Ngwathe

MUNICIPALI

The home of harmony, prosperity and growth

PERFORMANCE AGREEMENT

Made and entered into by and between:
Dr. F P MOTHAMAHA (The Municipal Manager)
AND

Mr. T. A. MOTSHOIKHA (Director: Corporate Services)

FOR THE FINANCIAL YEAR: 1 JULY 2026 - 30 JUNE 2027
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PERFORMANCE AGREEMENT ENTERED INTO BY AND BETWEEN:

Ngwathe Local Municipality herein represented by Dr. F P MOTHAMAHA in his capacity as the

Municipal Manager (hereinafter referred to as the Employer or Supervisor), and

Mr. T.A . MOTSHOIKHA the Director of Corporate Services of Ngwathe Local Municipality

(hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

1.1 The 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 Parties”.

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

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

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 will secure local government policy goals.

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

2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to —

2.1 Comply with the provisions of Section 57(1)(b),(4A),(4B) and (5) of the Systems Act as well as

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 Plan (Annexure A);

2.4  Monitor and measure performance against set targeted outputs;
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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/her 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-orientated relationship with the

Employee in attaining equitable and improved service delivery.

3. COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

3.5

This Agreement will commence on the 1st July 2026 and will remain in force until 30th June
2027 where after a new Performance Agreement, Performance Plan and Personal Development
Plan shall be concluded between the parties for the next quarter or any portion thereof, if
applicable.

The parties will review the provisions of this Agreement at the end of each quarter. The parties
will conclude a new Performance Agreement and Performance Plan that replaces this Agreement

at least every quarter (if applicable) by not later than the beginning of each successive quarter.

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

any reason.

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

to determine the 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 inmediately be revised.

4. PERFORMANCE OBJECTIVES

4.1

The Performance Plan (Annexure A) sets out-

4.1.1 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.
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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 dates and
weightings.

4.3 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 a key objective has been
achieved. The target dates describe the timeframe in 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

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 Employer.

5.2 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.

54 The Employee agrees to participate in the performance management and development system

that the Employer adopts.

55 The Employee undertakes to actively focus towards the promotion and implementation of the
KPAs (including special projects relevant to the employee's responsibilities) within the local

government framework.

5.6 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.

(a) The Employee must be assessed against both components with a weighting of 80:20
allocated to the Key Performance Areas (KPAs) and the Core Managerial Competencies
(CMCs) respectively.

(b)  Each area of assessment will be weighted and will contribute a specific part to the total score.
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(¢) KPAs covering the main areas of work will account for 80% and CMCs will account for 20%

of the final assessment.

5.7 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% of the overall assessment result as per the
weights agreed to between the Employer and the Employee:

Key Performance Areas (80% of Total) Weighting

Municipal Transformation and Organizational Development 80
Infrastructure Development and Basic Service Delivery 5
Local Economic Development (LED) 5
Municipal Financial Viability and Management 5
Good Governance and Public Participation 5
Total 100%

5.8 The CMCs will make up the other 20% of the Employee's assessment score. CMCs that are
deemed to be most critical for the Employee’s specific job should be selected from the list below
as agreed to between the Employer and Employee:

LEADING COMPETENCIES

Competency Driving Competencies Weighting
Description

1 Strategic Direction and Impact and influence
Leadership e Institutional Performance Management
e Strategic Planning and Management

¢ Organisational Awareness

2 | People Management e Human Capital Planning and 35
Development

¢ Diversity Management

¢ Employee Relations Management

e Negotiation and Dispute Management

3 | Program and Project e Program and Project Planning and 5
Management Implementation

o Service Delivery Management

e Program and Project Monitoring and

Evaluation

4 | Financial Management ¢ Budget Planning and Execution ]
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LEADING COMPETENCIES

Competency Driving Competencies Weighting

Description
¢ Financial Strategy and Delivery
¢ Financial Reporting and Monitoring

5 | Change Leadership ¢ Change and Vision and Strategy 5
e Process Design and Improvement
e Change Impact Monitoring and

Evaluation

6 | Governance Leadership | e Policy Formulation 10
e Risk and Compliance Management
e Cooperative Governance

CORE COMPETENCIES

Competency Description

1 | Moral Competence 10
2 | Planning and Organising 5
3 | Analysis and Innovation 5
4 | Knowledge and Information Management 5
5 | Communication 5
6 | Resulting and Quality Focus 5
TOTAL 100
(NB: the sum total of weighted Leading and Core Competencies must always be
equals to 100)

6. EVALUATING PERFORMANCE

6.1 The Performance Plan (Annexure A) to this Agreement sets out:-

(a) the standards and procedures for evaluating the Employee’s performance; and
(b) the intervals for the evaluation of the Employee’s performance.

