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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The City of Tshwane (CoT) herein represented by Dr Moeketsi Mosola in his capacity as the
City Manager (hereinafter referred to as the Employer or Supervisor)

And

Ms Nosipho Hlatshwayo, employee of the Municipality (heremnafter referred to as the
Employee)

WHEREBY IT IS AGREED AS FOLLOWS:
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INTRODUCTION

The Employer has entered into a contract of employment with the Employee in terms
of section 56 of the |.ocal Government Municipal Systems Act 32 of 2000, as amended,
(“the Systems Act”) The Employer and the Employee are hereinafter referred to as
‘the Parties”

Section 56 of the Systems Act, read with the Contract of Employment concluded
between the parties, requires the parties to conclude an annual performance agreement

The parties wish to ensure that they are clear about the goals to be achieved, and secure
the commitment of the Employee to a sef of cutcomes that wiil secure local government
policy goals

The parties wish to ensure that there 1s compliance with the relevant Sections of the
Systems Act

PURPOSE OF THIS AGREEMENT
The purpose of this Agreement is to -

comply with the provisions of the Systems Act as well as the employment contract
entered mto between the parties,

specify national and municipal key performance areas (KPA's), key performance
indicators (KPI's) and targets defined and agreed with the employee and to
communicate o the employee the employer's expectations of the empioyee's
performance and accountabilities in alignment with the Integrated Development Plan,
Service Delivery and Budget Implementation Plan (SDBIP) and the Budget of the
municipality,

specify accountabilities as set out in a performance plan, which forms an annexure 1o
the performance agreement,

specify and plan for competency gaps as set out In a personal development pian (PDP),
which forms an annexure to the performance agreement (a PDP for addressing
developmental gaps which have been identified dunng the previous financial year must
form part of the annual revised performance agreement),

monitor and measure performance against set targeted outputs, @
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use the performance agreement as the basis for assessing whether the employee has
met the performance expectations applicable to his or her job,

in the event of outstanding performance, to appropriately reward the employee, and

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

3 COMMENCEMENT AND DURATION
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This Agreement will commence on 1 July 2017 and will remain in force until 30 June
2018 Thereafter a new Performance Agreement, Performance Plan and Personal
Development Plan shail be concluded between the parties for the next financial year or
any portion thereof

The parties will review the provisions of this Agreement dunng June to July each year
The parties will conclude a new Performance Agreement and Performance Plan that
replaces this Agreement at least once a year not later than 31 July of each successive
financral year for the next 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 apphcability of the matters agreed upon The Employee will be
fully consulted before any such change 1s made

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

4 KEY PERFORMANCE AREAS (KPA's)
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The Performance Plan (Annexure A) sets out-

411 the KPA’s, KPI's and targets that must be met by the Employee, and
412 the time frames within which those KPA's, KPI's and targets must be met
The KPA's, KPI's and targets reflected in Annexure A are set by the Employer in
consultation with the Employee and based on the Integrated Development Plan, Service

DPelivery and Budget Implementation Plan (SDBIP) and the Budget of the Employer,
and shall include KPA's, KPI's and targets, target dates and weightings

421 The KPA's describe the main tasks that need to be done

422 The KPI's provide the details of the evidence that must be provided to show
that a KPA has been achieved

423 The target dates descrnbe the timeframe n which the work must be
achieved

424 The weightings show the relative importance of the KPA's to each other

S
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PERFORMANCE MANAGEMENT SYSTEM

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

The Employer wil consuit the Employee about the specific performance standards that
will be included in the performance management system as applicable to the Employee

The Employee undertakes to actively focus towards the promotion and implementation
of the KPA's (including special projects relevant to the employee’s responsibiliies) within
the local government framework

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

551 The Employee must be assessed against both components, with a
welghting of 8020 allocated to the KPA's and the Core Managenal
Competencies (CMCs) respectively

552 Each area of assessment will be weighted and wili contribute a specific part
to the total score
553 KPA's covering the main areas of work will account for 80% and CMCs will

account for 20% of the final assessment

The Employee's assessment will be based on hisfher performance in terms of the
outputs/outcomes (performance indicators) identified as per the attached Performance
Plan (Annexure A), which are linked to the KPA's, and will constitute 80% of the overall
assessment result as per the weightings agreed to between the Employer and
Employee.

