a transparent and accountable working relationship; and

give effect to the Municipality's commitment to a performance-orientated refationship with its Manager in
attaining equitable and improved service delivery.

COMMENCEMENT AND DURATION

Notwithstanding the date of signature this Agreement will commence on the 1%t of December 2022 and will

remain in force until a new performance agreement including a Performance Plan and Personal Development

Plan is concluded between the Parties as contemplated in Clause 3.2

The Parties will review the provisions of this Agreement each year. The Parties will conclude a new performance

agreement including a Performance Plan and Personal Development Plan that replaces this Agreement at least

once a year by not later than the 31st of July each year.
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45

46

9.1

5.2

9.3

54

The performance objectives and targets reflected in Annexure A are setf by the Municipality in consultation with
the Manager and based on the IDP, SDBIP and the budget of the Municipality, and include key objectives, key
performance areas, target dates and weightings.

The key objectives describe the main tasks that need to be done. The key performance 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 time frame in which the work must be achieved. The weightings show the relative importance of the
key objectives to each other.

The Manager's performance will, in addition, be measured in terms of contributions to the development objectives

and strategies set out in the Municipality's Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

The Manager agrees to participate in the performance management system that the Municipality adopts or

introduces for the municipal management and municipal staff of the Municipality.

The Manager accepts that the purpose of the performance management system will be to provide a
comprehensive system with specific performance standards to assist the municipal management and municipal

staff to perform to the standards required.

The Executive Authority and/or Municipal Manager will consult the Manager about the specific performance
standards that will be included in the performance management system as applicable to the Manager.

The Manager undertakes to actively focus towards the promotion and implementation of his/her Key Performance
Areas as set out in Annexure A including special projects relevant to the Manager's responsibilities within the

local government framework.
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The CCRs will make up the other 20% of the employee’'s assessment score. CCRs that are deemed to be most

critical for the employee’s specific job should be selected from the list below as agreed to be between the
employer and the employee and must be considered with due regard to the proficiency leve! agreed to:

CORE MANAGERIAL COMPETENCIES: Weight (75%)
Strategic Capability and Leadership B

Programme and Project Management 10

Financial Management{compulsory} 10

Change Management 5

Knowledge Management 5

Service Delivery Innovation 10

Problem Solving and Analysis 9

People Management and Empowerment{compulsory) 10

Client Orientation and Customer Focus(compulsory) 18

CORE OCCUPATIONAL COMPETENCIES: Weight (25%) ‘
Interpretation of and implementation within the legislative and national policy frameworks | 5 |
Knowledge of developmental local government 5

Knowtedge of more than one functional municipal field/discipline 5

Competence as required by other national line sector Departments 5

Exceptional and dynamic creativity to improve the functioning of the municipality 5

Total 100%
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Performance

review / assessment indicates that the employee has achieved
below fully effective results against almost ail of the petformance
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.

An indicative rating on the five-point scale should be provided for each KPA and CCR using the following as

guidance:

1 Unacceptable

2 Not fully effective

3 Fully effective

4 Above expectations
5 Outstanding

Each KPA and CCR should be assessed according to the extent to which the specified standards or performance

indicators have been met and with due regard to ad hoc tasks that had to be performed to determine which rating

on the five-point scale did the Manager achieved. The following criteria could assist:

Duration of task

Was the target achieved within the projected time frame?

Level of complexity - Required problem solving

- Reconciling different perceptions
- Innovative aliernatives used

Cost

- within budget
- saving

- overspending
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{c) The manager responsible for human resources of the municipality or delegated assignee must provide
secretariat services to the Evaluation Panels referred to above.

In addition the following assessments may also form part of the annual performance evaluation at the end of the 4th
quarter if so agreed between the Parties:

¢ Manager (own assessment)
» Fellow section 56 managers

» Divisional Head reporting to the manager.