6.2 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.

6.3 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.

6.4 The Employee's performance will be measured in terms of contributions to the goals and

strategies set out in the Employer’s IDP.
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6.5 The annual performance appraisal will Involve:

6.5.1

(a)

(b)

(c)

6.5.2

(a)

(b)
(c)

Assessment of the achievement of results as outlined in the performance plan:

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 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 must then be used to add the scores and

calculate a final KPA score.

Assessment of the CMCs:

Each CMC should be assessed according to the extent to which the specified standards
have been met.

An indicative rating on the five-point scale should be provided for each CMC.

The applicable assessment rating calculator must then be used to add the scores and

calculate a final CMC score.

6.5.3 Overall rating:

(a)

(b)

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

The assessment of the performance of the Employee will be based on the following rating
scale for KPA's and CMCs:
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Terminology

5 Outstanding

Performance

Description

Performance far exceeds the standard expected of an
employee at this level. The key appraisal indicates that the
employee has achieved above fully effective results
against all performance criteria and indicators as specified
in the PA and Performance plan and maintained this in all
areas of responsibility throughout the year.

4 Performance

significantly above

expectations

Performance is significantly higher than the standard
expected in the job. The appraisal indicates that the
Employee has achieved above fully effective results
against more than half of the performance criteria and
indicators and fully achieved all others throughout the year.

3 Fully effective

Performance fully meets the standards expected in all
areas of 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.

2 Performance not

fully effective

Performance is below the standard required for the job in
key areas. Performance meets some of the standards
expected for the job. The review/assessment indicates that
the employee has achieved below fully effective results
against more than half the key performance criteria and

indicators as specified in the PA and Performance Plan.

Unacceptable
performance

Performance does not meet the standard expected for the
job. The review/assessment indicates that the employee
has achieved below fully effective results against almost all
of the performance criteria and indicators as specified in
the PA and Performance Plan. The employee has failed to
demonstrate the commitment or ability to bring
performance up to the level expected in the job despite

management efforts to encourage improvement.

6.6

For purposes of evaluating the performance of the Employee, an evaluation panel constituted

by the following persons will be established:~
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6.6.1
6.6.2
6.6.3
6.6.4

The Municipal Manager
Chairperson of the Audit Committee
Member of the Mayoral Committee

Municipal Manager or Senior Manager from another municipality

7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2

7.3

7.4

7.5

The performance of each Employee in relation to his/her performance agreement shall be

reviewed on the following dates with the understanding that reviews in the second and third

quarter may be verbal if performance is satisfactory:

(a) First Quarter : July to September 2026 — not later than 15 October 2026
(b) Second Quarter : October to December 2026 — not later than 15 January 2027
(c) Third Quarter : January to March 2027 — not later than 15 April 2027

(d) Fourth Quarter : April to June 2027 — not later than 15 July 2027

The Employer shall keep a record of the mid-year review and annual assessment meetings.

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

performance.

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 is made.

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.

8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is part of the attached

Annexure A.

9. OBLIGATIONS OF THE EMPLOYER

9.1 The Employer shall -
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9.1.1
9.1.2
9.1.3

create an enabling environment to facilitate effective performance by the employee;
provide access to skills development and capacity building opportunities;

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

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

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.

10. CONSULTATION

10.1 The Employer agrees to consult the Employee timeously where the exercising of the powers will

have amongst others:-

10.1.1
10.1.2

10.1.3

a direct effect on the performance of any of the Employee’s functions;

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

a substantial financial effect on the Employer.

10.2 The Employer agrees to inform the Employee of the outcome of any decisions taken pursuant to

the exercise of powers contemplated in 10.1 as soon as is practicable to enable the Employee

to take any necessary action without delay.

11. MANAGEMENT OF EVALUATION OUTCOMES

111 The

evaluation of the employee's performance will form the basis for rewarding outstanding

performance or correcting unacceptable performance.

