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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

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

And
Mr Hilgard Matthews, empioyee of the Municipality (hersinafter referred to as the Employee)
WHEREBY IT IS AGREED AS FOLLOWS:
1. INTRODUCTION

11 The Employer has entered into a contract of employment with the Employee in terms
of section 56 of the Local Government Municipal Systems Act 32 of 2000, as amended,
("the Systems Act”y The Employer and the Employee are heremafter referred to as
“the Parties”

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

13 The parties wish to ensure that they are clear about the goals to be achieved, and secure
the commitment of the Employee to a set of outcomes that will secure tocal government
policy goals,

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

2, PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

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

22 specify national and municipal key performance areas (KPA's), key performance
indicators (KPI's) and targets defined and agreed with the employee and to
comrmunicale to the employee the employer's expectations of the employee's
performance and accountabilittes in alignment with the Integrated Development Plan,
Service Delwery and Budget implementation Plan (SDBIP) and the Budget of the
municipality,

2.3 specify accountablities as set out in a performance plan, which forms an annexure to
the performance agreement,

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

2.5 momitor 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-onentated relationship with
its employee in attaining equitable and improved service delivery

COMMENCEMENT AND DURATION

This Agreement will commence on 01 August 2017 and will remam in force until 30
June 2018. Thereafter a new Performance Agreement, Performance Plan and Personal
Development Plan shail be conciuded between the parhies for the next financial year or
any portion thergof

The parties will review the provisions of this Agreement during June to July each year
The parties will conclude a new Performance Agreement and Performance Plan that
replaces this Agreement at teast once a year not later than 31 July of each successive
financial 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 dunng the above-mentioned
period to determine the applicability of the matters agreed upon The Employee will be
fully consuited before any such change 1s made

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

KEY PERFORMANCE AREAS (KPA's})

The Performance Plan (Annexure A) sets out-

41.1 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

Delivery and Budget implementation Plan (SDBIP) and the Budget of the Employer,
and shall include KPA's, KP!'s and targets, target dates and weightings

421 The KPA’s describe the mam 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 describe the timeframe i which the work must be
achieved
424 The weightings show the relative importance of the KPA's to each other
3
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6.1

6.11

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 will consult 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 responsibiities) within
the local government framework

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

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

552 Each area of assessment will be weighted and will contribute a specific part
1o the total score.
553 KPA’s covening 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 his/her performance m terms of the
outputs/outcomes {performance indicators) wdentified as per the attached Performance
Plan (Annexure A), which are hinked o the KPA's, and will constitute 80% of the overall
assessment result as per the weightings agreed to between the Employer and
Employee.

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

CORE MANAGERIAL COMPETENCIES (CMC}) WEIGHT
Financial Management (compuisory) 4
Service Delivery Innovation 4
Governance Leadership 4
Chent Crientation and Cusiomer focus {gompulsory) 4
People Management and Empowerment (Compuisery) 4
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 petformance review
discussion must be documented m a Personal Development Plan as well as the
actions agreed to and implementation must take place within set time frames

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

The annual performance appraisal will involve

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

plan:

{a)

{b)

Each KPA and its indicator(s) will be assessed according to the extent
to which the specified standards or performance mdicators have been
met and with due regard to ad hoc tasks that had to be petformed under
the KPA,

An indicative rating on the five-point scale will be used for each KPA
and indicator (see paragraph 6 6}

652 Assessment of the CMCs

(@)

{b)

{c)

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

An mdicative rating on the five-point scale will be provided for sach CMC
and indicator (see paragraph 6 6)

This rating will be multiplied by the weighting given to each CMC during
the contracting process, to provide a score.

