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PERFOMANCE MANAGEMENT AGREEMENT

ENTERED INTO BY AND BETWEEN

MOGALE CITY LOCAL MUNICIPALITY herein represented by Maanda Pringle Raedani as the Municipal
Manager (hereinafter referred to as the Employer or Supervisor)

And

Ratha Ramatlhape as the Executive Manager: Corporate Support Services (hereinafter referred to as the
Employee).

WHEREBY IT IS AGREED AS FOLLOWS:
1. INTRODUCTION

1.1The Employer has entered into a contract of employment with the Employee in Terms of section 57(1)(a}
of the Local Government: Municipal Systems Act 32 of 2000 ("the Systems Act”). The Employer and the
Employee are hereinafter referred to as the "the Parties”.

1.2The 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 local government policy goals.

1.3 The parties wish to ensure that there is compliance with Sections 57(4A), 57(4B), 57{C) and 57(5) of the
Systems Act, Local Government: Municipal Performance Regulations for Municipal Managers and
Managers directly accountable to Municipal Manager, 2006 & Local Government: Competency
Framework for Senior Managers, 2014.

2. PURPOSE OF THIS AGREEMENT
The purpose of this Agreement is to ~

2.1 Comply with the Contract of Employment entered into between the parties;

2.2 Specify objectives and targets established for the Employee and to communicate to the Employee
the Employer's expectations of the Employee’s performance expectations and accountabilities;

2.3 Specify accountabilities as set out in the Performance Management Plan (Annexure A),
2.4 Monitor and measure performance against set targeted outputs;

2.5 Use the Performance Management Agreement and Performance Management Plan as the basis for
assessing 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
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2.7 Give effect fo the Employer's commitment to a performance-crientated relationship with the
Employee in attaining equitable and improved service delivery.

3 COMMENCEMENT AND DURATION

3.1 This Agreement will commence on the 1 JULY 2018 and will remain in force until 30 JUNE 2019;
where after a new Performance Management Agreement, Performance Management 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 the Agreement during February each year. The parties
will conclude a new Performance Management Agreement and Performance Management Plan
that replaces this Agreement at least once a year by not later 31 July.

3.3 This Agreement will terminate on the termination of the Employee’s coniract of employment for
any reason.

3.4 The content of this Agreement may be revised at any time during the above- mentioned 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.

4 PERFORMANCE OBJECTIVES
4.4 The Performance Pian (Annexure A) sets out-
4.1.4 The performance objectives and targets that must be met by the Employee; and
4.1.2 The time frames within which those performance objectives and targets must be met.
4.2 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 and
weightings.

4.3 The key objectives describe the main tasks that need io be done. The key performance
indicators provide the details of the evidence that must be provided to show that a key objective
has been achieved. The target dates describe the timeframe within which the work must be
achieved. The weightings show the relative importance of the key objectives to each other.

4.4 The Employee’s performance will, in addition, be measured in terms of contributions to the goals
and strategies set out in the Employer's Integrated Development Plan.

5 PERFORMANCE MANAGEMENT SYSTEM
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5.1 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 Empioyer.

52 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.

5.3 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.

6 THE EMPLOYEE AGREES TO PARTICIPATE IN THE PERFORMANCE MANAGEMENT AND
DEVELOPMENT SYSTEM THAT THE EMPLOYER ADOPTS

6.1 The Employee undertakes o aclively focus towards the promotion and implementation of the
KPAs (including special projects relevant to the employee’s responsibilities) within the local
government framework.

6.2 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.

6.2.1 The Employee must be assessed against both components, with a weighting of 80,20
allocated to the Key Performance Areas {(KPAs) and the Competency Requirements
{Leading & Core) (CRs) respectively.

6.2.2 Each area of assessment will be weighted and will contribute a specific part to the total score.

6.2.3 KPAs covering the main areas of work will account for 80 weighting and CRs will account for 20
weighting of the final assessment.

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

it 2l 5L b
Municipal Transformation and Organizational Development 53%
Good Governance and Public Participation 45%
Local Economic Development 2%
TOTAL 100%

6.4 The Employee's assessment will be based on his/her performance in terms of the
outputs/ outcomes (performance indicators) identified as per attached Performance Plan
{Annexure A), which are linked to the KPA’s, and will constitute 80 weighting of the
overall assessment result as per-the weightings agreed to between the employer and
Employee.

e )
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The six (6) core competencies that act as drivers to ensure that the leading competencies
are executed at an optimal level.