The CCR's will make up the other 20% of the Employee’s assessment score The CMCs
of the Group Head are in Annexure A to this agreement

CORE MANAGERIAL COMPETENCIES {CMC} WEIGHT
Financial Management {compulsory) 4
Service Delivery innovation 10
Govemance Leadership 2
Client Orientation and Customer focus (compulsory) 2
People Management and Empowerment {Compulsory) 2
Total weight 20

EVALUATING PERFORMANCE
The Performance Plan (Annexure A} to this Agreement sets out -
the standards and procedures for evaluating the Employee's performance, and

the intervals for the evaluation of the Employee’s performance
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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 duning 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 ime 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 apprasal will involve

6 51 Assessment of the achievement of resuits as outlined in the performance

plan:

(a)

(b)

Each KPA and its indicator(s) will 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 under
the KPA

An mdicative rating on the five-point scale will be used for each KPA
and indicator {see paragraph 6 8)

6 52 Assessment of the CCR’s

(a)

(b)

(c)

Each applicable CCR and its indicator(s) will be assessed according to
the extent to which the performance indicators and standards have
been met

An indicative rating on the five-point scale will be provided for each CCR
and indicator (see paragraph 6 8)

This rating will be multiphed by the weighting given to each CCR duning
the contracting process, to provide a score

6 53 Overall rating

An overall rating will be calculated Such overall rating represents the outcome of the
performance appraisal

The assessment of the performance of the Employee will be based on the following
rafing scale for KPA's and CCRs

Description Rating

Qutstanding
performance

Performance far exceeds the standard expected of an employee at this
ievel The appraisal indicates that the Employee has achieved above
fully effective results against all performance critena and indicators as 5
specfied in the PA and Performance plan and maintained this in ail
areas of responsibiity throughout the year,

Performance
significantly above job The appraisal Indicates that the Employee has achieved above
expectations

Performance is significantly higher than the standard expected In the

fully effective results against more than half of the performance criena 4
and indicators and fully achieved all cthers throughout the year.

Fully effective

Performarce fully maets the standards expected in all areas of the job
The appraisal mdicates that the Employee has fully achieved effective
results against all significant performance cnteria and indicators as 3
specified in the PA and Performance Plan
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Description Rating

Not fully effective Performance 1s below the standard required for the job in key arees.
Performance meets some of the standards expected for the job The
review/assessment indicates that the employee has achieved below 2
fully effective resuts agamst more than half the key performance
cntenia and indicators as specified in the PA and Performance Plar

Unacceptable Performance does not meet the standard expected for the job The
performance review/assessment indicates that the employee has achieved below

fully effective results agamnst almos{ all of the perfermance criteria and

Indicators as specified in the PA and Performance Flan. The employee 1

has faled to demonstrate the commitment or abidity to bnng
performance up to the level expected in the job despite management
efforts to encourage improvement

67 Each KP (outputs and CCR's) will be rated according to the abovementioned
five-pomnt scale The score of each KPI 1s calculated as follows

Weight per indicator x rate
3

The sum of respechively all the ocutput KPI scores and all the CC KPI scores i1s converted
to 80% and 20% The sum of these two scores i1s used for calculating performance
bonuses (see paragraph 11 2)

68 For purposes of evaluating the annual performance of the Group Head an
evaluation panel constituted of the following persons must be established -

681 City Manager,

682 Chairperson of the performance audit commitee or the audit committee
tn the ahsence of a performance audit commuttee,

883 Member of the mayoral or executive committee or in respect of a
plenary type municipality, another member of council, and

684 City Manager from another municipahty

SCHEDULE FOR PERFORMANCE COACHING
The performance of each Employee in relation to histher performance agreement shall

be reviewed on the following dates with the understanding that reviews in the first and
third quarter may be verbal i performance 1s satisfactory

First quarter (July to September) October 2017
Second quarter (October to December) January 2018
Third quarter (January fo March) April 2018
Fourth quarter (April fo June) July 2018

72 The responsibility for rescheduling a canceled coaching session wil be with the
individual who requested the rescheduling

73 The fourth quarter coaching Is followed up by a review which may be conducted
concurrently with the coaching session

74 The Employer shali keep a record of the mid-year coaching and annual
assessment meetings

75 Performance feedback shall be based on the Employer's assessment of the
Employee’s performance
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76 The Employer will be entitled to review and make reasonable changes to the
provisions of Annexure “A” from tme to time for operational reasons The
Employee will be fully consulted before any such change is made

77 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 1s made

DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is included
as Annexture B

OBLIGATIONS OF THE EMPLOYER

The Employer shall -

911 create an enabling environment to facilitate effective performance by the
employee,

912 provide access to skills development and capacity bullding opportunities,

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

914 on the request of the Employee delegate such powers reasonably required

by the Employee to enable him / her to meet the performance objectives
and targets established in terms of this Agreement, and