The performance of the Manager will be assessed in relation to his/her achievement of:

o the targets indicated for each KPA in Annexure A;
e the CCRs as defined in Annexure C

On a date to be determined for each of the following quarterly periods:

18t Quarter - July to September

2 Quarter - October to December
34 Quarter - January to March

4t Quarter - April to June

Assessments in the first and third quarter may be verbal if the Manager's performance is safisfactory.
The Municipality will keep a record of the mid-year and annual assessment meetings.
The Municipality may appoint an external facilitator to assist with the annual assessment.

The manager-responsible for the corporate services of the Municipality must provide secretariat services to the

evaluation panel for the annual performance assessment.

11
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10.

Personal growth and development needs identified during any performance assessment discussion, must be
documented in the Manager's Personal Development Plan as well as the action steps and set time frames agreed
to.

Despite the establishment of agreed intervals for assessment, the Municipal Manager may, in addition, review the
Manager's performance at any stage while his/her contract of employment remains in force.

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

The provisions of Annexure “A” may be amended by the Executive Authority when the Municipality's performance
management system is adopted, implemented and/or amended as the case may be subject to clause 5.3.

OBLIGATIONS OF THE MUNICIPALITY
9.1 The Municipality will create an enabling environment to facilitate effective performance by the Manager.
9.2 The Manager will be provided with access to skills development and capacity building opportunities.

9.3 The Municipality will work collaboratively with the Manager to solve problems and generate solutions to
common problems that may impact on the performance of the Manager.

9.4 The Municipality will make available to the Manager such resources inciuding employees as the Manager may
reasonably require from time to time to assist him to meet the performance objectives and targets established in
terms of this Agreement; provided that it will at all imes remain the responsibility of the Manager to ensure that he

complies with those performance obligations and targets.
9.5 The Manager will, at his request, be delegated such powers by the Municipality as may in the discretion of the

Municipality be reasonably required from time to time to enable him to meet the performance objectives and
targets established in terms of this Agreement.

CONSULTATION

13
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11.6

12.

12.1

12.2

12.3

12.4

MUSINA
Nothing contained in this Agreement in any way limits the right of the Municipality to terminate the Manager's
contract of employment with or without notice for any other breach by the Manager of his obligations to the

Municipality or for any other valid reason in law.
DISPUTES

In the event that the Manager is dissatisfied with any decision or action of the Executive Authority and/or
Municipal Manager in terms of this Agreement, or where a dispute or difference arises as to the extent to which
the Manager has achieved the performance objectives and targets established in terms of this Agreement, the
Manager may meet with the Municipal Manager with a view to resolving the issue. At the Manager's request the
Municipal Manager will record the outcome of the meeting in writing.

If any dispute about the nature of the Manager's performance agreement whether it relates to key responsibilities,
priorities, methods of assessment or any other matter provided for cannot be resolved through an intemal
mechanism as contemplated above, the dispute will be mediated by the Mayor within thirty (30) days of receipt of
a formal dispute from the Manager whose decision shall be final and binding on both Parties.

If any dispute about the outcome of the Manager's performance evaluation cannot be resolved through an internal
mechanism as contemplated above, the dispute will be mediated by a member of the Council, provided that such
member was not part of the evaluation panel provided for in clause 7.1, within thirty (30) days of receipt of a
formal dispute from the Manager whose decision shall be final and binding on both Parties.

In the event that the mediafion process contemplated above fails, the relevant arbitration clause of the contract of
employment will apply.

15 N



91

Rpedpiungy (2207

euisny jo Jabeuepy edivwnpy
414

ZZOZ B rrEmsaEEmETatasEEEEsIIEEEn JO ﬁep ............

RAyedidiungy [e207] eUISNN
JO SVIAIBS 403 WO

__LU

:SaSSaU )\ SY

s!u; uo ......................................... ].B pauB!S

“SJUSWINSUI

JaLo Jo seansaup ‘saiod ‘sienono ‘suoneinBas meu Jo Bunsixe jo spsye ey Jo ‘uswiojdwe o JoBHUOD

Jay/sIy Jo swua ug sebeueyy 8y} 1o SaNjIgRILNGISE 10 sannp ‘suoiebligo ey saysiuLIp WawealBy sy ui BugloN  Z'Sl