6 53 Overali rating

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

The assessment of the performance of the Employee will be based on the following
rating scale for KPA’s and CMCs,

Description Rating
Cutstanding Performance far exceeds the standard expected of an employes at this
performance level The appraisal indicates that the Employee has achieved above
fully effective results against all performance critena and indicators as 5
specified in the PA and Performance plan and maintaned this in alt
areas of respongibiliy throughout the year
Perlormance Performance 15 significantly higher than the standard expected in the
significantly above Job The appraisal indicates that the Employee has achieved above
expectatons fully effective results against mere than half of the performance crtera 4
and ndicators and fully achseved all others throughout the year
Fully effective Performance fully meets the standards expected i ali areas of the job
The appraisal Indicates that the Employee has fully achieved effective
results aganst all significant performance cntena and indicators as 3
specified in the PA and Performance Plan

5
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Bescription Rating

Not fully effective Performance 1s balow the standard required for the job i key areas
Performance meets some of the standards expected for the job The
review/assessment indicates that the employee has achieved below 2
fully effective results against more than half the key performance
critena and indicators as specified In the PA and Performance Plan

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 agamst almost all of the performance cntersa and

mdicators as specified 1nthe PA and Performance Plan The employee 1

has faled to demonstrate the commutment or abiity to brng
perfermance up fo the level expecied m the job despite management
efforts fo encourage improvement

67 Each KPI {outputs and CMCs) will be rated according to the abovementioned
five-point scale The score of each KPl is calculated as follows:

Waeight per indicator x rate
3

The sum of respectively all the output KPI scores and all the CMC KP1 scores is
converted to 80% and 20% The sum of these two scores Is used for calculating
performance bonuses (see paragraph 11 2)

6.8 For purposes of evaluating the annual performance of the Group Head:
Communication and Marketing an evaluation panel conshtuted of the
followmng persons must be established -

681 City Manager,

682 Charperson of the performance audit committee or the audit committee
in the absence of a performance audit committee,

6 8.3 Member of the mayoral or executive committee or in respact of a
plenary type municipality, another member of council, and

684 City Manager from another municipality

SCHEDULE FOR PERFORMANCE COACHING
The performance of each Employee in relation to his/her performance agreement shall

he reviewed on the following dates with the understanding that reviews in the first and
third quarter may be verbal if performance 15 satisfactory.

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

72 The responsibility for rescheduling a canceled coaching session will be with the
mdividual 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 shall kesp a record of the mid-year coaching and annual
assessment meetings.

75 Performance feedback shali be based on the Employer’s assessment of the
Employee's performance

70y
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10.

10.1

102

11.

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

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

DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps 1s included
as Annexure B

OBLIGATIONS OF THE EMPLOYER

The Employer shall —

8911 create an enabling environment to facilitate effective performance by the
employee,

9.12 provide access to skills development and capacity building opportunities,

913 waork 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 estabhshed in terms of this Agreement; and

8915 make available to the Employee such resources as the Employee may
reasonably require from tme to time to assist him/her to mest 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 direct 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

10.1 3 a substanhal 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 Employee to 1ake any necessary action without delay.

MANAGEMENT OF EVALUATION QUTCOMES

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 al-inclusive annual remuneration
package may be paid to the Employee in recognition of outstanding performance to be
constituted as follows

7
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121

122

123

13

131

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%
129%
2 Below 100% Not fully Effective and No Benus but
Unacceptable Remedial Action is
Performance required

in the case of unacceptable performance, the Employer shall -

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

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

DISPUTE RESOLUTION

Any disputes about the nature of the employee’s performance agreement, whether 1t
relates to key responsiblities, priories, 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 managers directly accountable to the municipal manager (Group Head:
Communication and Marketing), the executive mayor or mayor withun thirty (30) days
of receipt of a formal dispute from the employee, whose decision shall be final and
binding on both parties

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 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: Communication and Marketing 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 outcome of any review conducted in terms of
Annexure A may be made available to the public by the Employer

8
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132  Nothing in this agreement dimunishes the obhgations, duties or accountabiliies of the
Employee in terms of lis/her contract of employment, of the effects of existing or new
regulations, circulars, policies, directives or other instruments

13.3  The performance assessment results must be submitted to the Mayoral Committee of
the CoT within thirty (30} days after conclusion of the assessment

Thus done and signed at Feerona on this the.Z7). day of eech ao18

.............................

