PERFORMANCE AGREEMENT
Made and entered into by and between:
Maluti-A-Phofung Municipality
[AS REPRESENTED BY THE MUNICIPAL MANAGER]
Adv. Motswahae Matthews Mofokeng
AND
Thuso Ronald Marumo
Acting Chief Financial Officer
for the

FINANCIAL YEAR: 01 JULY 2025 - 30 JUNE 2026
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ENTERED INTO BY AND BETWEEN:

The Municipality of Maluti-A-Phofung Municipality herein represented by Motswahae
Matthews Mofokeng in his capacity as the Municipal Manager (hereinafter referred to as the
Employer or Supervisor) and Thuso Ronald Marumo in her capacity as the Acting Chief Financial

Officer (hereinafter referred to as an Employee)
WHEREBY IT 1S AGREED AS FOLLOWS:

1, INTRODUCTION

1.1 The Employer has entered into a contract of employment with the Empioyee in terms of
Section 57(1){a} of the Local Government: Municipal Systems Act of 2000 (hereinafter
refarred to as the “Systems Act”}. The Employer and the Employee {are hereinafter

referred to as “parties”).

1.2 Section 57(1)(b) of the Systems Act, read with the Contract of Employment conciuded

between the parties, requires the parties to conclude an annual performance Agreement.

1.3 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 wilt secure loca! government

policy goals.

1.4 The parties wish to ensure that there is compliance with Sections 57(4}(a), 57{4}{b} and
57(5) of the Systems Act.

2. PURPQOSE OF THIS AGREEMENT
The purpose of this agreement is to —

2.1 comply with the provisions of Section 57 {1)(b}, (4){a}, (4)(b) and {5} of the Systems Act as

well the Contract of Employment entered into between the narties;

2.2 specify objectives and targets established for the Employee and to communicate to the
Employee the Employer’s expectations of Employee’s performance expectations and

accountabilities;
2.3 specify accountability as set outin the Performance Plan (Annexure Aj;

2.4 monitor and measure performance against set targeted outputs;
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2.5

2.6

2.7

31

3.2

33

34

3.5

3|P

use the Performance Agreement and Performance Plan as the basis for assessing the
suitability of the Employee for permanent employment and/or to assess whether the

Employee has met the performance expectations applicable to his job;

appropriately reward the Employee in accordance with the Employer’s performance

management policy in the event of outstanding performance; and

give effect to the Employer’s commitment to a performance-crientated relationship with the

Employee in attaining equitable and improved service delivery.
COMMENCEMENT AND DURATION

This agreement will commence on 14 August 2025 and will remain in force until (A period not
exceeding three months) where after a new Performance Agreement, Performance Plan and
Personal Development Plan shall be concluded between the parties for the next financial year

or any portion thereof;

The parties will review the provisions of this Agreement at least once a year, during June each
year. The parties will conclude a new Performance Agreement and Performance Plan that
replaces this Agreement at least once a year by not later than the beginning of each successive

financial year.

This Agreement will terminate on the termination of the Employee’s contract of employment

for any reason.

The content of this Agreement may be revised at any time during the abovementioned period

to determine the applicability of the matters agreed upon.

If at any time during the validity of this Agreement the work environment alters (whether as
a result of government or council decisions or otherwise) to the extent that the contents of

this Agreement are no longer appropriate, the contents shall immediately be revised.



2.5 use the Performance Agreement and Performance Plan as the basis for assessing the
suitability of the Employee for permanent employment and/or to assess whether the

Employee has met the performance expectations applicable to his job;

2.6 appropriately reward the Employee in accordance with the Employer's performance

management policy in the event of outstanding performance; and

2.7 give effect to the Employer's commitment to a performance-orientated relationship with

the Employee in attaining equitable and improved service delivery.
3. COMMENCEMENT AND DURATION

31 This agreement will commence on 14 August 2025 and will remain {in the advertised
position until such time a suitable candidate has been appointed) where after a new
Performance Agreement, Performance Plan and Personal Development Plan shall be

concluded between the parties for the next financial year or any portion thereof;

3.2 The parties will review the provisions of this Agreement at least once a year, during June
each year. The parties will conclude a new Performance Agreement and Performance Plan
that replaces this Agreement at least once a year by not later than the beginning of each

successive financial year.

33 This Agreement will terminate on the termination of the Employee’s contract of

employment for any reason.

