GEORGE MUNICIPALITY

Performance Agreement
for the financial year 1 July 2019 - 30 June 2020

DIRECTOR: COMMUNITY SERVICES
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Performance agreement made and entered Into by and between

The George Municipality and represented by the Municipal Manager (herein and after
referred as Employer)

and

Walter Hendricks, the Director: Communlty Services (herein and after reforred as
Empioyes) for the period 1 July 2019 to 30 June 2020

Where as

a. The Employer has entered Into a contract of employment with the
Employes in terms of section 57(1)a) of the Local Government: Municipal

Systems Act 32 of 2000 (“the Systems Act’). The Employer and the
Employes are hereinafter referred as “the Parties”;

b. 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:

c. The Parlles wish to ensure that they are clear about the goals to be
achleved, and secure the commitment of the Employee to a set of
outcomes that will promote local govermnment goals; and

d. The Partles wish to ensure that there Is compliance with Sections 57(48)
and 57(5) of the Systems Act.

1. INTERPRETATION

1.1 In this Agreement, the followings terms will have the mesning ascribed
thereto:

1.1.1  “this Agresment” -~ means the performance agreement between the
Employer and the employee and the Annexures thereto;

1.1.2 “the Executive Authority” — means the Mayoral Committee of the
Municipality constituted in terme of Section 80 of the Local
Government: Municipal Structures Act 117 of 1998 (“the Structures
Act’) as represented by its chairperson, the Executive Mayor;

1.1.3 ‘the Employee” means the Director appointed in terms of Section
66 of the Systems Act;

1.1.4 ‘the Employer" means the Municipallty; and
1.1.5 ‘the Parties” means the Employer and Employee.
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PURPOSE OF THIS AGREEMENT

21  To comply with the provislons of Section 57(1)b), (4B) and (5) of the
Systems Act as well as the Contract of Employment entered into between
the Partles;

22 To specify objectives and targets established for the Employse and to
communicate fo the Employes the Employer's expectations of the
Employse's performance targets and accountabliities;

23  To speclfy accountabliities as set out in the Performance Plan (Annexure

24  To monitor and measure performance against set targeted outputs and
ouicomes;

2.5 To establish a transparent and accountable working reiationship;

26  Toappropriately reward the employee In accordance with section 11 of this
agresment; and

2,7 To give effect to the Employer's commitment to a performance-orientated
relationship with the Employee In attaining improved service delivery.

COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 1 July 2019 and will remaln In force untll
30 June 2020 where-afier a2 new Performance Agreement shall be
concluded between the parties for the next financlal year or any portion
thereof;

3.2  The Parties will conclude a new Performance Agreement that replaces this
AgreementatleastonoaayearbynotlaterﬂnnaﬂofJufyofthe
aucceeding financial year;

3.3 This Agresment will taminate on the tsmination of the Employee’s
contract of employment for any reason;

3.4  If at any ime during the valldity of the agreement the work environment
alters to the extent that the contents of the agreement are no ionger
appropriate, the contents must by mutual agreement between the parties,
immediately be revised; and

3.5  Any significant amendments or deviations must take cognizance of the
requirements of sections 34 and 42 of the Municipal Sysiems Act and
Regulation 4{5) of the Regulations.
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4.

PERFORMANCE OBJECTIVES
4.1  The Performance Pian (Annexure A) sets out —

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

4.1.2 The timeframes within which those performance objectives and
targets must be met; and

4.1.3 The competencies (Annsxure B — definitions In terms of Reguiation
21 of 17 January 2014) required to operate effectively as senior
managers in the local govarnment environment.

42 The performance objectives and targets reflected in Annexure A are set by
the Employer in consultation with the Employee and based on the
Integrated Development Plan, Service Delivery and Budget
implementation Plan (SDBIP) and the Budget of the Employer, and shall
Include:

4.2.1 Key objectives that describe the main tasks that need to be done;

4.2.2 Key performance Indicators that provide the detalls of the evidence
thatmuatbepmvldedtomowtl'iatakeyobjecﬂvehaabeen
achleved by the employee;

4.2.3 Target dates that describe the timeframe In which the targets must
be achleved; and

4.24 Woelghtings showing the relative importance of the key objectives to
each other.

4.3  The Personal Development Plan (Annexure C) sets out the Employee’s
personal development requirements In line with the objectives and targets
of the Employer; and

4.4  The Employee's psrformance will, in addition, be measured In terms of
contributions to the goals and sirategies set out in the Employer’s
Integrated Development Pian.