AS WITNESSES
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CITY OF

TSHWANE

IGNITING EXCELLENCE

ANNEXURE A PERFORMANCE PLAN

FOR

MR HILGARD MATTHEWS

GROUP HEAD: COMMUNICATION AND
MARKETING
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PURPOSE

The performance plan defines the Council's expectiations of the Group Head:
Communication and Marketing, performance agreement to which thus document 1s
attached and Section 57 (5) of the Municipal Systems Act, which provides that
performance ohjectives and targets must be based on the key performance mdicators
as set in the Municipality’s Integrated Development Plan (IDP) and SDBIP, as reviewed
annualfly.

O8jecTIveS OF LocaL GOVERNMENT

The following objectives of local government informed the IDP of the CoT and will inform
the Group Head: Communication and Marketing performance aganst set
performance indicators

21 Provide democratic and accountable government for locaf communities

22 Ensure the provision of services to communities in a sustainable manner

23 Promote social and economic development.

24 Promote a safe and healthy environment

25 Encourage the involvement of communities and community organisations in the

matters of local government.
SCORECARD OF THE GROUP HEAD: COMMUNICATION AND MARKETING

The City of Tshwane approved 5 development strategic piiars in the IDP of 2017 - 2021
The targets to achieve the pillars for the FY2017 - 18 are defined m the EM approved
SDBIP of 2017 - 18 The Group Head: Communication and Marketing is to ensure
that commitments made by the City Manager are achieved.

The scorecard of the Group head: Communication and Marketing s made up of the
following

+ Core managenal competencies of the Group Head: Communication and
Marketing (3 2 below)

«  Core senvice delivery targets of the Group Head: Communication and
Marketing (3 3 below)

}/,[i/



3.2 CORE MANAGERIAL COMPETENCIES OF THE GROUP HEAD

The core managernial competencies form 20% of the Group Head: Communication and Marketing total score  The core managerial competencies consist
of the following and are scored as follows

sernvices provided

Re-zvaluation of the financial
management systermn

» The Group Head to ensure overall
performance, monitaring and
oversee the supply chain turn tme
{days) (R30 000 - R 200 000) and
supply chain turnaround time (days)
{above
R 200 000)

CORE
CoT
MANAGERIAL INTENTION OF STRATEGIC DESCRIPTION OF WHAT IS FREQUEN
COMPETENCIES | STRATEGIC PILLAR REQUIRED BY THE GROUP HEAD | WEIGHT |y EVIDENCE
{CMC)

Financial 5 Expenditure Management programme 2 *Approved cash flow plans

Management A City that is open, Ensunng  financial  synergy : »  The Group Head ensures the Quarterly | *SAP report with the actuals

{Compuisery) honest and (balance between whera to mvest, implemeniabon of the capita! and based on the cash flow plans

responsive where to harvest, how to balance operatonal budget as per the
nsk and how to ensure customers approved cash-flows in the SDBIP
pay) {annexure B and C) and the
appraved targets (annexure A)
Ensure financial hquidity (ability te | »  Measures are putin place o ensure Quarterly | *Excel spreadsheet that
be m a positive cash flow position, that creditors receive payment within outlines
io be able o pay our short ferm 30 days Name of the service
financial obligations) provider, vendor number,
date of recaipt of nvoice,