3.4 The content of this Agreement may be revised at any time during the abovementioned

period to determine the applicability of the matters agreed upon.

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

revised.
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4.1.2

4.2

4.3

4.4

5.1

5.2

53
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the performance ckjectives and targets that must be met by the

Employee; and

the quality reguirements and time frames within which those performance objectives and

targets must be met.

The performance objectives and targets reflected in Annexure A are set by the Employer
in consultation with the Employee and based on the Integrated Development Plan and
the Budget of the Employer, and shall include key objectives; key performance indicators;

target dates, quality requirements and weightings.

The key objectives describe the main tasks that need to be done. The key performance
indicators provide the details of the evidence that must be provided to show that & key
objective has been achieved. The target dates describe the timeframe in which the work
must be achieved. The quzlity requirements define the quality standards which the

indicators must maet. The weightings show the relative impertance of the key chjectives

to each other.

The Employee’s performance will, in addition, be measured in terms of contributicns to

the goals and strategies set out in the Employer’s Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

The Employee agrees to participate in the performance management system that the
Employer adopts orintreduces for the £mployer, management and municipal staff of the

Employer.

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

Employer, management and municipal staff to perform to the standards reguired.

The Employer will consult the Employee on the specific performance standards that will

be included in the performance management system as applicable to the Employee.



6.1

6.2

8.3

65.3.1

6.3.2

6.3.3

6.4

AGREEMENT TO COMPLY WITH EMPLOYER’S SYSTEM

The Employee agrees to participate in the performance management and development

system that the Employer adopts.

The Employee undertakes to actively focus towards the promotion and implamentation
of the KPAs (including special projects relevant to the employee’s responsibilities) 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 Agresment.

The Employee must be assessed against both components, with a weighting of 80:20
allocated to the Key Performance Areas (KPAs) and the Leadership Competencies

respectively.

Each area of assessment will be weighted and will contribute a specific part to the

total scare.

KPAs covering the main areas of work will account for 80% and Leading

Competency Requirements will account for 20% of the final agsessment.

The Employee’s assessment will be based on his/ her perfarmance in terms of the
outputs/ outcomes (performance indicators) identified as per attached Performance Pian
(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:

#

| Key Performance Areas (KPA's) | Weighting \
| | £

Basic Service Delivery

Local Economic Development

Municipal Financial Viability and Managemeant

Municipal Institutionai Development and Transformation

SH Rl el

Good Governance, Leadership and Public Participation

Total 100

6.5

v
(W)

The leading Competencies make up the other 20% of the Employee’s assessment score.

The table below depicts the leading competencies assigned to the senior manager as per
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the Local Government “Regulation” on the appointment and conditions of employment

of senior manager

CORE
COMPETENCY

institutional Standard

Chief Financial Officer’s

Standard

Communication

Able to share information , knowledge and |
ideas ina clear focused and concise manner
appropriate for the audience in order to
effectively convey, persuade, and influence
stakeholders to achieve the desired

ouicome

Disseminate and convey

information and knowledge

adequately

10

2.

Result and Quality

Focus

Able to maintain the high quglity standard
focus on achieving results and objectives
while consistently striving to exceed
expectation and encourage others to meet
the gquality standard , further to actively
monitor and measure resuits and guality

against identified objectives

Monitors progress, quality of

work , and use of rescurce,

provides status updates and

make adjustments as needed

Planning and

organising

Able to plan, prioritise and organise
information and resources effectively to
ensure the quality of service delivery and
build efficient contingency plans to manage

risk

Schedule tasks in order to

ensure that they are

performed within budget and

with efficient us of time and

| resources

10

Krnowiedge and |
Information

management

Able to promote the generation and sharing |
of knowledge and information through
various processes and media in order to
enhance the collactive knowtedge base of

lacal government

Regularly share information

and knowledge with
stakeholders and team

members

Analysis and

Innovation

Able to analyse information, challenges,

and trends to establish and implement

Identify solutions on various

" areasin the department

GmJ
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facts—based solutions that are innovative to
improve institutional processes in order to

achieve key strategic objectives

b. Moral

Competencies

Able to identify moral trigger, apply
reasoning that promotes honesty and
integrity consistently, display behaviour