‘Riedioiunyy sy Ag ognd sy} 0] s|ge|ieAr spew aq AeW pue ‘[eRuspyuod

aq 10U [|IM Y, 2INXSUUY JO SULIS} Ul PEIONPUOD MBIAa) AU JO SLUCOINO B pue Jusweaiby sy jo sjuajuod ayl  L'El

L\4ELED] €l



ANNEXURE A: PERFORMANCE PLAN FOR THE MANAGER

1. Purpose
The performance plan defines the Council's expectations of the Managers performance agreement to which
this document is attached and Section 57 {5} of the Municipal Systems Act, which provides that performance
objectives and targets must be based on the key performance indicators as set in the Municipality's Integrated
Development Plan (IDP) and Service Delivery and Budget Implementation Plan as reviewed annualiy.
2. Key responsibilities
The following objects of local government will inform the fop management (Section 57 Manager's)
performance against set performance indicators:
2.1 Provide democratic and accountable government for local communities.
2.2 Ensure the provision of services to communities in a sustainable manner.
2.3 Promote social and economic development.
2.4 Promote a safe and healthy environment.
2.5 Encourage the involvement of communities and EDP organisations in the matters of local
government.
3 Key Performance Areas
The following Key Performance Areas (KPAs) as outlined in the Local Government: Municipal Performance
Regulations for Municipal Managers and Managers Directly Accountable to Municipal Managers (2008), inform

the strategic objectives listed in the table below:

KPAs STRATEGIC OBJECTIVES

Municipal ~ Transformation and Organizational | Improved governance and administration

Development

2. Spatial Raticnale Integrated spatial and human settlement

3. Basic Service Delivery and Infrastructure | Improved access to sustainable basic services and Promote EDP well-being

Development and environmental welfare

4. Local Economic Development Integrated Local economy

5. Municipal Finance Management and Viability Sound Financial Management and Viability

8. Good Governance and Public Participation Improved governance and administration and Effective EDP Participation

For each of the Key Performance Areas there are a structured set of the Key Performance Indicators,

Performance Objectives, Annual Performance Targets, as well as some quarterly performance target

13
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ANNEXURE B: PERSONAL DEVELOPMENT PLAN

1. INTRODUCTION

The Aim of the Personal Development Plan (PDP) is to ensure that Employees are skilled fo meet Objectives as set out
in the Performance Management Agreement as prescribed by legislation. Successful career path planning ensures
competent employees for current and possible future positions. It there for identifies, prioritise and implement training
needs.

Legislative needs taken into account comes from the Municipal Systems Act Guidelines: Generic senior management
competency framework and occupational competency profiles, Municipal Finance Management Competency
Regulations, such as those developed by the National Treasury and other line sector departments’ legislated
competency requirements need also be taken into consideration during the PDP process.

2. COMPETENCY MODELLING

The COGTA has decided that a competency development model will consist of both managerial and occupational

competencies:
» Managerial competencies should express those competencies which are generic of all management positions.

e Occupational competence refers to competencies which are job/function specific.

15
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ANNEXURE C: CODE OF CONDUCT

SCHEDULE 2

CODE OF CONDUCT FOR MUNICIPAL STAFF MEMBERS

1. Definitions

in this Schedule “partner” means a person who permanently lives with another person in a manner as if

married.

2. General conduct

A staff member of a municipality must at all times—

Loyally execute the lawiul policies of the municipal council;

Perform the functions of office in good faith, diligenfly, honestly and in a transparent manner;
Act in such a way that the spirit, purport and objects of section 50 are promoted;

Act in the best interest of the municipality and in such a way that the credibility and integrity
of the municipality are not compromised; and

Act impartially and treat all people, including other staff members, equally without favour or

prejudice.