11.2 A performance bonus of between 5% and 14% of all-inclusive annual remuneration package

may

be paid to the employee in recognition of outstanding performance to be constituted as

follows:

11.2.1The performance bonus payment shall be categorised in two bands with some ranges

per band. The first performance bonus (cash rewards) payment band ranges between

5% and 9% of the all-inclusive remuneration package, as follows:

(i)

A score of 130% -138% to qualify for 5% bonus;
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(i) A score of above 138%-148% to qualify for 7% bonus;
(i) A score of above 148%-149% to qualify for 9%.

11.2.2The second performance bonus (cash rewards) payment band ranges between 10%
and 14% of the all-inclusive remuneration package, as follows:

(i) A score of 150% - 155% to qualify for 10% bonus;
(i) A score of above 155% - 160% to qualify for 13% bonus;
(ii) A score of above 160% to qualify for 14% bonus.

11.3 The performance achievement ranging between 100% and 129% shall be regarded as
performance that does not meet the standard expected for the job. The review/assessment
indicates that the employee has achieved below fully effective results against almost all of the
performance criteria and indicators as specified in the PA and Performance Plan. This will imply
that the employee has failed to demonstrate the commitment or ability to bring performance up
to the level expected in the job despite management efforts to encourage improvement. This

category of performance shall not be rewarded.

11.4  Inthe case of unacceptable performance, the Employer shall -

11.4.1 provide systematic remedial or developmental support to assist the Employee to improve

his or her performance; and

11.4.2 after appropriate performance counselling 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.
12. DISPUTE RESOLUTION
12.1 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 provided for,
shall be mediated by:

12.1.1 the MEC for local government in the province within thirty (30) days of receipt of a formal
dispute from the Employee; or

12.1.2 any other person appointed by the MEC.

12.2 In the event that the mediation process contemplated above fails, clause 19.3 of the Contract of
Employment shall apply.
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13. GENERAL

13.1 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.

13.2 Nothing in this agreement diminishes 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.

Thus done and signed at p%\'}(l) this @\ day of m !Q@Q‘Q

EMPLOYEE: % ‘

Signature: HR3 Name Print: TLALA \’%@lﬂo\tﬁ—ﬂ
)

WITNESSES _ |

1. Signature: ﬁﬁ‘é‘ N, PRt ML'L_.'&{ m qbl

2. Signature: k k@ Name Print: q“\- Lr rolCe (O {( A {')

WATHE LOCAL MUNICIPALITY

Name Prinw&@c—wm\m

FOR AND ON

Signature:

WITNESSES ~ )
—f —\7 ] ’Q; T e V- -1 e T 2
1. Signature: Y /.; Name Print: —rr (OO ’\‘ Ao
_; :': el —_— :
2. Signature: = Name Print: \ A Biso AR R ER A
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ANNEXURE A:

PERFORMANCE PLAN OF THE DIRECTOR: CORPORATE SERVICES
OF
NGWATHE LOCAL MUNICIPALITY

1. Purpose

The performance plan defines the Council's expectations of the Employee’s performance agreement to
which this document is attached and Section 57 (5) of the Municipal Systems Act, which provides that
performance objectives and targets must be based on the key performance indicators as set in the

Municipality's Integrated Development Plan (IDP) and as reviewed annually.

2. Key responsibilities
The following objects of local government will inform Employee’s performance against set performance

indicators:

2.1 Provide democratic and accountable government for local communities.

2.2 Ensure the provision of services to communities in a sustainable manner.

2.3 Promote social and economic development.

2.4 Promote a safe and healthy environment.

2.5 Encourage the involvement of communities and community organisations in the matters of local

government.

3. Key Performance Areas
The following Key Performance Areas (KPAs) as outlined in the Local Government: Municipal Planning
and Performance Management Regulations (2001) inform the strategic objectives listed in the table

below:

3.1 Municipal Transformation and Organisational Development.
3.2 Infrastructure Development and Service Delivery.

3.3 Local Economic Development (LED).

3.4 Municipal Financial Viability and Management.

3.5 Good Governance and Public Participation.

This plan consists of the following 4 parts:

1) Key Performance Areas (KPAs) schedule, detailing key objectives and their related
performance indicators, weightings and target dates

2) A Competency Requirements (CR) schedule, setting out selected leading and core
competencies

3) Personal Development Plan (PDP), for addressing developmental gaps

4) Record of assessment meetings (Control Sheet)