Effective and efficient revenue, date of payment and the
debtor and credit rating system days faken to pay the serv.ce
The system must ensurs financial providet
synergies that wii ensurg the -
optmum receipt of payment for | SUPPlY Chain Management Quarterly | *Quarterly Status Report on

the turnaround time on
supply quotations and
tenders




b

CORE

CoT
MANAGERIAL INTENTION OF STRATEGIC DESCRIPTION OF WHAT IS FREQUEN
COMPETENCIES |  °HAT=oIC PILLAR REQUIRED BY THE GROUP HEAD | WEIGHT |~ oy EVIDENCE
{CMC)
o An improved credit ratng fo, | » Al tenders are submitted htmeously Quarterly | Procurement Plan/List of
negotiate better terms  with in terms of the Procurement Plan staius of all tenders
regards external funding and (List of tenders submitted for supmitted
loans, increase the level of public advertising and approved during the
prvate partnership interventions periad under review }
and funding from both Provincial | « Al external and grant funding Quarterly | * Report on grant received
and National Govemment received is spent In line with and the expendifure in ine
requirements of donors and with donors’ requiremenis
appreved plans (Including MIG).
Evidence of received funding
Grant and subsidies management Quarterly | Report on grant received and
Al external and grant funding the expenditure in line with
received 15 spent in line with donors requirements
requirements of doners and
approved plans Evidence of
raceved funding
Risk Management Quarerly | Quarterly mitgation
Cversee the implementation of the plan/action plan on 1dentiiied
nsk management plan/report rsk
Asset management programme 1 Quarterly | Asset Regster for the
¢ Ensure that the asset register s depariment
compliant with requirgments of the
Group Financial Services
Depariment, AG and the Department
Finance
Minimum Competency Levels 1 Quarterly | *Assessment or certificate of

+ Must meet all applicable unit
standards for the position of the
Group Head as prescnbed by the
National Treasury minimum
competency Regulatons, R493 of
2007

acquired competence

14
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CORE

CoT
MANAGERIAL INTENTION OF STRATEGIC DESCRIPTION OF WHAT IS FREQUEN
COMPETENCIES |  STRMTENC PILLAR REQUIRED BY THE GROUP HEAD | WEIGHT |y EVIDENCE
{CMC)
 Proof of the completed Compstency *Proof of Competency Level
by the Group Head and his direct
reporis
Service Dellvery 5 Corporate Portfolio Management 2 Quarterly | *Quarterly reports an
Innovation A Citythatis open, |+  Intermal control system | Programme departmental comphance in
honest and encompassing legisiation, | »  The Group Head puts in place line with the preject planned
responsive pehices, procedures and people measures o ensure that all projects and scheduled
are planned and scheduled
» Direcling and control | » The Group Head approves all Quarterly | *Project plans by the Group
management activiias with good project plans Head
systems and processes ¢  The Group Head ensures that all Quarterly | *Risk register and signed
, deparimental projact risks and reportmemo Indicating
 Focus on the integration of Issues are addressed 100% implementation of
systems and processes mifigation measures
s  The Group Head reports on Quarterly 1 *QPR Report/ Cireular 1
» Managng our processes to performance of the department as Report indicating % of
achieve economies of scale or required by carporale precesses achievement
value chain niegration. » The group Head ensures 2 Quarterly | Record with altendance
stakeholder management to Register{s) and Minutes cn
»  Establishment of entites in line unblock blockages in service management of unblocking
with Sectien 83(F) of the Local delivery biockages in the service
Gaovernment Municipal Systems delivery
Act « The Group Head ensures that all Quarterly | *SAP Projects cost pnntout
projects and programmes planned *Qr Completion certificate
for a spectfic financial year are *Or Mayco close out report
delivered within time, cost, qualiy
and scope
+ Measures are putin place to Quarterly | * Status Report on project

address reasons for project delays

delays with mirgation plan
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CORE