PERFORMANCE MANAGEMENT SYSTEM

5.1 The Employee agress to participate in the performance management
system that the Employer adopted for the employees of the Employer;

5.2 The Employee accepts that the purpose of the performance management

system wil be to provide a comprehensive system with spacific
performance standards to asslst the employees and service providers to

perform to the standards required; //7
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6.3

5.4

5.5

5.7

The Employar must consult the Employee about the specific performance
standards and targets that will be Inciuded In the performance management
system applicable to the Employee;

The Employee undertakes to actively focus on the promotion and
Implementation of the key perfomance Indicators (including speclal
projects relevant to the employee’s responsibilities) within the local
government framework;

The criterla upon which the performance of the Employee shall be
assessad shall consist of two components, Operational Performance and
Competancies both of which shall be contained In the Performance

Agreemant;

The Employee's assessment will be based on his performance In terms of
the outputs/ouicomes (performance indicators) identified as per attached
Performance Plan, which are linked to the KPAs, and will constitute 80%
of the overall assessment result as per the weightings agreed to between

the Employer and Employee;

The Competencies will make up the other 20% of the Employee’s
assessment score. The Competencies are spilt into two groups, leading
competencles (indicated in blue on the graph below) that drive sirategic
Intent and direction and core competencies (indicated In green on the graph
below), which drive the execution of the leading competencies.

PERFORMANCE ASSESSMENT

6.1

8.2

6.3

The Performance Plan (Annexure A) to this Agreement sets out key
performance indicators and competencles that needs to be evaluated In
terms of —

6.1.1 The standaris and procedures for evaluating the Employee’s
performance; and

6.1.2 During the Intervale for the evalustion of the Employee's
performance.

Despite the establishment of agreed intervais for evaluation, the Employer
may In addition revisw the Employee's performance at any stage whiie the
contract of employment remalins In force;

Personal growth and development needs Identified during any performance
review discuseion must be documented In a Personal Development Plan
as well as the actions agreed to and Implementation must take place within
aot time frames;



6.4

6.7

The Employes’s performance will also be measured in terms of
contributions to the goais and strategles set out in the Employer's
Integrated Development Plan (IDP) as described In 8.6 — 6.13 below;

The Empioyee will submit quarterdy performance reports (SDBIP) and a
comprehensive annual performance report at least one week prior to the
performance assessment meetings fo the Evaluation Panel Chalirperaon for
distribution to the panel members for preparation purposes;

Assessment of the achlevement of results as outlined In the performance
pilan:

6.6.1 Each KPI or group of KPIs shall be assessed according to the
extent to which the specified standards or performance targets have
been met (qualitative and quantitative) and with due regard to ad-
hoc tasks that had to be performed under the KP!:

6.6.2 A rating on the flve-point scale described In 6.9 below shall be
provided for each KPI or group of KPls which will then be muttiplied
by the weighting to calculate the final acore;

6.6.3 The Employee will submit his self-evaluation to the Empiloyer prior
to the formal assessment;

6.8.4 In the instance where the employes could not perform due to
reasons outside the control of the employer and employee, the KPI
will not be considerad during the evaiuation. The employee shouki
provide sufficlent evidence in such Instances: and

6.6.5 An overall score wil be calculated based on the total of the
individual scores calculated above.

Assessment of the Compatsncies:

6.7.1 Each Competency will be assessed In terms of the descriptions
provided (Annexure B) during the mid-year and year-erxl reviews;

6.7.2 A rating on the five-point scale described in 6.10 below shall be
provided for each Competency which will then be muttiplied by the
welghting to calculats the final score; and

6.7.3 An overall score will be calculated based on the total of the
Individual scores calculated above.

Overall rating

6.8.1 An overall rating ls calculated by adding the overall scores as
caiculated In 6.6.5 and 6.7.3 above; and
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8.8.2 Such overall rating represents the outcome of the performance

appralsal.

8.9  The assessment of the performance of the Employee will be based on the
following rating scale for KPls:

I

Terminniogy

Outsta
porlonnn:nd'o

a4
a
2
l l 1
Description

Periormance far excesds me standard expecied of an smpioyee
at this level. The appraisal Indicates that the Employes has
achieved above fully effective results against el performance
criterin and Indloators as spacified in the PA and Performance
rhl:n and maintained this in all areas of responsibility throughout
the yeer,

Performance
significantly

Fully effective

Performanoe is significantly higher than the standand axpected
in the job. The appraisal indicates thet the Empioyee has
achieved above fully effective results sgainst move than half of
tmmmmimmnandmlymw

others th out the year.