that reflects moral competence

Identify, develop and apply

measures of self-correction

10

) Total 50

|




Leadership Generic Standards Chief Financial Officer’s | Weight
Competencies standard
1 Strategic direction  Provide and direct a vision for the | Actively define performance 10
i and leadership institution and inspire and deploy others to | measures to monitor the
deliver on the strategic institutional | progress and effectiveness of
mandate the department
2 f_PeopIe Effectively manage, inspire, and en_courage Provide mento'ring and S
| Management people respect diversity, optimise talent = guidance to othersin orderto
and build nurture relationship in order to | increase personal
achieve institutional objectives effectiveness
Identify development and
learning needs within the
department
3 Program and | Able to understand program and project | Toensure thatdepartmeﬁtal 5
| Project management methodology plan, | programs monitored to track
Management management, monitoring and evaluate = progress and optimal
specific activities in order to deliver set | resource utilisation and
objectives adjustments are made as
needed
4 Financial Able to co_mpile plan and manage budget, ‘ identify and impi_ement 15
Maragement control cash flow, institute financial risk | proper  monitoring  and
management and administer procurement | evaluation  practises  fo
processes in accordance with the | ensure appropriate spencing |
recognised financial practises. Further to | against budget
ensure that all financial transactions are
managed in an ethical manner
5 Changed leadership = Able to direct and initiate transformation in | Motivate and inspire others 5
departmental e employees in order to around change initiatives
successfully drive and implement new
.
8jrage ﬁ’:f_
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initiatives and deliver professicnal and

qualiity service 1o the communities.

6

Governance

Demonstrate a high level of 10

in complying

governance

Able to promote, direct and _apply
Leadership professionalism in  managing risk and commitment
compliance requirements and apply a  with
thorough understanding of governance  requirements
practises and obligations. Further able to
deliver to direct the conceptualisation of
relevant policies and enhance co-operative
governance relationship.
Total50
7. EVALUATING PERFORMANCE
7.1 The Performance Plan {Annaxura A) to this Agreement sets out:

7.1.1 the standards and procedures for evaluating the Employee’s performance; and

7.1.2  theintervais for the evaluation of the Employee’s parformance.

7.2 Despite the establishment of the agreed intervais for evaluation, the Employer may in

addition review the Employee’s performance at any stage {e.g. quarterly — highly

recommended) while the contract of employment remains in force.

7.3

Personal growth and development needs identified during any performance raview

discussion must be documented in 2 Personal Development Plan as well as the actions

agread to and implemented within the agreed upon time frames.

7.4 The Employee’s performance will be measured in terms of contributions to the goals and

strategies set out in the Employer’s IDP.

7.5 The annuzl performance appraisal will invelve the following:

7.5.1 Assessmeant of the achievement of results as outlined in the performance plan:
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(a)

fach KPA shall be assessed according to the extent to which the specified
standards or performance indicators have been met or exceeded and with due

regard to ad hoc tasks that had to be performed under the KPA.
An indicative rating on the five-point scale should be provided for each KPA.

The applicable assessment rating calculator (refer to paragraph 7.5.3 below) must

then be used to add the scores and calculate a final KPA score.

7.5.2 Assessment of the leading and Core Competency Requirements:

{a)

Each Assessment of the leading and Core Competency Requirements should be

assessed according to the extent to which the specified standards have been met.

An indicative rating on the five-pcint scale should be provided for each

Assessment of the leading and Core Competency Requirements.

The applicable assessment rating calculator (refer to paragraph 7.5.1) must then
be usad to add the scores and calculate a final Assessment of the leading and Core

Competency Reguiraments score.

7.5.3 Overall rating

An overal! rating is calculated by using the applicable assessment-rating calculator. Such overall

rating represents the cutcome of the performance appraisal.

7.6

Assessment of the performance of the employee

The assessment of the performance of the Employee will be based on the foliowing rating scale

for KPA's and CCRs:

"LEVEL | TERMINOLOGY  DESCRIPTION RATING
\ 123 1 45
| ]
| 5 | Outstanding Performance far exceeds the standard

| | expected of an empioyee at this leval.

perfermance
‘ The appraisal indicates that the
Employse has achieved abaove fully

\ < .
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[NEEEE

~ effective results against all performance |

| LEVEL TERMINOLOGY DESCR!PTION RATING ‘
l

|
| I criteria and indicatars as specified in the

‘ PA and Performance plan and {
‘ L \maintained this in all areas of‘ ‘

| responsibility throughout the year. |

| 4 Performance - Performance is significantly higher than |
| |
o the standard expected in the job. The l
significantly |
| appraisai indicates that the Employee

above expectations | pas achieved above fully effect'[ve‘

results against more than half of the

' ‘ | performance criteriz and indicators and ‘

l ' fully achieved ali others throughout the

‘ | year.