915 make avaiable to the Employee such resources as the Employee may
reasonably require from tme to time to assist him/her to meet the
performance objectives and targets established in terms of this Agreement

CONSULTATION

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

1011 a drrect effect on the performance of any of the Employee's functions,

1012 commit the Employee to implement or to give effect to a decision made by
the Employer, and

1013 a substantial financial effect on the Employer

The Employer agrees to inform the Employee of the outcome of any decisions taken
pursuant to the exercise of powers contemplated in 10 1 as soon as 1s practicable to
enable the Empioyee to take any necessary action without delay

MANAGEMENT OF EVALUATION OUTCOMES

The evaluation of the Employee's performance will form the basis for rewarding
outstanding performance or correcting unacceptable performance

A performance bonus of between 5% and 14% of the all-nclusive annual remuneration
package may be paid to the Employee m recognition of outstanding performance to be
constituted as follows
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Score Performance Rating Bonus Amount
5 Score Above Qutstanding 10%-14% of Total
150% Performance Package
4 Score of 130% - | Significantly above 5% - 9% of Total
149% Expectation Package
3 Score of 100% - | Fully effective 0%
128%
2 Below 100% Not fully Effective and No Bonus but
Linacceptable Remedial Action 1s
Performance required

In the case of unacceptable performance, the Employer shall -

1131 provide systematic remedial or developmental support to assist the
Empicyee to improve his or her performance, and

1132 after appropriate performance counselling and having provided the
necessary guidance and/ or support as well as reasonable tme for
improvement m performance, the Employer may consider steps to
ferminate the contract of employment of the Employee on grounds of
unfitness or incapacity to carry out his or her duties

DISPUTE RESOLUTION

Any disputes about the nature of the employee's performance agreemernt, whether it
relates to key responsibilities, prionties, methods of assessment and/ or salary
increment in the agreement, must be mediated by -

(a) In the case of the municipal manager, 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 designated by the MEC, and

{b} In case of the Group Head the City Manager within thirty {30) days of receipt of a
formal dispute from the employee

Any disputes about the outcome of the employee’s performance evaluation, must be
mediated by-

(a) In the case of the municipal manager, the MEC for local government in the province
within tharty (30) days of receipt of a formal dispute from the employee, or any other
person designated by the MEC, and

(b) In 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) within thirty (30) days of receipt of a formal dispute
from the employee

In the event that the mediation processes contemplated above fails, clause 22 of the
Contract of Employment shall apply

GENERAL

The contents of this agreement and the cutcome of any review conducted in terms of
Annexure A may be made avasable to the public by the Employer



132  Nothing in this agreement diminishes the obligations, duties or accountabiliies of the
Employee in terms of his/her contract of employment, or the effects of existing or new
regulations, circulars, policies, directives or other instruments

133  The performance assessment results must be submitted to the Mayoral Committee of
the CoT withun thurty (30) days after conclusion of the assessment

Thus done and signed at Fwoe.ﬂ ......... on this thel®.. day of Muen 2018
AS WITNESSES @
1
EMPLOYEE
2
/i
AS WITNESSES )’_ .
711/

1 Uraes

EMPLOYER
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1. PURPOSE

The performance plan defines the Council's expecfations of the Group Head's,
performance agreement to which this document 1s 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 Municipalty's integrated
Cevelopment Plan (IDP) and SDBIP, as reviewed annually

2. OBIJECTIVES OF LocAL GOVERNMENT

The following objectives of local government informed the IDP of the CoT and will inform
the Group Head's performance against set performance indicators

21
22
23
24
25

Provide democrafic and accountable government for local communifies
Ensure the provision of services to communities in a sustainable manner
Promote social and economic development

Promote a safe and healthy environment

Encourage the involvement of communittes and community organisations in the
matters of local government

3. SCORECARD OF THE GROUP HEAD

31

The City of Tshwane developed the 2017/18 SDBIP responding to the 2617/21 IDP
development, which anchored on the 5 strategic pillars of the vision 2030

The scorecard of the Group Head 1s made up of the following

Core managenal competencies of the Group Head (3 2 below)
Core service delivery targets of the Group Head (3 3 below)



3.2 Core MANAGERIAL COMPETENCIES OF THE GROUP HEAD

The core managerial competencies form 20% of the Group Head's total score  The core managerial competencies consist of the following and are scored

as follows
CORE
MANAGERIAL INTENTION OF DESCRIPTION OF WHAT IS
COMPETENCIES | COTSTRATEGICPILLAR | orpareGIiC PILLAR REQUIRED BY THE GROUP HEAD | WEIGHT | FREQUENCY EVIDENCE
{CMC)