3. Commitment to serving the public interest

A staff member of a municipality is a public servant in a developmental local system, and must accordingly—

(d)

Implement the provisions of section 50 (2);

Foster a culture of commitment to serving the public and a collective sense of responsibitity for
performance in terms of standards and targets;

Promote and seek to implement the basic values and principles of public administration described in
section 195 (1) of the Constitution;

obtain copies of or information about the municipality’s integrated development plan, and as far as
possible within the ambit of the staff member’s job description, seek fo implement the objectives set
out in the integrated development plan, and achieve the performance targets set for each
performance indicator;

Participate in the overall performance management system for the municipality, as well as the staff

member's individual performance appraisal and reward system, if such exists, in order to maximise

17
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MUSINA

(3) This item does not derogate from a person’s right of access to information in terms of national
legislation.

7. Undue influence

A staff member of a municipality may not—

{a) unduly influence or attempt to influence the council of the municipality, or a structure or functionary of the
council, or a councilior, with a view to obtaining any appointment, promotion, privilege, advantage or benefit, or
for a family member, friend or associate;

(b) Mislead or attempt to mislead the council, or a structure or functionary of the council, in its consideration of
any matter; or

{c) Be involved in a business venture with a councillor without the prior written consent of the council of the
municipality.

8. Rewards, gifts and favours

(1) A staff member of a municipality may not request, solicit or accept any reward, gift or favour for—

{a) Persuading the council of the municipality, or any structure or functionary of the council, with regard to the
exercise of any power or the performance of any duty;

(b) Making a representation to the council, or any structure or functionary of the council;

(c} Disclosing any privileged or confidential information; or

(d) Doing or not doing anything within that staff member's powers or duties.

(2) A staff member must without delay report to a superior official or to the speaker of the council any offer
which, if accepted by the staff member, would constitute a breach of sub item (1).

9. Council property
A staff member of a municipality may not use, take, acquire, or benefit from any property or asset owned,
controlled or managed by the municipality to which that staff member has no right.

10. Payment of arrears
A staff member of a municipality may not be in arrears to the municipality for rates and service charges for a

period longer than 3 months, and a municipality may deduct any outstanding amounts from a staff member's
salary after this period.

19

I
J\_ N
N N
A



0¢

‘aul ayeudosdde uy (8)

10 SIjeua( JaLY0 Jo saouemo|ie ‘Alefes ul uononpay (1)

1sod Jayioue o} Jaisuel] (0)

‘uogows( (q)

‘stpuolu aa1u) uey Jabuo| ou Joj Aed inoypm uoisuadsng (g)
—apnou) Aew sdajs Aleudiosip Jayjo yang (2)

‘Yoealq e yans Jo A)InB punoy ussq
Sey oym Jaquew Jejs e jsurebe sdajs Ateudiosip Jayio Jo |essiwsip Joj) punoif e S| 8po7) Sy Jo yoeaiq (1)
sdeys Areundiosiq vyl

Jov s jo (4) ()29 uonoas u)
pafiestaus Ayjedipiunw sy Jo sainpascld Areundidsip sy Jo SULIS] Ul UiM JESP 8 JSnW 8po7) sIU) Jo sayoeslg

apoy Jo saydealg ‘vl

‘[19uno3 8y}

10 Joyeads sy 0} J0 Jaolo Jousdns e o) Jajjew sy} Uodal ABjop JnoUNM JSNWE Jaquisw Jels syl ‘apag Sl Jo

yoealq e usaq sey alsy} 18y} Buimelsq Joy spunoif s|qeuoseas sey Aleddiunw g Jo Jaquisw Jje]s B Jarsusyp
sioquiawl ye3s jo finp Buipoday “¢|

‘Juswsseley [enxas o} Bununowe uonoe Aue Lo yJequws jou Aew Ayjedidiunw e jo Jsquisiu Jels v

jusLusseley jenxss ZL

Bl [euonnmsuos Aue o3 juensind Jo Ajoedes 100 ue ul
ey} Jauio “‘Aufedioiuniu sy 1o [19Unos 8L Jo uonoale ue u) sjedioped jou Aew Ayediounw g Jo Jaquis Jels

suoinaa ul uonediziped ||




".i—..’““"-‘——_.—-‘" 3 ,

MUSINA
“CONEDENTIAL

FINANCIAL DISCLOSURE FORM

|, the undersigned (surname and initials) MAVY 1 wAo MOTHOA

(Postal address) Ca Somepset LY Cann oAy
QUL ST ¥ 01 ¥(}
(Residential address) Si Sowmep 67 6“1 Fanoaa
ROAD FauvesTam DIXY
(Position held)_ GENERAL MANACGER: € coNomlc P eve) pfMenT + PLAMIING