Strategic Direction and Impact and influence 10%
Leadership s Institutional Performance
Management
¢ Strategic Planning and Management
s Organizational Awareness
People Management e Human  Capital Planning & 10%
Development
« Diversity Management
* Employee Relations Management
¢ Negotiation and Dispute
Management
Program & Project | « Program & Project Planning and | 20%
Management Implementation
* Service Delivery Management
o Program & Project Monitoring &
Evaluation
Financial Management » Budget Planning & Execution 20%
» Financial Strategy & Delivery
+ Financial Reporting & Monitoring
Change Leadership * Change Vision & Strategy 20%
* Process Design & Improvement
» Change Impact Monitoring &
Evaluation
Governance Leadership + Policy Formulation 20%
« Risk and Compliance Management
+ Cooperative Governance
CORECOMPETENGIES e - o s -
Moral Competence
Planning and Organizing
Analysis and Innovation
Knowledge and Information Management
Communication
Result and Quality Focus
TOTAL 100 %

7  EVALUATING PERFORMANCE

7.1 The Performance Management Plan (Annexure A) to this Agreement sets out-

711
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7.1.2 The intervals for the evaluation of the Employee's performance.

7.2 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.

7.3 Personal growth and development needs identified during 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 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 annual performance appraisal will involve:
7.5.1 Assessment of the achievement of results as outlined in the performance Plan:
{(a) Each KPA should be assessed according to the extent to which the specified standards
or performance indicators have been met and with due regard to hoc tasks that had to be
performed under the KPA,

(b) An indicative rating on the five-point scale should be provided for each KPA;

(c) The applicable assessment rating calculator must then be used to add the scores and
calculate a final KPA score.

7.5.2 Assessment of the CRs

(a) Each CR should be assessed according to the extent to which the specified standards
have been met;

(b) An indicative rating on the five-point scale should be provided for each CR;

(c) The applicable assessment rating calculator must then be used to add the scores and
calculate a final CR score.

7.5.3 Overall rating

An overall rating is calculated by using the applicable assessment-rating calculator. Such
overall rating represents the outcome of the performance appraisal.

7.6 The assessment of the performance of the Employee will be based on the following rating scale for
KPA’s and CRs:

OVERALL PERFORMANCE RATING | PERFORMANCE
SCORE
Unacceptable Performance 1 0% - 59% and below
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OVERALL PERFORMANCE RATING | PERFORMANCE
SCORE

Performance does not meet the standard expected for

the job. The employee has failed to demonstrate the

commitment level expected in the job despite

management efforts to encourage improvement.

Performance Not Fully Effective 2 60% — 69%

Performance is below the standard required for the job

in key areas. Performance meets some of the

standards expected for the job.

Performance Fully Effective 3 70% ~79 %

Performance fully meets the standards expected in all

areas of the job

Performance Significantly Above Expectations/ |4 80% — 89 %

Exceptional Performance

Performance is significantly higher than the standard

expected in the job.

Outstanding Performance 5 90% — 100 %

Performance far exceeds the standard expected of an

employee at this level.

7.7 For purposes of evaluating the performancé of the Chief Audit Executive, an evaluation panel
constituted by the following persons must be established -

7.7.1 Municipal Manager;

7.7.2 Chairperson of the Performance Audit Committee or Audit Committee in the absence of
a Performance Audit Committee;

7.7.3 Member of the Mayoral Committee;

7.7.4 Municipal Manager from another Municipality; and

8 SCHEDULES FOR PERFORMANCE REVIEWS
8.1 The performance of each Employee in relation to his or her performance agreement shall be

reviewed on the following dates with the understanding that reviews in the first and third quarter
may be verbal if performance is satisfactory:
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Quarter Timeline Date of the Review
First Quarter July — September 2018 October 2018
Second Quarter October — December 2018 January 2019

Third Quarter January — March 2019 April 2019

Fourth Quarter April - June 2019 n/a

8.2 The Employer shall keep a record of all formal and informal reviews, including the mid-year
review and annual assessment meetings.

83 Performance feedback shall be based on the Employer's assessment of the Employee's
performance.

8.4 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 consuited
before any such change is made.