CoT

MANAGERIAL INTENTION OF STRATEGIC DESCRIPTION OF WHATIS FREQUEN
compeTENCEs | STHATESIC PILLAR REQUIRED BY THE GROUP HEAD | WEIGHT | "oy EVIDENCE
{CMC)
In previous years so that they do
not recur
Govemnance 5 »  Altendance of Mayco 2 Quarterly | *Attendance register
Leadership ACitythat1s open, | « Abie o promote, direct and apply
honest and professionalism in managing nsk ; «  Attendance of Council Meetings as Quarterly | *Attendance register
responsive and compiiance requirements of directed by EM/CM
the Division and apply a thorcugh |« Attendance at EXCO Quarterly | *Attendance register
understanding of governance '™ MAYCO/EXCO Quarterly | *Quarterly progress Mayco
practices and obligations commitments/resolution addressed report
»  100% achievement of Executive Quarterly | *Stafus report from the OEM
commitments acanst the plan indicating % achievement
Audit programme 2 Quarterty | *Confirmation/Declaratton
+ Resolve 100% of AG ssues related from Internal audit indicating
to the department % of AG findings resolved
«  Achieve an ungualified audit Annually | AG repert
s Number of AG findings - malter of Quarterly | *MCAM report
emphasis addressed *Progress of action
plans in line with the City's
AG Management letiers
«  100% Reduction on number of Quarierly | *Confirmation/Declaration
internal audit findings from Internal audit showing
% raduchion of audit findings
« 0% of repeat of both internal and Quarterly | *Conflrmation/Declaration
external audn findings from Internal audit showing
0% of repeal findings
Human Capital 5 Optimised human capital programme 4 Quarterly | * Approved Workplace Skilis
Management A City that 1s oper, | » Capacitate pecple on business « The Group Head ansurss skills Plan
honest and processes fo be effective leaders development and training as per the
fesponsive pronties of the workplace skills plan * Proof of Atiendance as per

ihe identified capacity
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CORE

CoT
MANAGERIAL INTENTION OF STRATEGIC DESCRIPTION OF WHAT IS FREQUEN
comPETENCES | STRAECIC PILLAR REQUIRED BY THE GROUP HEAD | WElGHT | oy EVIDENCE
{cMC)
= Puthing in place precesses and and Report. % of staff sent for devalopment programmes in
steps 1o creale entrepreneurship, training courses line with the sKills plan and
ownership and instil a sense of report
pride in achieving the visionand | »  The Group Head ensures that Quarterly | Staius Reporl on Grievances
mission of CoT grevances are addressed within from Group Human Capital
policy and regulations and corporate
» [Effectve decision-making through tmelines [step 1 and 2)
empowered leaders * Al funded vacancies are filled Quarterly | *Signed raport on the filing
of vacancies from Group
« Building continuity and Human Capital
sustainability of institutional ¢ Ensure legal comphance, lifigation Quarerly | Repori/ Declaration lstter
arrangements and labour prosscution management from Group Human Capital
within the department on the litigation and
e |eadership taking ownership of presecution matters within
decision and results {against the department
Employment Equity Quarterly | Status Report on
« Building a centre of excellence ¢ Ensure the implementation of the implementation of EE Plan
through research and Employment Equity Plan/Report indicating % of achievement
deveiopment Ensure the percentage (%) of from Group Human Capital
employees from previously Management
+ The implementation of the disadvantaged groups appointed
Tshwane Service Excellencs per the approved EE plan target
awards Is an initiativa In this 100%
stralegic objective Occupational Heaith & Safety (OHS): Annually | 100% Compliance fo OHS
e Raduction of Secton 24 ncidents *Status Report from Group
within Division within financial year Human Capital
Individual Performance Management Quarterly | Atftendance register anc