Financial 5 Ensunng financial | Expenditure Management 4

Management A city that 1s open, honest synergy (balance | programme Quarterly “Approved cash flow plans

(Compulsory) and responsive between where fo ! e The Group Head ensures the *SAP report with the actuals
invest, where to harvest, implementation of the capital and based on the cash flow plans
how to balance nsk and operational budget as per the
how to ensure approved cash-flows in the SDBIP
customers pay) (annexure B and C) and the

approved targets (annexure A)
Ensure financial iquidty | +  Measures are put in place to Quarterly *Excel spreadsheet that
(abiiity to be 1n a positive ensure that crediors receive outlines
cash flow position, to be payment within 30 days Name of the service provider,
able to pay our short vendor nismber, date of
term financial receipt of invoice, date of
obligations} payment and the days taken
to pay the service provider
Effective and efficient
revenue, debtor and | SUPPly Chain Management Quarterly *Quarterly Status Report on
credit rating system | *  The Group Head to ensure overall the turnaround time on supply
The system must ensure performance, monitoring and quotations and tenders
financial synergles that oversee the supply chain turn
will ensure the optmum time (days} (R30 000 - R 200
receipt of payment for 000) and supply chain turnaround
services provided time (days) (above
+« R 200000}
« Al tenders are submitted Quarterly Procurement Plan/List of

Re-evaluation of the
financial management
system

credit
negotiate

An  improved
rating to,

timeously in terms of the
Procurement Pian (List of tender
submitted for advertising and
approved dunng the pernod under
review )

status of alt tenders submitted




CORE
MANAGERIAL
COMPETENCIES
{CMC)

CoT STRATEGIC PILLAR

INTENTION OF
STRATEGIC PILLAR

DESCRIPTION OF WHAT IS
REQUIRED BY THE GROUP HEAD

WEIGHT

FREQUENCY

EVIDENCE

better terms with
regards external funding
and loans, increase the
level of public private
partnership

Interventions and
funding from  both
Provincial and National
Government

+ Al external and grant funding
receved 15 spent in line with
requirements of doners and
approved plans (including MIG}
Evidence of receved funding

Finance and Risk Management

«  Qversee the mplementatron of
the Risk Management
Plan/Report

Asset management programme

+  Ensure that the department's
asset register 1s complhant with
requirements of the Department
and AG and the Department
Finance

Minimum Competency Levels

s Must meet ali applicable unit
standards for the position of Head
of Centre as prescribed by the
Nationat Treasury munimum
competency Regulations, R493 of
2007

s  Proof of the completed
Competency by Head of Centre
and his/her direct reports

« Measures are put in piace that
goods and services are procured
in terms of the procure to pay
principle {purchase orders are
1ssued prior to work being
performed,

Quarterly

* Report on grant recesved
and the expenditure i lIne
with donors’ requirements

Quarterly

Quarterly — Mitigation/Action
Plan on wentified Risk

Quarterly

*Certificate from Group
Finance an Asset register

Quarterly

*Assessment or certificate of
acquired competence

*Proof of Competency Level

Quarterly

Quarterly report from
expenditure management an
PQO's 1ssued after invoice date




CORE

MANAGERIAL INTENTION OF DESCRIPTION OF WHAT IS
COMPETENCIES | COTSTRATEGICPILLAR | orpaATEGIC PILLAR | REQUIRED BY THE GROUP HEAD | WEIGHT | FREQUENCY EVIDENCE
{CMC)
¢ Measures are put in place fo Monthly *Monthly Section 71 report for
ensure that any unauthonzed unauthorized expenditure
Irregular and fruitless and
wasteful expenditure and any *Monthly SCM performance
other losses are prevented report for Irreguiar and
fruitless and wasteful
expenditure
Revenue Management Monthly Monthly Section 71 Report
¢ Measures are put in place f¢
ensure that all revenue due fo the
municipality is collected in terms
of Section 78 (1) ()
Asset and Liabilhty Management Quarterly * Certsficate from Group
+  Ensure that the depatment's Finance on Asset Register
assets are managed effectively,
safeguarded and matntained to be
compliant with the requirements
of the asset management policy,
MFMA and Standards of GRAP
+«  Ensure that the depariment's Quarterly Report from Legal on
habilities are managed effectively contingent liabilities
Asset management programme Quarterly *Certificate from Group
+ Ensure that the department's asset Finance on Asset register
register i compliant with
requirements of the Department
and AG and the Depariment
Finance
Service Dehvery 5 Internal control system | «  The Group Head approves all *Project plans (signed off by
fnnovation A city that 1s open, honest encompassing project plans 10 Quarterly the GH)
and responsive legislation, poliies, s The Group Head ensures that all Quarterly *Risk register and signed