Page | 13

X



1 | ebed

Mainal |

|

Jo ajep uo ssaiboid

0€-9z0z Ainr |

uoReuLIoju|

auijaseq

Jojeaipuy

aoueuLiopad Aay

19151631
SuoINjosal Lo paje|ndns suolnjosal uo aweJswi paquosald
sweyjawi) paquosaid paje|ndns aweuyaiwr) uyym pajuawajdw
uIgim pajuaws|dwi paquosaid pue siojoalq pue Wy ‘SBNIUNWILWOD
suonnjosay 1unoy uiyim pajuawadwi 0} shep Bupyiom / uiypm jo uonedrped
9,06 Buneaipu podai pue /20z aunp suonn|osay painquISIp SUoHN|oSaY B¢ pue soueuwanob
4 yo-paubis ‘padky saindwog | 0g -9z0z AInr | [19Un0Y JO %06 [0uUN0D 4O %06 | IdX pooBansuaoy | 7
9e0¢
aunp g Aq Bunesw
Buneaw 1ouno) yoea [lounog yoea 120z aunp
18)je shep Bumiom 2 uigiim Ja)je skep Buppom / 0¢ £q Bunasw jouno)
sjuawyedsp s|qisuodsal uiym - sjuswyedap yoea Jaye shep Bunyom
0} Ajjlpussiul painquisip ajqisuodsal 0} / uiyiim sjuswyedsp 'S8IJIUNWWO0D
suonnjosal |19unog Jo Kjleussju painguisip a|qisuodsal 0} Ajlwajul Jo uonedioped
%001 Buneaipur podal pue /zZ0Z 8unp suofnjosal pajnquisip suoin|osal 8¢ pue sauewanoh
¥ }0-paubis ‘pady jaindwo) | 0g -gz0z AInr | [19Un0Y 40 %86 [1ouno 40 %001 IdX poob ainsua 0} b
9zoz aunr
sinoy gy 1ses| 0¢ e se Bunasw
]2 S|EIDL0 PUE SIOJ[IDUN0D ayyasojeg sinoy | £z0z sunr og Aq Bunasw
0} pajnquisip sbuiasiu 8P 1se9| Je S|eloye | ay) a10jeq SInoy gy 15ea)
|1ounag ps|npayos pue siojjipunad o} e S|EIJIYO pue SIOjjIounog ‘Saljunwiwod
104 sepuabe jo %001 painquisip sbuisaw 0} painquisip sbunsaw jo uonedioped
Buneaipur podas o-paubis /20Z aunp |IoUno?) pajnpayos |luUnoY pajnpayos iy pue soueulanob
pue padA} Jaindwo) 1o} sepuabe o 4,86 1oy sepuabe jo %001 1d¥ poofi ainsus o) 4

al
0s

juawdojanag
|euonesiuebig

pUE uopewIojsues |
jedioiuny
ealy

aoueuLIoMad Aoy




Gl | ebed

MajAR]

Jo ajep uo ssaiboid

uoIewLIOJ|

auljeseg

10}e21pU|

2JuewlIopad Aoy

aAnaalqQ albajens

33 palepijosuod yo-paubis 120z 8unp 33 pajepl|osuod 0} pajiwans poday ey pue |euonesiuebio
) pue padk} Jaindwo) | g -9z0z AInr | (8uQ) | | 33 pajepiosuod (auQ) | | IdA anayo amsuaoy | ©
20z 3unr 0¢ Aq
ue|d Ainb3 juswhodwy
uswabeuew panosdde s Ayedioiunw
j0 sjang) 1saybiy sauy) ay) ay} yyum souedwod
ui pakojdwsa sdnoib 1abie) ul juswabeuew
Ayinba juawiojdwsa woyy 10 sjan3| 1saybiy
Buiwoa seakodwa mau jo 32U} ay) ul pakojdwa $30Jn0S3)
2,0z Buneaipui uelq Ayinb3 9z0z aunr Og Je se sdnoJb jabie) Aunba uewny Jo uawsbeuew
Juawhojdw3 yo-paubls /20z sunp jow sjabuey Aynba | juswhojdwsa woyy Buiwod A pue [euonesiuebio
%02 pue ueldwos Aieba7 | og-azoz Ainr L | wswhoidwa Jo %89 saakojdwa mau Jo 90z IdM BAI03Y3 BINSUB 0] 8
£202
mﬂm_mgm_ pue m_mom 9zZ0g |aunr Qg e se hwn__.:mﬁmw 0E _an wﬁmm._mw $32Jn0sal
|eauawnu pue ue|d Ainb3 siabie) pue sjeob pue sjeob [eauswnu uewny jo juswabeuew
Juawhodw3 yo-paubis Lz0z aunp [eouaWNU pue pue ueld 33 /2/9202 Ly pue [euonesiuebio
) pue jueldwoo Ajieba | g —9z0z AInr | ueld 33 92/5202 ajepdn pue mainay | IdM anpayo ainsuaoy |
9z02
aunp Ag suonnjosal
[lounod Jo Buyoesy | /zoz aunr AQ suonnjosal "SaNIUNWWOY
"(lounod 0} papiLgns au} uo |1puno) lounod jo Buioes) sy} jo uonediaiped
suodas Apapenb yo-paubis /zZ0z 8unr | 0} payiwgns suodal Uo |12unoY 0} paNIWAnS oy pue aoueulanab
¥ pue padA} seindwo) | g —-9zoz AInr L Apapenb (ino4) ¢ |  suodas Apspenb (ino4) IdM poob ainsua 0] v
920z | L20z aunr Og Aq saisiBas
aunp og Aq sa)siBal suonnjosal uo pajejndis