(Name of Municipality) _ "AUSINA T6CAL  MUNYC1PAL 1T
Teb_ 039 4%) S3U% EMAIL: _mAa¥hnimo p MG amudin e o v . 26

hereby certify that the following information is complete and correct to the best of my knowledge:

1. Shares and other financial interests (Not bank accounts with financial institutions.)

21
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MUSINA
b

4, Consultancies and retainer ships

5. Sponsorships

B. Gifts and hospitality from a source other than a family member
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CONFIDENTIAL

OATH/AFFIRMATION
ik | certify that before administering the oath/affirmation | asked the deponent the following questions and wrote

down herfhis answers in his/her presence:

(i) Do you know and understand the contents of the declaration?
Answer

(i) Do you have any objection to taking the prescribed oath or affirmation?
Answer

(i) Do you consider the prescribed oath or affirmation to be binding on your conscience?
Answer
2. | certify that the deponent has acknowledged that she/he knows and understands the contents of this
declaration. The deponent utters the following words: “| swear that the contents of this declaration are true, so
help me God." / “ truly affirm that the contents of the declaration are true”. The signature/mark of the deponent
is affixed to the declaration in my presence.

Commissioner of Qath /Justice of the Peace

Full first names and surname;
(Block letters)

Designation (rank): Ex Officio
Republic of South Africa
Street address of institution:

Date;

Place:

CONTENTS NOTED: MUNICIPAL MANAGER

DATE:
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Designated employees are required to disélésg tHe following details with regard to Consultancies and
retainerships:

* The nature of the consultancy or retainership of any kind;

» The name and type of business activity, of the client concerned; and

* The value of any benefits received for such consultancy or retainerships.

NOTE 5: Sponsorships
Designated employees are required fo disclose the following details with regard to sponsorships:
» The source of the spansorship;
+ The description of the sponsorship; and
* The value of the sponsorship.

NOTE 6: Gifts and hospitality from a source other than a family member
Designated employees are required to disclose the following details with regard to gifts and hospitality:
* A description and the value and source of a gift with a value in excess of R350.00;
* A description and the value of gifts from a single source which cumulatively exceed the value of R350.00 in
the relevant 12 month period; and
* Hospitality intended as a gift in kind.

Designated employees must disclose any material advantages that they received from any source e.g. any discount
prices or rates that are not available to the general public. All personal gifts within the family and hospitality of a

traditional or cultural nature need not be disclosed.

NOTE 7: Land and Property
Designated employees are required fo disclose the following details with regard to their ownership and other
interests in land and property (residential or otherwise hoth inside and outside the Republic):
+ A description of the land or property;
+ The extent of the land or property;
*» The area in which it is situated and

* The value of the interest
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MUSINA LOCAL MUNICIPALITY

Lo AL MURNICERLETY

PERFORMANCE PLAN
GENERAL MANAGER ECONOMIC DEVELOPMENT AND PLANNING: MOTHOA M
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ANNEXURE A
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Page 1
Vision: “To be the’ vibrant, viable and sustainable gateway city to the rest of Africa”
Mission; “The vehicle of affardable quality services and stability, through Socio economic development and collective leadership”
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1. LEGISLATION
The following legislation governs the development of the SDBIP and Performance management plan and functions within the Budget and Treasury Office.

a. Legislation Governing the Development of the SDBIP and Performance Contracts of Section 57 Managers

e  Municipal Finance Management Act 56 of 2003 (MFMA), requires municipalities to develop Service Delivery and Budget Implementation Plan (SDBIP) and must be signed
by the Mayor within 28 days after the budget has been approved.

*  Municipal Systems Act 32 of 2000, requires municipalities to develop Performance management Plan that must be reviewed quarterly. The performance management plan
must be aligned to the IDP and indicate measurable and realistic targets for each Key Performance Indicator.