8.5 The Employer may amend the provisions of Annexure “A" whenever the performance
management system is adopted, impfe_mented and/or amended as the case may be. In that case
the Empioyee will be fully consulted before any such change is made.

9 DEVELOPMENTAL REQUIREMENTS
The Personal Development Plan (PDP) for addressing developmental gaps is attached as Annexure B.
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 opportunities;

10.1.3 Work collaboratively with the Employee to solve problems and generate solutions to common
problems that my impact on the performance of the Employes;

10.1.4 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

10.1.5 Make available to the Employee such resources as the Employee may reasonably require from
time to time to assist him/her to meet the performance objectives and targets established in
terms of this agreement.
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11 CONSULTATION

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

11.1.1 A direct effect on the performance of any of the Employee’s functions;
11.1.2 Commit the Employee to implement or to give effect to a decision made by the Employer; and
11.1.3 A substantial financial effect on the Employer.
11.2 The Employer agrees to inform the Employee of the outcome of any decisions taken pursuant to the
exercise of powers contemplated in 11.1 as soon as is practicable o enable the Employee to take
any necessary action without delay.

12. MANAGEMENT OF EVALUATION OUTCOMES

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

12.2 A performance bonus of 5% to 14% of the inclusive annual remuneration package may be paid to
the Employee in recognition of outstanding performance.

Performance Rating Bonus Amount

1.| 0% - 59% Performance Unacceptable 0% of total package

2.| 60% - B9% Performance Not Fully Effective

3.1 70% - 79% Performance Fully Effective Remuneration Progression

4, | 80% - 89% Performance Significantly Above | « Remuneration Progression

Expectations/ Exceptional Performance » 5% - 9% of Total Package

5.| 80% - 100% | Outstanding Performance s Remuneration Pragression

e 10% - 14% of total package

12.3 The Employee will be eligible for progression to the next higher remuneration package, within the
relevant remuneration band, after completion of at least twelve months (12} service at the current
remuneration package on 30 June (end of financial year) subject to a fully effective performance
assessment results and above.

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

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

12.4.2 After appropriate counseling and having provided the necessary guidance and/ or
support as well as reasonable time for improvement in performance, the Employer may
consider steps to terminate the contract of employment of the employee on grounds of
unfitness or incapacity to carry out his or her duties.
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13 DISPUTE RESOLUTION
13.1 Any disputes about the nature of the employee’s performance agreement, whether it relates to key
responsibilities, priorities, methods of assessment and/ or any other matter provide for, shall be

mediated by —

1341 The Executive Mayor within thirty (30) days of receipt of a formal dispute from the
Employee; or

13.1.2  Any other person appointed by the Executive Mayor.

13.2 In the event that the mediation process contemplated above fails, clause 19.3 of the Contract of
Empioyment shall apply.

14 GENERAL

14.1 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.

14.2 Nothing in this agreement diminished the obligations, duties or accountabilities 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.

Lol
Thus done and signed at VQ\}L‘G@L’&PW this the 2/7%day of (SU L‘/._.S..2018

AS WITNESSES:

1, ﬁ&m&k& 4
&) EXECUTIVE MANAGER: CORPORATE
SUPPORT SERVIGES

, Recls

£
Thus done and signed atmpﬁg‘?w&?.on this the ... R day of é"’t .......... 2018

AS WITNESSES:

MUNICIPAL MANAGER
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2018/1% Top layer Service Defivery and Budget Implementation Pan [SDEIP]