procedures and people

Directing and control
management activities

departmental and project risks
and issues are addressed

report/memo indicating 100%
implementation of mstigation
measures
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CORE

of emphasis address

MANAGERIAL INTENTION OF DESCRIPTION OF WHAT IS
COMPETENCIES | COT STRATEGICPILLAR | orpaTEGICPILLAR | REQUIRED BY THE GROUP HEAD | WEIGHT | FREQUENCY EVIDENCE
{CMC)
with good systems and +  The Group Head reports on Quarterly *QPR Report / Circular 1
processes performance of the department Report indicating % of
as required by corporate achievement
Focus on the integration processes
of systems and *  The Group Head ensures Quarterly Record with attendance
processes stakeholder management to Register/Minutes on
unblock blackages in service management of unblocking
Managing our delivery biockages In the service
processes to achieve delivery
economies of scale or +  The Group Head ensures that ail Quarterly *SAP Projects/cost printout
value chain integraticn projects and programmes Completion certificate MayCo
pianned for a specific financiat close out
Establishment of entiies year are delivered within time,
in ine with Section cost, quality and scope
93(F) of the Local . Measures are put in place to Quarterly * Status Report on project
Government Municipal address reasons for project delays with mitigation plan
Systems Act delays in previous years so that
they do not recur
Governance 5 Able to promote, direct | ¢  Attendance at MayCo for alt 2 Quarterly *Aftendance register and
Leadership A City that sis open, honest and apply Direct report certificate from Secretanat
and responsive professionalism tn
managing nsk and |*  Attendance of Council Meetings Quarterly *Attendance register
compliance as directed by EM/CM
requirements  of the [+  Attendance at EXCO with Quarterly *Attendance register
Division and  apply a maximum contribution of the
therough understanding ratters on the agenda
of governance practices
and obligahens ¢ MAYCO/EXCO Quarterly *Quarterly progress Mayco
commitments/resolution report
addressed
Audit programme Quarterly *Confirmation/Declaration
*  Resolve 100% of AG 1ssues from Internal audit indicating
related to the department ' % of AG findings resolved
s« Acheve an unqualified Audit Annually AG report
«  Number of AG findings - matter Quarterly *MCAM report

*Progress of Action

1 This refers to all AG findings for the 2015/16 FY as it relates to the processes managed and in controf of CSOPM




CORE

ownership of decision
and results

Ensure the implementation of the
Employment Equity Pian/Report
Ensure the percentage (%) of
employees from previously
disadvantaged groups appointed

MANAGERIAL INTENTION OF DESCRIPTION OF WHAT 1S
GOMPETENCIES | COT STRATEGICPILLAR | gypaTEGIC PILLAR REQUIRED BY THE GROUP HEAD | "WEIGHT | FREQUENCY EVIDENCE
{CNC)
Plans i line with the City's
AG Management letters
o  50% Reducticn on number of both Quarterly *Confirmation/Declaration
Internal and external audit from Internal audit showing %
findings reduction of audit findings
® 0% of repeat of both Internal and Quarterty *Confirmation/Declaration
external audit findings? from Internal audht showing
9 0% of repeat findings
Human Captal 5 Capacitate people on Optimised human capital 2 Quarterly * Approved Workplace Skills
Management A City that sis open, honest business processes to programme Plan
and responsive be effective leaders ¢  The Group Head ensures skills
development and training as per * Proof of Attendance to
Putting 1n place the prionities of the workplace divistonal identified capacity
processes and steps {o skills plan and Report % of staff development programmes in
create sent for training courses Iine with the skills plan and
entrepreneurship, report
ownership and instil a « The Group Head ensures that Quarterly Minutes of the Grievance
sense of pride in grievances are addressed within meeting signed by the
achieving the vision and policy and regulations and mcumbent and the
misston of CoT corporate timelines department representative
*  Allfunded vacancies are filled Quarterly *Signed report on the filing of
Effective decision- vacancies from Group Human
making threugh Capital
empowered leaders
Building continurty and ¢ Ensure legal compliance, #tigation Quarterly Report/ Declaration letter from
sustainability of and fabour prosecution Group Human Capital on the
institutional management withins the litsgation and prosecution
arrangements department matters within {against the
department)
Leadership taking Employment Equity Quarterly Status EE Plan & Report from