¢ Performance Regulations, 2006, for managers reporting to the municipal manager and the municipal manger, outlines the process of the development of Performance
agreements. The MFMA, 56 of 2003, further requires that Section 56 manager and municipal manager must develop performance agreement that must be signed by the
municipal manager and the Mayor respectively. This Performance plans must be linked to the SDBIP, IDP and Budget.

b. Legislation Governing the departmental Functions:

*  The Constitution

s  The Municipal System Act, 32 of 2000

s The Municipal Structures Act

¢ Municipal Finance Management Act 56 of 2003

& Performance regulations of 2006

O
Page 3
Vision: “To be the’ vibrant, viable and sustainable gateway city to the rest of Africa”
Mission: “The vehicle of affordable quality services and stability, through Socio economic develepment and collective leadership”
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3. STRATEGIC OBJECTIVES

Chapter two of the IDP indicates Municipal Strategic Objectives which further indicates what the municipality needs to achieve, These strategic objectives were developed to ensure that all
National Key Performance Areas are addressed.

Table A: Strategic Objectives are as follows:

Municipal Transformation and organizational To increase institutional capacity, efficiency and
development effectiveness
To deepen democracy and promote
Good governance and public participation Accountability
Municipal financial viability and management To enhance compliance with legislation
and improve financial viability
Basic service delivery To initiate and improve the quantity and
quality of Municipal infrastructure services
Local economic development To create a conducive environment for
sustainable economic growth
Social and Justice To improve quality of life through social
development and provision of effective community services
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INDICATOR TITLE BASELINE TARGET Q1 | TARGET Q2 | TARGETQ3 | TARGETQ4 | ANNUAL 2022{2023BUDGET | BUDGET | BUDGET
(JUL - SEPT) | {OCT-DEC) | (JAN « | (APR -JUN} | TARGET 2022- 2023-2024 | 2024-2025
MAR) 2023
NUMBER OF DEPARTMENTAL QUARTERLY | New 1 1 1 1 4 Opex Opex Opex
MEETINGS HELD
PRIGRITY! FOCUS AREA: LOCAL ECONOMIC DEVELOPMENT
KPI ID Number of Welcoming Signage facilitated
DEPTARTMENT / VOTE Economic Development and Planning
FUNCTION/ DIVISION Local economic Development
SUB-FUNCTION / PROGRAMME Not Applicable
INDICATOR RESPONSIBILITY (OWNER) GM: Economic Development and Planning
INDICATOR TITLE BASELINE TARGET M TARGET Q2 | TARGET Q3 | TARGET Q4 ANNUAL 2022/2023BUDGET | BUDGET BUDGET
{JUL - SEPT) (OCT - DEC) | (JAN -MAR) | (APR -JUN} TARGET 2023-2024 2024-2025
2022-2023
NUMBER OF WELCOMING SIGNAGE New Not Applicable | Not Mot 1 1 R400 000 0 0
FACILITATED Applicable Applicable
KPI ID Number of LED Summit coordinated
DEPTARTMENT / VOTE Economic Development and Planning
FUNCTION/ DIVISION Local economic Developrnent
SUB-FUNCTION /| PROGRAMME Not Applicable
INDICATOR RESPONSIBILITY (OWNER) GM: Economic Development and Planning
INDICATOR TITLE BASELINE TARGET @1 TARGET Q2 | TARGET Q3 | TARGET Q4 ANNUAL 2022/2023BUDGET | BUDGET BUDGET
(JUL - SEPT) (OCT -DEC) | (JAN -MAR) | (APR -JUN) TARGET 2023-2024 2024-2025
2022-2023
NUMBER OF LED SUMMIT COORDINATED New Not Applicable Not Not 1 1 R40 000 R45 000 R50 000
Applicable Applicable
KPL 1D Nurmber of Youth Projects revitalized
DEPTARTMENT / VOTE Economic Development and Planning
FUNCTION/ DIVISION Local economic Development
SUB-FUNCTION / PROGRAMME Not Applicable
INDICATOR RESPONSIBILITY (OWNER) GM: Economic Development and Planning
INDICATOR TITLE BASELINE TARGET Q1 TARGET Q2 | TARGET Q3 | TARGET Q4 ANNUAL. 2022/2023BUDGET | BUDGET BUDGET
{JUL - SEPT) {(OCT -DEC) | (JAN-MAR) | {APR -JUN) TARGET 2023-2024 2024-2025
2022.2023
NUMBER OF YOUTH PROJECTS REVITALIZED New Not Applicable Not Not 1 1 R140 000 R160 000 R180 000
Applicable Applicable