| |
3 Full effective | Fully effective Performance fully meets |

‘ I ’ the standards expected in all areas of

1 | | the job. The appraisal indicates that the

\ ‘ Employee has fully achieved effective

results against all significant
\ performance criteria and indicators as ‘
‘ | | specified in the PA and Performance

‘ \ Plan.
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LEVEL TERMINOLOGY DESCRIPTION ‘ RATING
|
I

TTTT

2 Not fully | performance is below the standard |

l l i | required for the jiob in key areas. |
l l effective |

| \ lPerformance meets some of the |

standards expected for the job. The | |

' review/assessment indicates that the l

|
| employea has achieved below fully \
| | \
l effective results against more than half
|

lthe key performance criteria andl W

indicators as specified in the PA and \

Performance Plan.

— | I d
1 Unacceptable Performance cdoes not meet the

| ~performance
‘ review/assessment indicates that the

‘standard expected for the job. Thel
~emp|oyee has achieved below ful!yl |

l performance criteria and indicators as I

|
|

~ ] | effective results against almost all of the | ‘
\

‘ ]speciﬁed in the PA and Performance |

|
|

\

|
| | Plan. The employee has failed to
‘ | ’ demanstrate the commitment or ability

| |

to bring performance up to the level
‘ \ expected in the job  despite
\ | {management efforts to encourage

|

|
|
improvemant. l |

7.7 For purposes of evaluating the performance of the Employee, an evaluation pane!

constituted by the following persons wili be established —

e 128

1 iV

(i



7.7.1 Municipal Manager;

7.7.2 Chairperson of the Audit Committee ar his/her representative;
7.7.3 Member of the Mayoral Committee; and

7.7.4 Municipal Manager from another municipality

8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1 The performance of each Employee in relation to his performance agreement shall be
reviewed on the foliowing dates with the understanding that reviews in the first and third

guarter may be verbal if performance is satisfactory:

— 1

| INTERVAL . PERIOD " EVALUATION DEADLINE |
1
— | ‘ —
First guarter ~ (July — September) : Bafore end October |
|
Tre ; T —3
Second guarter | (October - December) Before end January
|
| Third quarter | (January - March) Before end April
- l 1 |
| *Fourth guarter | (April =June) Before end December
e | ‘. ]
* These performance reviews must he formal and documented
8.2 The Employer shall keep a racord of the mid-year review and annusl assessment
meetings.
8.3 performance feedback shall be nasad on the Employer's assessment of the Employee’s
performance.
2.4 The Employer will be antitied to review and make reasonable changes to the provisions

of Annexure “A” from time to time for oparaticnal reasons. The Employee will be fully

consulted before any such change is made.

8.5 The Employer may amend the provisions of Annexure A whenever the performance

management system is adopted, implemented and/or amended as the case may be,

In that case the Employee will be fully consulted before any such change is made.
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Q. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan {PDP) for addressing developmental gaps is included below.
10. OBLIGATIONS OF THE EMPLOYER
10.1  The Employer shall:

10.1.1 create an enabling environment to facilitate effective performance by the

employee;
10.1.2 provide access to skills development and capacity building opportunitias;

10.1.3 work coliaboratively with the Employee to solve problems and generate solutions

to common problems that may impact on the performance of the Employes;

10.1.4 onthe request of the Employee delegate such powers reasonably required by the
Employee to enakle him/her to meet the performance objectives and targets

established in terms of this Agreement; and

10.1.5 make available to the Employee such resources as the Employes may reasonably
requira from time to time to assist him/her to meet the performance objectives

and targets established in terms of this Agreement.

11, CONSULTATION

11.1  The Employer agrees to consult the Employee timacusly where the exercising of the

powers will have amongst othars:

a) adirect effect on the performance cf any of the Employee’s functions;
b) commit the Employee to implement or to give effect to a decision made by the
Employer; and

¢} asubstantial financial effect on the Employer.

11.2 The Employer agrees to inform the Employee of the cutcome of any decisions taken pursuant
to the exarcise of powers contemplated in 11.1 as soon as is practicable to enable the

Employee to take any necessary action without delay.
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12, MANAGEMENT OF EVALUATION OUTCOMES

121 The evaluation of the Employee’s performance will form the basis for rewarding

outstanding performance or correcting unacceptable performance.