s  Coaching of subordinales takes
place against approved
performance agreements

coaching minutesfinstruction,
rating sheet signed by the

17
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CORE

CoT

MANAGERIAL INTENTION OF STRATEGIC DESCRIPTION OF WHATIS FREQUEN
COMPETENCIES |  STDATEGIC PILLAR REQUIRED BY THE GROUP HEAD | WEIONT |~ gy EVIDENCE
LAR
{CMC)
meumbent and the
supervisor
e  Group Head to ensure that all Annually | Signed Performance
direct reports employses signed Agraements with
performance agreements with Plan performance pian
forthe FY 2017/18
Change management Quarterly | Stalus Heport from Group
s  Group Head fo ensure 100% Human Capital indicating the
implementation of change implementation status cn
management action plans each change management
action plan
Staff meetings Quarterly | Attendance Regster and
s Number of staff meetings with all Minutes
levels of staff addressed by the
Group Head
Employee satisfaction survey Quarerly | Employee Satisfaction
o % cf Employee Satisfaction level survey status report from
within the Departmeant Group Human Capital
Client Onentation 2 Customer relationship management 2 Quarterly | *Certificate of compliance
and Customer ACitythatcares | e Improving Customer Relation | programme petitions from Office of Speaker on
Focus for residents and Management fo ensure that [e  Provide responses fo pefiions within the petitions resalvad
{Compulsory) promotes residents have positive and fimelines and requirements
Inclusivity effective customer expengnces communicated so that the CoT can
when engaging with the City achieve its target of rasponding to
5 petiicns within 90 days
A City that s open, Communicating  reqularly and | Pubhe Protector Quarterly | *Status report from office of
honest and effectively with residents «  Provide responses to public the City Manager on public
responsive protectar cases withmn tmelines and protector cases received and

reguirements communicated so that

responded to

18
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CORE

CoT
MANAGERIAL INTENTION OF STRATEGIC DESCRIPTION OF WHAT IS FREQUEN
COMPETENCIES |  STRMTEGIC PILLAR REQUIRED BY THE GROUP HEAD | WEIGHT | oy EVIDENCE
{CMC)
Using technology hike social media the CoT can achieve its target of
creatively to reach more residents responding to public protector cases
in the Ciy's communications within 80 days
efforis Human Rights Commission Quarierly | * Status report from Office of
*  Provide responses to Human Rights the City Manager
Commisston within imelines and Human Rights Commission
requirements communicated so that responded to
the CoT can achigve s target of
responding to Human Rights
Commission within 30 days
PAIA Quarterly | * Status report from Office of
¢ Prowids responses to Promotion of the City Manager on PAIA
Access to information Act of 2000 responses
{PAIA) requests within 30 days
Presidential Hotline Quarterly | * Quarterly Status Reports
»  Provide responses to Presidential from OEM on presidential
Hotling within timelines and hotline responses.
requiremants communicated so that
the CoT can achieve 1is target of
responding to
Gauteng Premier Hotline Quarterly | *Quarterly status report from
*  Provide responses to Gauteng OEM on Gauteng Premier
Premier Hotling with timelines and Hotlne responsas
requirements communicated so that
the CoT can achieve iis target of
responding fo
National Consumer Commission Quarterly | Status report from Office of

»  Provide responses to Nalional
Consumer Commission within
imelines and requirements
communicated so that the CoT can

the City Manager nalional
consumar commission
respending to compliance
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CORE

Respond to community concems
and 1ssues raised in line with

CoT
MANAGERIAL INTENTION OF STRATEGIC DESCRIPTION OF WHAT IS FREQUEN
COMPETENCIES | STRATEC'C PILLAR REQUIRED BY THE GROUP HEAD | WEIGHT | * ey EVIDENCE
(CMC)
achieve its target of responding to
national consUMmEar CommIssIon
within 80 days
«  Provide requested :nformation to Quarterly | Cerbficate of compliance
Ward Committee Meetings as per from Office of the Spaaker
guidelines & targets set by the
Office of the Speaker
« Piovde progress  on the Quarierly | Progress Heporion the
implementation of MOU's implementation of Molls/
Declaration Letter from City
strategy and organizational
performance
s  Deliver on Deparimental Quarterly | "Batho Pele Report with
requirements of the corractive action 10 address
Instituticnaksation of Batho Pele as compliance from Group
per gurdelines and largets set by Human Capital
Group Human Capital
o Implement IGR in line with corporate Quarterly | *Proof of attendance from
targets and framewaorks with regard City Strategy and
to functions organizational performance
«  Ensure attend Public Hearings Quarterly | *Proof of attendance
related to the departments work
»  Ensure atfend relevant EIA Quarterly | *Proof of attendance
meetings and ensure that the
department complies with EIA
requirements
Customer centricity programme 2 Quarterly | *Staius report from Office of