Vision: “To be the' vibrant, viable and sustainable gateway city to the rest of Africa”

Mission: “The vehicle of affordable quality services and stability, through Socio economic developrment and collective leadership”
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7. PERFORMANCE WEIGHTINGS PER KEY PERFORMANCE AREAS

The criterion upon which the performance of the employee must be assessed consists of 2 components both of which must be contained in the performance agreement.

The employee will be assessed against both components, with a weight of 80:20 allocated to the Key Performance Areas (KPAs) and the Core Competency Requirements (CCRs), respectively.
Each area of assessment will be weighted and will contribute a specific part to the total score. KPAs covering the main areas of work will account for 80% and CCR will account for 20% of final

assessment

8. TABLE B: WEIGHTING ON KPAs

Basic Service Delivery

Goed Governance & Public Participation 10%
Municipal Transformation and Organizational Development 5%
Municipal Financial Management and Viability 15%
Local Economic Development 60%
Social and Justice 5%
TOTAL WEIGHTING 100%
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10. PERFORMANCE EVALUATION

Performance evaluation will be done in line with section 23{c) of the Performance Regulation of 2006: Performance Regulation of Managers Reporting to the Municipal Manager and

the Municipal Manager.

11. PERFORMANCE ASSESSMENT

5 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 indicators as specified in the PA and Performance plan and maintained this in all areas
of responsibility throughout the year.

4 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.

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

2 Performance is below the standard required for the job in key areas. Performance meets some of the standards expected far 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 PA
and Performance Plan.

1 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. Performance does
not meet the standard expected for the job. The review/assessment indicates that the employee has achieved below fully effective results against almast 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.
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MUSINA LOCAL MUNICIPALITY

e
MUSINA CONFIDENTIAL
FINANCIAL DISCLOSURE FCRM (2022/2023)
I, the undersigned (surname and initials) PAGT DO A M M
(Postal address) D &) SOMERSET 64S FAZRM
LOAD COAEST W D&Y

(Residential address) >4 SomenseT 6EAS %\A nA

(Position held) OENE AL wAWN A(/\é’/h— CCONDNAC DEVE LOWIENT 4+ PLA (LW7N] \N(,{

(Name of Municipality}
MNUEINA LOCAL  mumNICIP AL n\ﬁ

Tel: DA 4By AS 4D EMAIL: "1 S huniong (2 Mu&maow-la
hereby certify that the following information is complete and correct to the best of my knowledge:
1. Shares and other financial interests (Not bank accounts with financial institutions.)
Number of shares/Extent of . -
financial interests Nature Nominal Value Name of Company/Entity
2, Directorships and partnership

Amount of Remuneration/
Income

Name of corporate entity,

partnership or firm Type of business

3. Remunerated work outside the Municipality
Must be sanctioned by Council.

Name of Employer Type of Work Amount of remuneration/ Income







Council resolution number

Signature Municipal Manager Date
4, Consultancies and retainerships
Name of client Nature Type of business Value of any benefits
activity received
L Sponsorships
Source of Description of assistance/ Value of
assistance/sponsorship Spensorship assistancelsponsprship
6. Gifts and hospitality from a source other than a family member
Description Value Source
CONFIDENTIAL
7. Land and property
Description Extent Area Value

4

SIGNATURE OF OFFICIAL

OG- 1L

DATE:

10T

SIGNATURE OF DEPARTMENTAL MANAGER

PLACE:

Mhusyin &