12.2 A discretiongry performance bonus of up to 14% of the inclusive annual remuneration

package may be paid to the Employee in recognition of outstanding performance.

12.3 A performance bonus may be granted to an employee in recognition of performance based
on the Performance Management Regulations of 2006. Section 8 of the regulations state

that a performance bonus, based on affordability, may be paid to the employee, only after:
2] An evaluation of performance in accordance with the provisions of Regulation 23;
b) The approval of such evaluation by the municipal council, and

cl The annual report for the financial year under review has been tabled and adopted

through an oversight report by the municipal council.

12.4 As per the Performance Regulations, the s57 Managers shall be able to qualify for

performance bonuses according to the following score:

al A score of 99% and below will require compulsory Performance Counselling,

b] A score of 100% to 129% is awarded a performance bonus ranging from1—-4%,

c] A score of 130% to 149% is awarded a performance bonus ranging frem 5 — 9%, and

d] A score of 150 and above is awarded a performance bonus ranging from 10% - 14%.

FINAL SCORE BONUS/REWARD
| 150 and above | 10% to 14% of the annual total remuneration package |
| 130 to 149% | 5% ta 9% of the annua) total remuneration package |
lr 100% to 125% | 1% to 4% of the annual total remuneration package ‘
99% and below | Compulsory Performance Counselling '

12.5 The Employee wili be eligible for progression to the next higher remuneration package,

within the relevant remuneration band, after completion of at least twelve months {12}
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cervice at the current remuneration package on 30 June {end of financial year) subject to a

fully effective assessment.

12.6 !n the case of unacceptable performance, the Employer shall:

a) provide systematic remedial or developmental support to assist the Employee 10
improve his or her performance; and

b) after appropriate performance counseliing and having provided the necessary
guidance and/or support as well as reasonable time forimprovement in performance,
the Employer may consider steps to terminate the contract of employment of the

Employee on grounds of unfitness or incapacity to carry out his or her duties.

13, DISPUTE RESOLUTION

13.1  Any disputes about the nature of the Employee's parformance agreement, whether it
reiates to key responsibilities, priorities, methods of assessment and/or any other maiier
provided for, sha!i be mediated by the Mayor within thirty (30} days of receipt of a formal

dispute from the Employee, whose decision shali be final and binding an both parties.

13.2 Any dispute about the outcome of the empioyee’s performance evaiuation shall be
mediated by a member of the municipal council, ppointed by the Mayor, providac that
such a member was not part of the evaluation panel provided for in paragraph 7.7 above,
within thirty (30 days of receipt of a formal dispute from the employee, whose decision

shail be binding on both parties.
14, GENERAL

141  The contents of the performance agreement shall be made available to the public by the
Employer in accardance with the Municipal Finance Management Act, 2003 and section

45 of the Municipal Systems Act, 2C000.

142  Nothing in this agreement diminishes the cbligations, duties or accountabilities of the
£mployee in terms of his/her contract of employment, or the effects of existing or new

regulations, circulars, policies, directives or other instruments.
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Thus done and signed atﬁﬁahﬁ @/ .on thlS the... 3 . day of ;‘-P . 2025

Between: W

(Signature)

T nti S /%forme/n/u{t

Ful! Name)

(EMPLOYEE)

AND

________ /i (ﬂ\

717 ) |. - 4y AN\ A
/ Q ! ,"'”-i (A ué/ fﬂ - Vs {Full Name)
b

{REPRESENTING EMPLOYER)

(Signature)

AS WITNESSES:
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15 PERFORMANCE PLAN

Entered into

by and between

Motswahae Matthews Mcfokeng

in his capacity as
Municipal Manager
of the Maluti-A-Phofung Municipality

(hereinafter referred to as the Representative of the Municipality, the Employer)
AND

Thuso Ronald Marumo
in the capacity as
Acting Chief Financial Officer
of

Maluti-A-Phofung Municipality
(hereinafter refarred to as the Employee)

FINANCIAL YEAR: 01 JULY 2025 - 30 JUNE 2028
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Budget and Treasury