Performance fully meets the standards expectsd In all areas of
the job. The eppraisal Indicates that the Employes has fully
achlevad effective results agains! all significant performance
criteria and indicators as specified In the PA and Performance
Plan.

Not fully sffective

Performance I¢ below the standard required for the job In key
areas. Performance meets aome of the standards expacied for
the job. The review/assessment Indicates that the

has achieved below fully effective results against more than haf
the key performance criterla and Indicators s specified In the
PA and Performance Plan.

Unacceptable
performance

Performance does not meet the standard expected for the Job.
The review/assassment Indicetes that they amployea has
achleved below fully effective results against aimost all of the
performance criteria and Indicators as specified In the PA and
Performance Plan. The empiloyee has falled to demonstrate the
commitment or abilty to bring performence up to the level
expected In the job deapite management efforts to encourage
improvamant.
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6.10 The assessment of the compstencies will ba based on the Tollowing rating
scale:

Achizvement
Level

Description

' Uo not apply the basic concepts and methods to proof & basic
Poor understanding of local govermment operations and requires
extensive aupervision and development Interventions.
Applies basic concepts, methods, and undersianding of local
Basic govemmaent operations, but requires supervision and
I devielopment intervention.

Develops and applies more progressive concepts, methods and
Competent understanding. Plans and guldes the work of others and
axecutes nrogressive analysls.
Develops and applies complex concepis, methods and
Advancad understanding. Effeciively directs and lesds a group and
exacifeas in-depth analysis,
Hes a comprehensive understanding of local government
Suparior oparstions, critical In strategic ahaping strategic direction and

chenge, develops and applies comprehensive conoepts and
|_msthods.

6.11  For purposes of evaluating the annual performance of the Employee, an
evaluation panel constituted of the following persons will be established —

6.11.1 Municipal Manager;
6.11.2 Municipal Manager from another municlpality;

6.11.3 Chalirperson of the Performance Audit Committee or In hig/her
absence thereof, the Chairperson of the Audit Committes; and

6.11.4 The Member of the Mayoral Commiitee {Portfolio Chalrperson).
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6.12 The Municlpal Manager will evaluate the performancs of the Employee as
at the end of the 1% and 3" quarters and document a summary of the
discussions; and

6.13 The Municipal Manager will give performance feedback 1o the Employse
within five (5) working days after each quarterly and annual assessment
meetings.

SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of the Empioyee In relation fo his performance agreement
shall be reviewed for the following quarters with the understanding that the
reviews in the firet and the third quarter may be verbal if petformance Is

satisfactory:
‘ Quarer danths
} 1 ] - _Ju:y-é?piembgr - :
] T R
I 3 | Jaruary - March

_4 =4 - Aprl-June o

7.2  The Employer shall keep a record of the year-end assessment meetings;

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

74  The Employer will be entitled to review and make reasonabile changes to
tha provisions of Annexure A from time to time for operational reasons. The
Employee will be fully consulted before any such change Is made: and

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 bafore any such change Is made.
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8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is
altached as Annexure C. Such Plan may be Implemented and/cr amended as the
case may be after the assessment. In that case, the Employee will be fully
consulted before any such change or plan is made.

9. OBLIGATIONS OF THE EMPLOYER
8.1  The Employer shall-

9.1.1 Create an enabling environment to facllitate effective performance
by the employee;

9.1.2 Provide access to skils development and capacity building
opportunities;

9.1.3 Work collaboratively with the Empiloyee o solve problems and
genorate solutions to common problems that may impact on the
performanca of the Employee;

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

8.1.5 Make avallable to the Employee such resources as the Employee
may reasonably require from time to time assisting him to meet the

performance objectives and targets established In terms of this
Agreement.

10.  CONSULTATION

10.1 The Employer agrees to consult the Employee timeously where the
exercising of its powers will have amongst others-

10.1.1 A direct effact on the performance of any of the Employee's
functions;

10.1.2 Commit the Employse to implement or to give effect to a decision
made by the Employer; and

10.1.3 A substantial financial effect on the Employer.
10.2 The Employer agrees to inform the Employee of the outcome of any

decisions taken pursuant to the exercise of powers contemplated in clause
12.1 as soon as Is practicable to enable the Employee to take any

necessary action with delay. /\ /
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Agreement

1.

12.