EE Section (Group Human
Capital) indicating % of
achievement

2 This refers to findings for the 2017/18 APR




CORE

MANAGERIAL INTENTION OF DESCRIPTION OF WHAT 15
COMPETENCIES | COT STRATEGICPILLAR | gypaTeGICPILLAR | REQUIRED BY THE GROUP HEAD | YWEIGHT | FREQUENCY EVIDENCE
{CMC)
Bullding a centre of per the approved EE plan target
excellence through 100%
research and
development Occupational Health & Safety Annually 100% Compliance to OHS
(OHS): *Status Report from Group
The mplementation of e  Reduction of Section 24 incidents Human Capital
the Tshwane Service within Division within financial
Excellence awards Is an year
tnitiative in this strategic  Mndividual Performance Quarterly Attendance register and
objective Management coaching runutesfinstruction,
¢  Coaching of subordinates takes rating sheet signed by the
place agamst approved incumbent and the supenisor
performance agreements
e Head of Department to ensuie Annually Signed Performance
that all employees signed Agreements with performance
performance agreements with pian
Plan for the
FY 2017118
Change Management Quarterly Status Report from Group
. Head of Department to ensure Human Capital indicating the
100% implementation of change implementation status on
managerment actton plans each change management
action plan
Staff meetings Quarterly Attendance Register and
s Number of staff meetings with aff Minutes
levels of staff addressed by the
GH
Employee satisfaction survey Quarterly Employee Satisfaction survey
« % of Employee Satisfaction level status report from Group
within Human Capital
Cluster/Department/Region
» % of grievances finalized within Quarterly Minutes of the Grievance

prescribed timeframes

meeting signed by the
incumbent and the
department representative
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CORE

MANAGERIAL INTENTION OF DESCRIPTION OF WHAT IS
COMPETENCIES | COT STRATEGICPILLAR | oyRaTEGIC PILLAR REQUIRED BY THE GROUP HEAD | WEIGHT | FREQUENCY EVIDENCE
{CMC)
Client Onentation 5 Having satisfied | Citizen refationship management 2 Quarterly *Certificate of comphance
and Customer A City that 1s open, honest customers programme from Office of Speaker on the
Focus and responsive Petitions petiions resoived
{Compulsory) Postive customer |+  Provide responses to petitions
retationships withun bmelines and requirements
communicated so that the CoT
Implement Batho Pele to can achieve its target of
ensure an accessible responding to petitions within 80
and accountable days
service Public Protector Quarterly *Status report from office
Provide responses to pubhc protecior OCM on public protector
cases within trmelines and cases responded to
requirements commurucated so that
the CoT can achieve its target of
responding to public protector cases
within 90 days
Human Rights Commission Quarterly * Status report from Office of
¢  Provide responses to Human the City Manager on human
Rights Commussion within rights comrmusston
timeiines and requirements responded to
communicated so that the CoT
can achieve its target of
responding to Human Rights
Cormnmussion within 30 days
PAIA Quarteriy * Status report from Office of
«  Provide responses to Promofion the City Manager on PAIA
of Access to Information Act of responses
2000 (PAIA} requests within 30
days
Presidential Hotline Quarterly * Quarterly Status Reports
. Provide responses to Presidential from OEM on presidential
Hotline within timelines and hotline responses
requirements commumnicated so
that the CoT can achieve its
target of responding to
Gauteng Premier Hotline Quarterly *Quarterly status report from

¢  Provide responses to Gauteng
Premier Hotiine with timelines
and requirements communicated

OEM on Gauteng Premier
Hotline responses
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CORE

MANAGERIAL INTENTION OF DESCRIPTION OF WHAT IS
COMPETENCIES | COTSTRATEGICPILLAR | orpaTEGICPILLAR | REQUIRED BY THE GROUP HEAD | WEIGHT | FREQUENCY EVIDENCE
(CMC)
so that the CoT can achieve s
target of responding to
National Consumer Commuission Quarterly Status report from Office of
. Provide responses to National the City Manager national
Consumer Commission within consumer CoOmmissian
timelines and requirements responding to compliance
communicated so that the CoT
can achieve its target of
responding to national consumer
commission within 90 days
. Provide requested information to Quarterly Certificate of compliance from
Ward Committee Meetings as Office of the Speaker
per guidelines & targets set by
the Office of the Speaker
e Deliver on Departmental Quarterly *Batho Pele Report with
requirements of the corrective achion fo address
compliance from Group
institutionalisation of Batho Pele Human Capital
as per guidelines and targets set
by Group Human Capitat
. Attend Public Hearings to the Quarterly *Proof of attendance
office’s work
Customer centrnicity programme Quarterly *Status report from Office of
. Respond to community concerns the Speaker to proof all
and 1ssues raised n line with Concem are addressed
customer care guidelines and
targeis
e % of unresclved CoT related Cuarterly *Status report from OEM
1ssues Iin the Hotline are
escalated against the receved
complaints/inguiry
+  Progress report on the Quarterly *Quarterly Progress Report
implementation of the Customer submitted to CRM
Satisfaction Survey Acton Plan
+  Reduction of ali backiogs on all Quarterty *status report on the reduction