KEY PERFORMANCE AREA (KPA) 1. BASIC SERVICE DELIVERY

Budget A Annual
Strategic KPI . : . Spatial Means of | Cust
Project Indicator Allocation Baseline Target Quarter 1 | Quarter2 | Quarter3 .
Objective No. 2025/2026 Reference | ;05512026 Verification | odian
To provide 66 Indigent Numper  of 190 350 685 1649 number All Wards 1 1 % report - ) s Indigent CFO
reliable  basic subsidy Households of indigent verificalion
SEIvICes 1o project registered for registered report on MIE
households and Free  Basic (Managed
the  business Services Integrity
sechor. _ _ Valuation}
. KEY PERFORMANCE AREA (KPA) 2: LOCAL ECONOMIC DEVELOPMENT S (YT
Budget i Annual
Strategic Kel ] . h : Spatial Quarter | Means of Cust
ot Project Indicator Allocation Baseline Target Quarter1 | Quarter2 | Quarter 3
Objective No. 20252026 Reference | 50079996 4 Verification | odlan
Support the 67 Payment  of | Average Operational 30 days 30 days 30 days 30 days 30 days Creditors’ Age
development of crediors number  of Budgei Analysis
SMME lo days taken 10 {Creditors’
participate in @ pay creditors payment report
Whole
diversified and 30 Days CFO
: Municipality
growing
economy
|
KEY PERFORMANCE AREA (KPA) 3: FINANCIAL MANAGEMENT & VIABILITY
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. Budget g Annual | _7
wm,.m.nm%,__.m KPI Project indicator Allocation Baseline wmwmwwﬂ_“m Target Quarter 1 i Quarter 2 | Quarter 3 D:M:mq <_MMM”M%.H= MMM:
ject! No. | | | zos2026 | | T 2025/2026 . * _ , T el
To  enhance 68 frregular %  reduction Operational 25% Whole 4 x limeguiar 7 1% Ineqular _ 1 regular | 1 x liregular 1x Irregular CFO
organisaticnal Expenditure of  Irmeqular Budget Municipality Expendiure Expendiiure £ xpenditure Fxpenditure _ Irregular Expenditure i
performance, Reduction Expendilure report report report report | Expenditur reporl _
|
financial viability as a % of [ &report |
and Total i
management of Operating 7 7 7
municipal Expenditure _
L B i BT 4 — { — -
[eSOUrces 69 Fruitless and | % reduction Operational 25% Whole 4 x Fruilless § « Fruilless 1 x Fruitiess i % Fruitless | 1x _ Fruiless and | CHO
f | t ipalit _ ) W |
Waste LI Budge Municipalty and Wastefu! | and Wasieful | and Wasleful and Wasteful Fruitless 7 =
Expendii Wast , , _ _ Expenditure 7
xpendilure . FS s Expendiiure Expenditure Expendiure Expenditure and _ pendi
REdgelgn Expendiure repon reporl repont repor Wasteful 7 report 7
To  enhance as a % of 7 '
| Expenditus |
organisational Tolal | | _
| erepord | |
performance, Cperaling | |
financiat viabilily Expenditure * 7
and e | Qm:_:o%mml % reducton | Oogmﬂo_g I‘m‘m@nLl Whole | B - I - | l_ - 4 o
management of F-xpenditure of Budget Municipality | _
|
municipal Reduction Unauthonzed 4% 1x 1x 1x | 1x [ Unauthorised |
| |
resaurces Expendilure Unaudionsed | Unauthorised | Unauihonsed Unauthorised | Unautheris 7 Expenditure
as a % of Fxpenditure Expendifure E xpenditure Expenditure _ ed _auo: i
Total 1eport report reporl report | Expenditur i
| |
To  enhance Operating | ereporl _ _
organisational Expenditure _ | _
performance, cn the 30 _ _ _