MOGALE CITY L.LOCAL MUNICIPALITY PERFORMANCE MANAGEMENT PLAN FOR 2013/2019

INCUMBENT: RATHA RAMATHLAFPE

POST TITLE: EXEGUTIVE MANAGER: CORPORATE SUPPORT SERVICES

DEPARTMENT: CORPORATE SUPPORT SERVICES
KPA: MUNICIFAL TRANSFORMATION AND ORGANISATIONAL DEVELOPMENT: 53% " PERFORMANGE RESULTS
KEY PROGRAMME! |TYFE OF ERIEL
SDBIF | PLANNING MSCOA WARD TO UNIT OF ANNUAL RESPONSIBLE SUPERVISOR.
PERFORMANCE WEICHTING BUDGET BASELINE QUARTER FROJECT |EVIDENCE PER s
REF.NO LEVEL PRQJECT BENEFIT INDICATOR MEASURE TARGET MILESTONE |QUARTER PERSON SSESSMENT.
Q1 21 days .
21 days {from Q1-Q4: Tender Exaculive
Executive B Time taken{days) to
PR ‘Manager C3S - Strategic Allwards finallse the contract 5% Time New Target the amﬁ of the G2 21 days award proef and the Managet:
Output Support EM {sLas) awarding of the o 21d Slgned contract by Corporate
P tender) ByS the MM Support Senvices [
a4 21 days
MR Planning and
00!
al 100k forecasting
i Quarterly progress Executive '
Execulive N % Implementakion of az 100% " d L
KPi2 | Manager owmmumowumm,m_n Alwards | the HR planning and % o NewTarget|  100% report Manager: a0 mplemancation 35 diys ate the deddijpe”
Quiput forecasting o 100% Quarterly progress | Suppor Services :
raport
a4 100% Quarterly progress
report
at 100%
. % implementation of 9 ExecLiive : L
Executive Qz 100% WSPIATR
CES - Strategle the WSPIATR In lina " 2 . Manager: wentatlon 1-5 days after the deadline;
KPI1 3 g%hmm_”_. Suppart EM All wards with the staff 3% Ye New Target| 100% ".Hu%h.ﬁzmﬂ_o: Carporate Nk 1-5 days afterine cei
camplement Qs 100% P Support Services
Q4 100%
R 2 595 530,00 al -
Qz _ .
Executie | oos. Stategic % completion of jot WMJMEHW
KP4 z%Mﬂnan Support EM All veards evaliations 5% % New Target 100% a3 N Job evaluation repert Gorporete
Support Services
Qs 100% 5:°100% Job grading fnalised on'the 31 May
2018 SR
1= 100% submission afier the 10th day of the
at 100% new quarter
2= 100% submission after the 30 day of the
. Exacutive new quarter
Execuiive % of employees az 100% Report on welnass ) " .
KPI5 Manager owwuuwﬂm_.mﬂwmn All veards provided with 5% o New Target 100% services provided and M.\_.”.ﬂwmm.m Mmm“unaqﬁ submission o the 5th day of the new
Output weliness services Q3 100% statisfics Support Services {4= 100% submisslon on the 2rd day of the new
quarter
a4 100% 5= 100% subtnission on the 2nd day of the new
. quarter
[=}] 100% Execut
Execulive % compliance to Repert an ec qm
KFI & Manager nwm mqmmmm_a All wards records managament 1% % New Target| 100% a2 100% i jon of the Manager: 3= 100%
Output upport EM leglslations [+E] 100% Legislalr oaio_.mﬁ
G4 100% Suppert Services
3 . Executive 1= 100% with /¢ workshaps.
Executiva S5 - Strategic % implementation of az Managar: 2= 100% with 2 workshops
KPEY Manager Suppert EM Al wards the [CT Governance 5% % New Target| 100% = Progress report co omw». 2= 100% with 4 workshops
Output P policy as S e a4 100% Wi 2 workshops
a4 100% kP 5= 100% with 12 workshops




2018/18 Top layer Service Dellvery and Budget implementation Plan (SO

The MSCOA Project refars to the Iine ftem as per the approved Budget, The allocated amourt nclude anly the Executive Manager's office administration and emplayee related costs