snguiry or complaints

of all backlogs on all inquiry
and complains from CRM
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CORE
MANAGERIAL INTENTION OF DESCRIPTION OF WHAT IS
COMPETENCIES | COT STRATEGIC PILLAR | gypaTEGIC PILLAR REQUIRED BY THE GROUP HEAD | WHIGHT | FREQUENCY EVIDENCE
(CMC)
P

3.3 DETAILED SCORECARD OF THE GROUP HEAD

The following KPAs totalling a mimmum of 80 points of the Group Head's scorecard apply

The following dependencies apply

1 Timeous approvals of relevant authonties
2 Cooperation to all communicated requirements by relevant stakeholders
3 Provision of required resources (human and financial) as requested
4 Timeous resolution of escalated nsks by relevant decision makers
~ B
o - £ o E’
| 2EEs5¢ K Quarterly Roll Out of year-end target
] = .
KPA Performance Indicator 2 3 BERo T Evidence Reference
g PN =] @
3%8%3s & Q1 Q2 Q3 Q4
@ >
Development of Nr of IDP reviews 10 Approved 1 Approved Develop Confirmation IDP inclusive Final IDP Approved IDP by
Corporate Strategies completed 2017/18 IDP reviewed IDP | strategic of IDP of draft review tabled Council
and Plans actions based | Outreach SDBIP at Councif for
on long term Conceptual Approved by approval
vision to Approach by Council for
Inform the EXCO public
1DP participation
Improving Maturdy for Nr of legislated 10 5 legislated 5 legislated Quarter 4 Quarter 1 Quarter 2 and | Quarter Approved
Organisational quarterly performance reports® performance | (2016/17) (2017/18) mid-year 3(2016/17) performance reports
Performance reports submitted to reports orgamsational | organisational | (2017/18} organisationat | by counci
Management Council performance performance organsational | performance
report report performance report
reports

3 The 5 legislated reports include the 4 quarterly and the APR
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- @
o ¥ oo o
b ;.: £ 3 95_ ‘g B Quarterly Roll Out of year-end target
KPA Performance Indicator 2 E ] gud 2 Evidence Reference
= Pl IR T ¢
32553 5 at Q2 Qs a4
@ >
Annyal Performance 5 2015/16 1 APR Submit the Response to Approval of Process pian Counct reporis on
Report submitted to approved APR submitted to draft APR to MLAP 1ssues | APR by for 2018119 APR
Council Counci AG from the AG Counci AOPO
improving Maturity for Number of performance | 5 Pefformance 2™ draft of Process plan First draft First draft Reviewed Report on the
Orgamsational management management the reviewed for the review | reviewed reviewed framework performance
Performance frameworks reviewed framework Performance | of the framewaork framework tabled management
Management approved by Management | framework {abled at submitted for | finalsed and reviewed framework
Council m Framework tabled to EXCO consultation tabled to tabled at EXCO
November to Mayco for | EXCO EXCO
2014 approval
Encouraging a culture of | Nr of City wide 5 Ad-hoc Draft Process pian | First draft N/A 1 Approved research
research based decision | Integrated Research research Research tabled at research Research framework
making and delivery Framework developed framework EXCO framewark framework
Intiatives presented at submitted for approved by Implementation Plan
EXCO consultation presented at for the Research
EXCO Strategy
Facilitating Innovation Nr of young people 5 60 Callout ang Approval of Callout for Conclude Project Project assessment
driven solutions to benefiting from subsequent external young people | Induction 120 | assessment report inclusive of the
developmental Innovation programmes induction of Innovation to participate young people | report tabled attendance register
chalienges i the Csty young people | programme at | in2 into the to EXCO
{120) to an EXCO Innovation innovation
Innavation Programmes programmes
pregramme
Innovation Programme 10 2 evaluahion Develop Appomiment First draft of 2 Evaluation Reports
New reporis* Scope and of an Appointment evaluation considered by EXCO
ferms of evaluatorand | of an reports
reference fieid work evaluator and | completed
field work
Strategic Relations Develop COT Strategic 10 ] 1 Terms of Draft policy Fial draft Tabling of Approved IGR policy
Management Relations SOPs Reference developed communicate | SOPs to
finalised together with d with EXCO
draft SOPs stakeholders