nancial viability I ﬁ ﬁ,:_:m 2026 ] ﬁ | _ _
g,
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i T 7 [ UiaudiyRaiio | Curreniraio |  Operaticna T5T ] wole | 151 | 151 lﬁ 151 ] 15 151 | Cash flow CFO
managemert of Budget Municipalily report
municipal
resources. 72 | Cost Cost | Wo‘ummgo:m_“|uﬂm:__ﬂ |~ whoie " 1 monih T Tmonth | tmonth T 4monih | tmenth | Cashflow CFO
Coverage coverage Budget Municipality repor
Ratio ratio
T 73 | Capta vs | Capial  vs | Opeational | —gn T wheie | 100% | 5% | 2% 1 % ] 25% | Cashfiow | CFO
Tofal Tola! Budget Municipalily report
Expenditure Expenditure
Ratio raho
|74 Recovery rate Average o ‘me&moﬂm_ o l.ammﬂg_@m 1 80Days T G0Days 60 Days 60 Days 60 Days 1 Revenue report Tero
Number  of Budgel Mumicipality
days o
receive
payment from
debtors
To  enhance 75 | Colleciion " Percentage ogmam_l 78% T Whole | % | 1% Ty | 1% 7% | Revenue report CFO
organisational rate collection on Budget Municipality
performance, billed revenue
financial viability received
and %5 T Debiors | Porcentage | Operatonal | 40% T whoe 40% Ta | 4% | A% 40% | Debt Reduction | CFO
management of Amnesty Reduction i Budget Municipality Reporl signed
munic:pal level of off by the CFO
resources historical
IR Debtowed  § |ﬁ\| _ - L | S| I SRS S
W 2 g
- \
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11 | hssel .ﬁﬂca‘,mw of | Operational Y 14\|<$.5_m |4 “axreports | dxrepot | 1 x report ixieporl | 1xreporl Assel CFO
verification Quarterly Budget Municipality Verification
Asset Report signed
Verifications by CFO
To  enhance Conducied
organisational 78 | Reconciliatio dmmwmmnm@ml| ) ..Onoa__losw. 0% Whole 100% T100% T00% | 100% 1w00% | Reconciliation CFO
performance, n of Asset | update and Budget Municipatity report of GL to
financial viability Register reconcilialion FAR signed by
and of assel CFO
management of register 1o GL
municipal e .|c|naﬂm Tand | % — of | A%ﬂ_mwuw_oa 1 Wiole 100% T A “100% T00% | 100% T |6
resources. Maintenance | transaclions Budget Municipality
of GRAP | accuralely Updated
Compliant recorded o s General Ledger
FAR the General
Ledger
80| tmplementali | Number ol ~Opeatonal | | Whoe | axwepots | Txrepot | txrepor | ixrepot | Txrepon [ Reportonthe | CFO
on of SCM | quarterly Budget Municipatity implementation
Policy reports on the af SCM Policy
implementall signed off by
on of supply ; the CFO
chain
managemen
peticy % 7!
INSTITUTIONAL DEVELOPMENT AND TRANSFORMATION

KEY PERFORMANCE AREA (KPA) 4:
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Mﬂﬂmmﬁ ﬂw_ Project Indicator WA_”WWWQMMM Baseline z%ww.“ﬁ_" . mﬂw__mm : Quarter 1 Quarter 2 | Quarter 3 Dcw.._m.. GM_“MM h.ﬂ: Mw._mmn:
Enhance 81 PMS Tumaround Operational Within 1) Wiole Withen 10 1 x lemplale 1 x lemplate 1 x lemplate 1x Signed oft
organisational fime for the Budget days afler the | Municipality | days afler lhe and PCE and POE and POE template | template  and
performance submissian of end of each end of each submilted submitted submitied and POE | POE aftached
and departmental quarter guarer Within 10 Within 10 Within 10 submitted
management of performance days after the | days afler the | days after the Within 10 CFO
municipal reports end of each end of each end of each days after
1esouces quarter quarier quarier the end of

each

quarier

KEY PERFORMANCE AREA (KPA) 5 & 6: GOOD GOVERNANCE & PUBLIC PARTICIPATION

Budget Annual
WMﬂMw_ﬁ KPI1 Project Indicator Allocation Baseline _»MMMH__H . Target Quarter1 | Quarter2 | Quarter3 D:M_._m_. thmMmﬂwo: ian
No. 2025/2026 202512026
To improve the 82 Funding Plan B Cperational 1 x Signed
effectiveness of _o _ - Budget 4xSigned off | 1xSignecoft | 1 x Signed off | 1x Signed off | off Report | Signed oft
mplementali

governance o Report on lhe | Reportonthe | Reporton the Report on the on the Report on the

ot cn of aclivilies Whole . . .
administrative . i 100% smplementati | Implementati | Implementati Implementati | Implementa | Implementation CFO

- in the Funding Municipality
and financial —_ on of the on of the on of the on of the tion of the | of the Funding
an for own
sysltems Funding Plan | Funding Plan | Funding Plan | Funding Plan Funding Plan
depariment
Plan