REWARD

111 The evaluation of the Employee’s performance will form the basls for
acknowledging outstanding performance or correcting unacceplable
performance;

112 The payment of the performance bonus is determined by the performance
score obtained during the 4™ quarter;

11.3  The performance bonus will be awarded pro-rata according to the period of
this agreement based on the following scheme:

Performance Rating Bonus Calculation
0% - 64% Poor Performance 0% of total package
85% - 69% Average Performance 5% of total package
70% - 74% Fair Performance 9% of total package
75% - 79% Good Parformance 11% of total package
80% - 100% Excellent Performance 14% of total package

11.4  In the event of the Employee terminating his services during the validity
period of this Agreement, but only after three months after the start of this
agresment's inception date, the Employee's performance will be evaluated
for the period during which he/she was employed and he/she will be entitied
to a pro-rata performance bonus based on his/her evaluated performance
for the perlod of actual service; and

11.5 The Employer will submit the total score of the annual assessment and of
the Employes, to full Councll for purposes of recommending the bonus
allocation.

MANAGEMENT OF EVALUATION OUTCOMES

12.1  Where the Employer Is, any time during the Employee's employment, not
satisfled with the Employee’s parformance with respect to any matter dealt
with In this Agreement, the Empioyer will give notice 1o the Employes to
attend a meeting;

122 The Employee will have the opportunity at the meeting to satlafy the
Employer of the measures being taken to ensure that his performance
becomes satisfactory and any programme, including any dates, for
implementing these measures;

123 Where there Is a dispute or difference as to the performance of the

Employes under this Agreement, the Parties will confer with a view to
resolving the dispute or difference; and
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N Dir.‘-@-m: 7g () W



13.

14.

124 In the case of unacceptable performance, the Employer shall -

12.4.1 Provide systematic remedial or developmental support to assist the
Employee to Improve his performance; and

12.4.2 After appropriate performance counselling and having provided the
hecessary guldance and/or 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 camry out his or her dutles.

DISPUTE RESOLUTION

13.1 Disputss will be dealt with In terms of Section 33 of the Local Government:
Municipal Performance Regulations for Municipal Managers and managers
directly accountable to Municipal Managers (Regulation 805 of August
2008).

13.2 Any disputes about the nature of the employee's performance agreement,
whether it relates to key responsibllities, priorities, methods of assessment
and/or salary increment In the agreement, must be mediated by the
executive mayor or mayor within thirty (30) days of recelpt of & formal
dispute from the employee whose decision shall be final and binding on
both parties.

13.3 Anydisputes about the outcome of the employee’s performance eveluation,
must be mediated by a member of the municipal council, provided that such
member was not part of the evaluation panel, within thirty (30) days of
recelpt of a formal dispute from the employee whose decision shall be final
and binding on both parties.

GENERAL

14.1  The contents of this agreement and the outcome of any review conducted
in terms of Annexure A may be made avallable o the public by the

Empioyer; and

142 Nothing In this agrsement diminishes the obligations, duties or
accountabliities of the Employse in terms of his contract of employment, or
the effects of existing or new regulations, circulars, policles, directives or
other instruments.
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Thus, done and signed at _;t: on th day of July 2019

:M___

Thus, done and signed at M_m the g;dday of July 2019

AS WITNESSES:

DIREC
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Annexure A 2019/20

Performance Plan

"

Director: Community Services J @



b) The Competencies aaiaa§!:u_oﬁoau.auﬂvon!__&_ﬂon:_n__o_uo:gggnﬂnﬁ?%ﬁ&i&ﬁ&«agﬁ. R21 of 2014.

Performance should be avaluated:

a) Emgo_,i:_&Sow:::m_nﬁﬁmo:aﬁ_ggossnﬁi_ma%_zﬁanigo.: of the agresment:
b) Performance should be assessed on a scale of 1 — 5 as outlined in paragraphs 6.9 — 6.10 of the agreement;

¢) in the instance where an En_ons_.ao:o:_oﬁnﬂao_o_._uaamg__ﬂu_n9885.&-28:2??33:3:88:5:23%3;5&
reason outside of the control of empioyee, the indicator will not be evaluated, the weighting will be cancelied and the score tota! will be re-calculated to calculate
the final score;

d) The employee must submit his/her assessment of histher own performance to the employer three days prior o the assessment date.