T PERFORMANGE RESUL

KEY FROGRAMMES [ 1/PE OF .
SDEIP | PLANNING MSCOA WARD TO UNIT CF ANNUAL RESPONSIBLE
REF.NO LEVEL PROJECT BENEFIT mmm_ww.wﬁs%zom 'WEIGHTING MEASURE BUDGET BASELIN TARGET QUARTER PROJECT |EVICENCE PER RERSON
Q1 - e
a2 Executive
Executive y = =
CES - Shrateglc % Iltigation cases 5 N ) Manager:
KPI& go».ﬂnﬂw.”_. Support EM Alwards resolved successiully 0% % - 4% 4% g = mznwmou analyen Corpurate
a4 45% report anc the fistof | SUPReT Senices
cases resolved
al 109% Leave quarterly report!
Exacutive 88 - Strateglo % Implementation of a2 100% Leave quarterly raport MH.M:MMM
0 o .
kP19 ghmﬁuﬁﬂq Support EM All wards |eave d”””mmuuans. 5% % - New Target| 100% Corporate m,: dey of the.quar
P! a3 100% Leave quariarly report] Support Sarvices 4= 10Q% Inayve. !E._m_u: Eng.w n:ua“wmn on Em
.E_ QR.. o_. the.quarter.: ¥
Q4 100% Leave quarterly report
KPA: GODL GOVERNANCE AND PUBLIC PARTICIPATION 456%
KEY PROGRAMME! | TYPE GF
SDBIP | PLANNING MSCOA WARD TO UNIT OF ANNUAL RESPONSIBLE
REF.NG LEVEL PROJECT BENEFIT PERFORMANCE WEIGHTING MEASURE BUDGET BASELINE TARGET QUARTER FROJECT |EVIDENCE PER PERSON
INODIGATOR QUARTER
al -
a2 Executive
Execullve =
GBS - Strategic % Implementation of o OPCA Progress Manager:
KPI 10 g%mﬂm_”_. sopportEM | APWAE ook wclion plans 5% % - MewTarget|  100%  |pop B repart Corporate
Support Servlces
Q4 100%
Aptll 201
Qi 100% i=
Executive C55 - Stategle % effective G e m_xnnszn. 2=
KR! 11 Menager |~ o0 mm All wards adrministration of 10% % _ New Target|  100% Qz 120% commitises o whwm”.m 3 100% sdministratian
Quiput .
utput governance siructures M.M “ WMM.\M administration repert Support Services
at Compllance
Exacutiva % Implementation of |..6LE . Fuscutive
Pri2 | Manager |CIS-SMMEEE gy the campliance 10% % _ NewTarget|  100% |02 _ Q3-Q4:statusreport | Manager:
Output Support EM programme 3 prv from lepal services Corparate
o 0% Support Services
Q4 100% ol R
a OHS Quarterly 1= 100% teparts submitted on the Tih day of the
' Repet it Ermited on the &th day of th
= repora submitted on the ay ef tha
Executive az 1 OHS Quarterly Executive quarter " Y
GSS - Sirategic Number of OHE o Report Manager: 3= 100% reparts submited on the Sth day of the.
KP113 ?_m“nﬂﬂﬂ_. Support EM Aliwards Implernentation report] 16% Number - New Target 4 @3 | OMS3 Quarterly Corporate Querer
Repart Support Services 14 100% raponts submitted on he 4th day of the
quansr
a4 5 OMS Quarterly i $00% taparts submitted on tha 3rd day of the
Report
Labour relations
a 100% statistical report
. Execuiive
Exsctlive N % labour related " Labouwr relations N
KFl 14 Manager nmmMnnnmoﬂumﬂm_n Al wards disputes successhully 5% % _ New Target 100% o 100% statlstical report Maumﬁ_wwunhm
Output finalised Labaur refations i
Support Sarvice
@ 100% statlstical report ppart Sarvices
" Labour relations
aé 10a% statlsfical report ‘ = o 8
. o al 100% Progress report Exesutive 1=100% approved aher 2& February 201
Exscutive B . " 100% npproved after 31.Janyary; 201§
KPl 15 Menager nwwuvwo“dm_ﬁﬁ Alt wards MM “mhav_.ﬂmnmﬂwﬁﬂ. 5% % - New Target 100% a2 100% Prograss report w_‘_%:wmhﬂ 3100 beford 3% Degember 2018
Output o p P Q3 100% Pragress report ? 4.%.100% befere 15 December 2018
CSS schedule Support Services | - et ;2018
a4 100% Progiress report 5 =:100% befora;30 Movember 2018 ;