the Speaker ic ascertan ali
concems are addressad

Yy
W\
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CORE

CoT
MANAGERIAL INTENTION OF STRATEGIC DESCRIPTION OF WHAT IS FREQUEN
COMPETENCIES STSfﬁg‘c PILLAR REQUIRED BY THE GROUP HEAD | WEIGHT | "oy EVIDENCE
{CMC}

customer care gudalines and

targets

% of unresolved CoT ralaied issues Quarterly | *Status raport from OEM

in the Hotline are escalated against

the received complaintsinquiry

A 72 hour customer feedback Quarterly | *SAP Customer Cars

tumnaround tme 1s achieved at alt Repert of Depariment

times including weekends and

holdays (% compliance to the 72

haur furmaround

Reduction of all backlogs on all Quarterly | *status report on the

Inguiry of complaints reducticn of all backlogs on
ali inquiry and complains
from CEM

SUB TOTAL 20

I ﬁ
Ay
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3.3

The foliowing KPAs totaling a mimimum of 80 points of the Group Head scorecard apply

The following dependencies apply”

BN =

Timeous approvals of relevant authorities

Cooperation to all communicated requirements by relevant stakeholders

DETAILED SCORECARD OF THE GROUP HEAD: COMMUNICATION AND MARKETING

Provision of required resources (human and financial) as requested
Timeous resolution of escalated nsks by relevant decision makers