4 The two projects o be evaluated are Fabl.ab and Ekasil.ab

13




<

o £ E& %
= -% EZsg ] Quarterly Roli Out of year-end target
KPA Performance Indicator | § | S 5E% T T Evidence Reference
= Exge2 s
O Mmoo -] Q1 Q2 Q3 Q4
o >
Develop quarterly 5 1% quarter 2% quarter 3% quarter 4" quarter EXCO MOU
assessment reports on New 4 reports assessmeni agsessment assessment assessment assessment report
the COT MOUs P report report report report tabled
developed developed developed developed
Develop Report on COT | 5 Develop a 1% I1GR report | 29IGR 3YIGR IGR report tabled at
IGR activities New 4 reports framework for | developed- assessment assessment EXCO
P monitonng midyear IGR report report
IGR matters assessment presented fo presented to
in COT* report EXCO EXCO
Job Creation Number of EPWP jobs 2 EPWP Report from
created None 10 0 4 N/A 8 Community and
Socal Development
Ensure efficacy Value of unauthonsed, as Section 71 report from
departmental budgeting rregular, frustless and 0 0 0 0 0 0 GFS, SCM
In hine with relevant wasteful expenditure Performance report
legistative prescripts incurred and Human Capital
Governance Report
Implementation of % of MSCOA Monthiy approved
MSCOA implemented as per MSCOA project plan
implementation plans 100%

100% 100% 100% 100% 100% Quarterly status report
on the mplementation
of MSCOA

Financial Management Y%revenue collected 95% 95% 85% 95% N/A N7A Quarterty
based on YTD performance report
projections

Ta ensure the delivery %of overall opex budget 98% 98% 98% 98% 98% 98% Quarterly Mayco

the corporate service vs opex targets report on opex and

delivery programmes achieved for the revenue targets/SAP
depariment extract report
Number of days taken 80 days 90 days 90 days @0 days Monthly SCM
to finalise tender (100%}) 100% 100% reperi/stats
evaluation from spec to (100%) (100%)
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5 Q1 will establish IGR achivities In the departments and set systems for reporting to take place
6 Each KPI1 under this weight will constitute a weighting of 1
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e £ E® ?'—’
2| SEEZ5% 8 Quarterly Roll Out of year-end target
[]
KPA Performance Indicator 2 E @_g :-; b 2 Evidence Reference
g - o 29 L3
3% 8%5 & Qi Q2 Q3 Q4
a >
appointment within 90
days from closing
% of quarterly planned Quarterly capdal
capital projects programme reports
milestones reached on listing actual vs
the approved corporate New KPI 100% N/A N/A 100% 100% ptanned miestones as
2017/18 SDBIP) per the quarterly
performance report
signed off by the
direct report
% reduction In tenders SCM report on tender
cancelled New KPi 0% N/A N/A 0% 0% cancellation
SUB-TOTAL FOR CORE DELIVERY 80
PROGRAMMES
SUB TOTAL FOR CORE MANAGEMENT 20
COMPETENCIES
TOTAL 100
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ANNEXURE B

PERSONAL DEVELOPMENT PLAN

Learning and Development
Need

Type of Development

E.g. Course, workshop,

Time-frame

Who is responsible

Further comments

Provide a specific conference, self-development | E.g. Within a specific E.g. Incumbent or his/her E.g. Resource reguirements,

description of the desired {researcher, reading, etc.) performance cycle. {July ~ Manager. Also specify the additional notes.

change (e.g. skills to be June} accredited Service Provider

gained, knowledge

acquired, topics

themes/content covered

Change management Research and Reading One year Incumbent None
Governance Conflict resolution and Labour 6 months COT Provider OR None If done internally
Relations University of Witwatersrand If through WITS, COT will have to
pay for the course
Managenal Leadership Development One year Combination of COT and This will need to be funded by
Incumbent either the City provided that the
UP/GIBS (course chosen type of a course will largely benefit
dependant) the City based on the Incumbent’s
type of the work
Should the leadership course
chosen cater for the above 2
learming areas, such wili be the
only requirement for the incumbent
16




4 ACCEPTANCE OF THE ADJUSTED PLAN

ADJUSTED PERFORMANCE PLAN FOR Ms. Nosipho P. Hiatshwayo for the Period: July
2017 to June 2018

Signed and accepted by
Ms Nosipho P Hiatshwayo

Date

Signed by the incumbent’s immediate supervisor
Dr, Moekets: Mosola

Date 28/ a3]208