2018/1% Top layer Service Dellvery and Budget implamantation Plan [SDBIP}

KPA: LOCAL ECONONIC DEVELOPMENT 2% PERFORMANGE RESUL
KEY PROGRAMME/ [TYFE GF o e I
SDBIP | PLANNING MSCOA WARD TO UNIT OF ANNUAL RESPONSIBLE
REF.NG LEVEL PROJEGT BENEFIT PERFORNMANCE WEIGHTING MEASURE BUDGET BASELINE TARGET QUARTER PREJECT EVIDENCE PER PERSON
INDUCATOR . MILESTONE OUARTER
Qi 100% Progress report
% coardination of Executive
Execttive y o
CS$S - Strateglc leanership Inltlatives Qz 100% Progress repoft Manager:
KPI 18 g%_ﬂﬂw”_. Suppert EM All wards (n line with the 2% % _ New Target| 100% Corporats
idenlified needs) as 100% Progress report Support Services
Q4 100% Progress report
CORE MANAGERIAL COMPETENGIES | WEIGHTING KPE PERFORMANCE MEASUREMENT EVIDENCE RESPONSIBLE Sy ELF %[ SUPERVISOR
WEIGHTIN i R PERSON - T - . ‘ASSESSMENT | " ASSESSMEN
1=Departmental Plan approvad befors the :
snd of 30 Apdl 2018
2= Departmental Plan approved before
(Strateglc Planning and Management) Approvad Dep Plan the 31 March 2019 _ o . mxon:s_.n”
5 alignat to the SDBIP {to inform the 201972020 budget) = Deparineerial Plan approved before | Appraved Deparmental Flan alignedta| - Manager
tha 28 February 2019 the SRRIP Carporate
A=Deparimental Plan approved before the Support Services |
31 January 2819
5atepartmental Plan zpproved before the
31 December 2018
Strategle Direction and Leadership 1= 4 Performance Management
Agreements signed after the 30/09/2018
2= 4 Performance Management
Agreements signed after the 15/05/2018 xaculive
5 Ne. of Individual Perfopmance Management Agreements signed with 4 4 N + i Four {4} no,.,pahn._w nﬂ?_ﬁawﬂﬁ Manager:
Managers by 31 Augusi 2078 bua.naa_.:m signed by the uf.n,w.ﬂﬁm znu_.”mnm_“_%” slgres vl Cemorate
Support Services
4= 4 Performance Menagement
Agreemente signed by the 20/08/2018
S 4 Performance Management
Agreaments signed by the 10/08/2018
1=PPPs developed by 30 Novamber 2012
2=PDPs developad by 310stober 2018 Prowf on the submission of PDPs for Executive
, . 2P DPs developed by 30 September Senler Managers to Learning and Manager:
P g d Ei t D
2ople Menegement and Empowermenl 10 of Persanaj D F Plans (PDPs) for Managers | g Deveiopment Sub-divisior: for Comporate
4=PDPs developed by 15 Septermber2018 impiementation Support Services |
5=PDPs develaped by 31 August 2013
1= 70-60% and below implementation
within set imeframes
2= 71-79% Implementation withln set
fimeframes Project Plan(s) and Reports on the Executive
10 Operational Programs! Projects implementes 33 £0% i ation vAlhin set tation oF Quarterly SDBIP Manager:
timeframes Reports Carporate 1
4= 81-30% Implementation within set Support Services
Program and Project Management Himeframes
= [5= 81-100% Implementation within set
Umeframes
1= B0% Implementation of the SDRIP Exeoutive
2= 5% implementation of the SDBIF
10 Service Defivery Morapement 30 50% imnlementaton of e SDBIP | SCI Quarterly Perlormance Reports Manager:
4= 52% implementation of the SDBIP from Monitoring and Evaluation Divislen Gorporate
$= 94% implementation of the SDBIP Support Servces
1= 20% and mera Increase of UIF -
= 10% indrease of UIF 1 July 2018 to 3¢ June 2018 In year wﬁﬁ:ﬁ.
10 % Reduction of Unautherized Iregular Frultiess (UIF) expenditure  [3= 10% reduction of UiF monitoring repart Onu_.w”w““m
4= 20% Hn_._g.mo: of UF Support Services
Flnanciat M: t 3= 30% of UIF
1= 92% Spent i
M%sm.:«lllll!!] 1 July 2018 te 30 June 2018 § mnmncgcn
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PERSONAL DEVELOPMENT PLAN (PDP)

RATHA TREVOR RAMATLHAPE
TEXECUTIVE MANAGER: CORPORATE SUPPORT MUNICIPAL MANAGER
SERVICES
2 S$56
2018/2019
Ppo!
Change Change Vision & | Portfolio of evidence as Short course NQF 6 Training Service Trainer
Management Strategy required by the Training through a provider to be
s Process Design | institution. service appointed.
& Improvement provider
+ Change impact
Monitoring &
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Program and e Program & Portfolio of evidence as Short course NQF 6 Training Service Trainer
Project Project Planning | required by the Training through a provider to be
_/\_mzm@mgmjﬁ and institution. service m_u_uow:ﬁmn_.
Implementation provider
s Service Delivery
Management.
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