. Municipal
Transformation and Manage and achieve 90% of the 80% of the KPi's of the sub
nstitutional

I KPl's of the sub-directorate: Sport directorate have been met as per 80% 80%
Development Development ignite Dashboard report
Create Full Time Equivalents (FTE's)
Local Economic umber of FTE's created by 30 June
Development through government eopenditure with 909
EPWP by 30 June 2020 - .
Spend 85% of the approved project
Basic Service Deilvary budget for the rshabifitation of the % of budget spand 0 10%
George landfill sita by 30 June 2020
Appoint consulting engineer and call
Besic Servics Delivery | for tenders for the composiing plent onaﬁ_um._ﬁ_sfuuasialss 0
in Georga by 30 June 2020
Upgrade the Pacalisdorp, Blanco and
Basic Servios Delivery | - Thembalethu Mraries by 30 June | Mumber of lorales uoraded by 30 | 0
Good Govamance and | Implement Council resolutions within % of Councif resoiutions 05% 25%
Public Parficipation | the requingd fimeframes implemanted
Good Govemanceand | ,/Altend 1o correctives measures as % of issuss releed and proposed | oc

identifed In intemal audit reports the
Pubiic Participation reduce risk areas within three month comective measures attended to

Submi quarterly reports to the
Good Governance and internal audit division on the Number of risk management reports 1
Public Participation Management of risks identified for the submitted
Directorate
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Competency Framework
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Annexure B 2019/20

CLUSTER - CORE COMPETENCES

COMPETERCY HARE Moral Competancs

COMPETENCY DEFINITION : Abis lo identify maral triggers, spply reasoning that promotes honesty and lntegrity and conalstantly display behavior thal refiects maoral competence
ACHIEVEMENT LEVELS

ePERIOR
»  Create an environment conducive of [

s | . L i
EEE%EE-E values of local govemment and the moral practices
N Able io acdmil and gain
o Foliow =In ulations of . fo openly Own mistakos = Ahia % gain trust and respact vough = Actively develop and implement
._&E“nu and rog e wealniesses and seak assistance fom #ligning actians with commitments mensurss to combal frad and
others whan unable to deliver | comuption
«  Ableto kienily besic moralsiiztons, o  Acivelympotkakdontacilymd |+ Make proposals and recommendefions «  Setlnfegrlly standurds and shared
Eaanla!-.ﬁ-igi comuplion with lacal govermment that are transparent and gain the _ accoumiablily measures acroes the
in understanding and rsssoning with approval of relovant stakshoklars insiiullon tn support fhe abjectives o
motal intent local government
»  Undersiand confidential s Presant values, beliefs and |deas that »  Taks responsibility for own aciions and
Eahﬁg 58.3!55-!55_! dacisions, even K tha consequences are
*  Ablo 1o deal with suzafions of confict of . Ea..__ssagsnn
inlarest promptly and In the best interest cortuption and dishonesty when noted
of local govemment
*  Acively promols the valus of the
insftution ko Inbemal and exiamal
stakoholdors
s Able o work in unity wilth a team and not
o0ek personaj gain
*  Apply universal morsl principles
! consisiently o achieve moral decisions |




Annexure B 2019/20

implementafion
*  Understand the process of planning and . EI?EEE‘ *  Idenilfy in advance required stages and »  Abla o protuct and foracast shart,
organising bet raquires guidance and of tasis aclions io complele tasia medium and long ferm requirements of
development in providing detalled and | the instiiion and local govemment
comprehensiva plans |
o Abls fo follow d s  Balance shortandlongdemplans and | = Schadule realisiic Simalines, objeclives e Tranlale inko relovant prajects in
Sat ool e " 0 s guale 2nd Incorporate Into the feems and milssiones for sk and projects R e oot o o
performance abjoctives * ohjecivas
= Focus on shart4em objectives In . Wigﬂsnlaﬁsﬂ o Produce clear, detalled and ,
" ) N fo
developing plans and actions Eo&!lr_&s!._ _ comprahenalve plans fo achiave _
«  Amange informalion and resourtes e Msasums progress and monkior *  Wdeniily passible risk factors and design
requlred for & ask, bt oqui frther poviormance resuls | and implement appropriats conBiganty
struchue and organisation | plans 7
_ o Adapt plans in ight of changing
_ i Shinstmcas _
_ Priortes ks and projcts ccording b |
L thelr relevant urgency and imporiance










Communication

!.t_a-_.!_gil:l-!-ﬁ!ili!i!?;sie;i.
persuada and influsncs staksholders #o achisve the desired oulcome

SUPERIGR

A2 a specialist in negofiations

s Creates an enviranment conducive o
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Personal Development Plan



Annexure € 2019/20
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Signed and accepted by the Employes
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Data:

Signed by the Municipal Manager on behalf of the Municipality
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