To impiove the | 83 | Cicular 88 | Number of | Operational | whoe o R | Circutar 88 CFO
effectiveness of compliance Circular 88 Budqet 4 X Circular Municipality 4 X Circutar {1 X Circular 1 X Circulay 1% Circular | 1 X Cirgular | quarterly
governance reports 88 reporls 88 reporls 88 report 88 report 88 repont 88report | reports
administrative _
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and financial |
systems
1 i7 T
To unprove the '
Audit
effectiveness of .
Commiltee
governance
adminisirative
and financial
sysiems a|.m.m.|;|| o
AFS
To ensure mﬁum 86 S
corporate
govemance and
MAYCO
public )
N Resclutions
participalion
S ]
Council
Resolutions
B i
Saoc e rage
T

developed
and submitted
%

Implementati
on of Audl
Commitlee
Resoiutions
for own

department

[ Numper  of
AFS compiied
and submitted
to A-G

||Othm\:gm_
Budget

l@cmmﬂo:%
Budgel

% of MAYCO
resclutions
implemented
for own

departiment

% of Council
resolutions
implemented
for own

department

Budgel

otmmu:c:m_
Budgel

ocmﬂm.__ozm_

Whole

Mumcpality

100%

~ Whole
Murnicipality

Whole

Municipality

100%

Whole

Municipality

100%

I B

100%

100%

100%

10C%

100%

100%

100%

100%

100%

100%

100%

100%

Report on the
implerentation
of Audit
Commitles

Resolutions

100%

Proof of

submission/s

Report on the
jmplementation
of MAYCO and
Council
resolutions.
Resolution

Register

100%

100%

xmuoﬁ on the
implementation
of MAYCO and
Council
resolutions.
Resolution

Register

CFO

CFO

CFO

CFO




To improve lhe
eflectiveness of
governance
adminigtrative
and  financial

systems

.

W

88

i N.N__,.qu.ﬁ.

[ A-G Matters | % of AG
matlers
addrassed for
own
department
as per fthe
audd  acton
plan

| Audit o

Committec

resolutions
% of Audit
Commiltiee
resolutions
implemented
for oW
department

%
Implementati
Internal Audil | on of
Findings departmental

internal Audit

findings

OEm_m:mﬂ

Budgel

Operational
hudget

Operational
Budget

100%

100%

100%

Whole

Muricipality

Whole
Municipality

| Whole
Municipality

100%

100%

100%

100%

100%

100%

100%

100%

100%

100%

100%

100%

100%

100%

100%

Audit action

plan report

1. Audit
Committe
c
Resalution

2. Reporton
the
implement
ation of
Audit
Commiite
e
resolufion
5

1. Resolution
Register

2. Internal
Audit
Findings

implement

CFO

CFO

Cre



B llg‘ Iﬂ H B S Y | ation T
Report
Toensure good | 91 Namber  of | Operational | 1 we ||| T lifS " Operational | CFO
corporate FEVIEWS Budget Municipality Risk Review
governance and conducted for Report signed
public = departmental 4 x signed 1 % signed 1 x signed 1 x signed 1 xsigned | off by CFO
is
participation: operafional 4 nsk review risk review 15k review risk review fisk review
Management ) )
risk reqisters repoit report report renoft report
to identify
emerging
rigks.
To ensure good 92 | MPAC/PROP | % Operatienal | | CWhale | B - 1 1B Repotcnthie | CFO
corporate EC Implementati Budged Municipalty implemantation
governance and Resoiutions on of of
pubiic MPAC/PROP MPAC/Propec
B 100% 100% 100% 100% 100% 100%
parlicipation £C Resolufion
Resclutions Register
relevant o lhe
department ?
I R U T G 1 _ | e o L B S I
Adv. MM _508_6:@ Thuso Ronald _sm.E|q.:o B
\.\\ =
Municipal Manager Acting Chief Financial Officer
= Date: @ 3 wa\N..w.\ Date: O.\ OA\V\NU
Q=
SO
W - 28|10y
vllv



19. PERSONAL DEVELOPMENT PLAN

The Personal Development Plan that pertains to what development interventions are envisaged and planned to bridge the gap between the
required level of competence and the employee’s actuat {current) level of competence and thus bring the employee to the desired competency

level.

identified area of
development

‘Outcomes mx_u.mn.ﬁmn_ :ﬂommmq._nv. level)

capacitation activity

‘Weighting

T COMPETENCYLEVEL | N SCORE |
..... Fully Competent Mastered the Competency 5
“““““ partially Competent | Has sufficient competence to | ==
- ~operate at Emmmgc:mm_._m,ﬁ_ “““““““““ )
Significant Development Required Competence falls short of 1
s - o ] the required _m_<m_‘
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