E =
g -§ - g Quarterly Roli Out of year-end target
Sis e =
. ATES = & Evid
KPA Performance Indicator Weight 2EH E B Sferans
255 5 2 Reference
Zes 5 e o1 02 Q3 o4
5= - [}
3% $
o0 i3
MAYCO
Number of CoT brand é\rpa;:]rgv?d tG "
posttioning and communicalion 10 Q 1 1 NIA 1 0 0 report fmit?} eay
strategy developed implementation
plan
E:_';"::"Ed CoT identity and Number of interal brand :\en?:tzigzz
prometion Interventions 5 New KP! 8 30 N/A N/A 3 3 quganer!y
held/conducted prometon repor
Number of external brand guige{;?' :;?gr?al
promofion interventions 5 New KPI 4 20 N/A 1 1 2 brgnd promotion
held/conducied intervenfion
22
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£ =
£ -i:’ - S Quarterly Rolf Out of yeat-end target
2% . g =
Weiht | £28 | & g
. eight o £ N = Evidence
KPA Performance Indicator % £z E g, Reference
EN L 3 = ai az 03 a4
Es = 5
c 8 2
=3 n
Quarterly report
Number of City sfrategic zspasgﬂféems
projests profiled with regards to
marketing and communication 3 ! 19 % 5 5 5 4 Detaled
strategies rnarketmg and
communications
aclion plan
Number of Gnd communication éﬁﬂ?n\:jergcanon
framework developed and 2 New KPi 1 1 N/A N/A N/A 1
approved by EXCO gnd framework by
PR EXCO
Number of integrated service Approved
delivery “l am Tshwane’ 2 New KPI 1 1 N/A NFA N/A 1 Strategy by
strategy approved EXCO
Number of substance abuse 2 New KPI 1 10 N/A N/A 0 1 Pictures, bill
Awareness's run/funded by the boards’ designs,
city @ cards designs
elc.
% of multi-deparimental
participative stakeholder o o . o o Quarterly report
’ engagements coordinated 3 New KP! 100% 100% N/A 100% 100% 100% against the plan
Enhanced City Stakeholder acainst the pian
relations g P
% of pariicipaiive stakeholder Quarterly report
engagements coordinated 3 | NewKPl | 100% | 100% | NA | 100% | 100% 100% Y 1EP
against the plan
against the plan
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£ -
£ o g Quarterly Roll Out of year-end target
B8 = B =
Weight & E% = g Evidence
- a5 { E—4
KPA Performance indicator % E 5 g g, Reference
ENL B e ot Q2 Q3 04
Es = 5
O @ £
m n
e Serr Ot
3 New KP| 1 1 N/A 1 NA N/A management
managernent developed and 30P
approved
engagements te educate
internal & External Stakeholders
about Events Compliance Lefters,
Effective and Efficient Events “(internai Nr of Education Atftendance
Support and Compliance AWareness 3 New KP! 16 80 & 2 5 3 Registers
Departments, Government i:;;’\gemt:ia's,h t
Departmants & Events EpOrs, priotos
Organizers
% comphance to evant
management Standard 3 New KPI 80% 100% N/A N/A 80% 80% Quarterly Report
Operating Procedures
Quarterly report
on edited
% of documents edited for 100% 100% | documenis
effective use of language within 3 100% 100% 100% 100% 100% reflecting the
3 worlang days of recaipt number of days
Language Services taken to edt
documents
Quarterly report
% of documents translated for on Translated
effective use of language within 2 100% 100% 100% 100% 100% 100% 100% | documents
3 working days of receipt reflecting the
number ¢f days
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E =
g .._E: - _% Quarterly Roll Out of year-end target
8 . & =
KPA Perfotmance Indicator Weight g Fé g e B R:fleli?acci
&= 2 E
£g% g = al a2 a3 a4
5% > =
S 9 -,;.‘:
m 0
taken fo franslate
documents
2%
increase Quarterly status
% Increase in followers on social 10 New KP| against 10% N/A 2% 2% 2% Digital Report for
media platforms the increase Increase | increase | increase | twitter and
p
previous Facebook
Reputation management and quarter
responsive government N .
Nr of Articles producad/ cl;ﬁfﬁgspe
contributed by the depariment 5 50 80 400 20 30 20 10 | and media
profiing the good sfones and release reports
promoting the image of the City
Opex budget expenditure v/s ° o 2 o o o Quarterly SAP
Opex target met 5 New KP! 95% 95% 25% 50% 75% 85% report on Opex
Approved Mscoa
project plan from
Financial Management J00% gé‘?ﬁge?’aﬂce
% of Mscoa implemented 2 0% 100% 100% ? 100% 100% 100% Quarterly status
report the
implementation of
Mscoa GFS
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£ =
E £ - § Quarferly Rofl Out of year-end target
- Q o
" Weight | G =& = Evidence
KPA Performance Indicator % :é. = g g Reference
EFES g = ai Q2 a3 Q4
R > E
(L] pd
] 1
Section 71 report
from GFS, SCM
Value of unauthonzed, irregular, Perfermance
fruitiess and wasteful 2 New KPi 0 0 0 0 0 0 report and
expenditure ncurred Human Capial
Governance
report
Number of days taken fo finalise
tender evaluahon from spec to 60 80 60
appointment within 60 days from 3 New KP! days days days 60 days 60 days 80 days | SCM Repor
closing
% reduction in tenders cancslled 2 New KP 0 0 N/A NiA 0% 0% SCM Report
f Quarterly EPWP
. . Number of job opportunities status report from
fﬁgb"f’g;‘(,‘j;cfg°r“;£"%°Wth created through EPWP 2 0 50 250 10 10 10 20 | Communty
9 prog Inhiatives Development
Services
SUB-TCTAL FOR CORE DELIVERY PROGRAMMES 80
SUB TOTAL FOR CORE MANAGEMENT COMPETENCIES 20
TOTAL 100
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4 ACCEPTANCE OF THE ADJUSTED PLAN

ADJUSTED PERFORMANCE PLAN FOR Mr Hilgard Matthews for the Period: August
2017 to June 2018

Signed and accepted by
Mr Hilgard Matthews

Date’ 2o " laccy o8

Signed by the incumbent’'s immediate supervisor FHVY

Date Z,q V)/)r’*\zcﬁ zo;%