ai
0s

Bunybiapm

ealy

asueuLiopad fay




9l | ebed

MalAL

40 ajep uo ssaiboid

uonew.ojuj

aulaseg

Jojealpuy|

aoueuLopad Aoy

anpaalqQ a1bajens

o §32In0sal
sawwesboid ssau|om JZ0Z aunr g uewny jo juswabeuew
Buieaipu spodas yo-paubis 120z 8unp g sawweiBoud ssaujjom It pue [euonesiuebio :
w pue padA} seindwo) | g -9z0z AInr L |dM MaN jo suodas Auspend) IdM BAIJD3Y2 AINSUB O,
$80IN0S3)
SHO Jo uoejuawa|duw J20zZ aunp g uewny jo juswabeuew
Buneaipul yodas yo-paubis JzZ0Z sunp kg SHO Jo uonejuswa|dwi oy pue [euonesiuebio .
¥ pue padAj seindwo) | og-9zoz AInr L I MaN | 8y uo spodas Aapen) ¢ 1d4 3AIj23Y0 8INsSU3 0
9z0z
aunr Qg 18 se 4Sm
Jad se pajuswajdw /zZ0z 8unr og Aq $30IN0S3l
pajuswa|dwi sswwelboid sawwesboid | 4gp Jed se pajuswajdu uewny jo juswabeuew
Juslwdojansp s||14S 120z sunp Juswdojansp | sewwesboid yuswdojaasp S pue [euonesiuebio
¢ panoidde pue pajpaiooy | 0€ -920Z AInr | siins (sauyl) € sliys (3a1yL) g | I1d BA03YD BINSUB 0] 2
207 ludy
0€ A9 ¥13591
v135910) o}
pajiwgns m_._on_m.__ AYLOAId 1eak pajiwugns pue Dm__nEoo $82Jn0sal
% (¥1v) podas Buiuien [e1oueul 9z/z0z | Hodas TYLOAId B (MLY) vewny 4o juawabeuew
[enuue ‘dSp Jo-paubis JZ0z 8unp | Ul 8lep uoissILgng podal Buiuies) b pue jeuonesiuebio
| pue jueidwoo Ajleba | 0g 920z Ainr | 9202 1udy 0¢ [enuue ‘'gSM £2/9202 | IdX BAIIO8Y8 BINSUB 0L #
pv33 pue zy33]
9z0z Aenuer
Gl le senoge [py33 pue
inogey Jo Juswyedag J0 Juswpedaqg Zv33l zzoz fenuer gL $80IN0S8)
0} payiwgns Joday Ag inoge jo Juswyedsqg uewny jo juswabeuew

al
0S

Bunybiom

ealy
aoueuLiopad Aay




/1 | ebed

jo ajep uo ssaiboid

e

uonewIo)u|

aujjaseg

Jojeaipu|
aoueuuopad £ay

uone|siba sonpal 0} salijod [euwisiul
[e20] puE |eUONEU dojanaq pue uane|siba $80IN0sal
uim Ajdwod yaiym papiaoid |200] pUE [2UCHEU uewny jo juswabeuew
saolape punos Aj|ebaj uo 1207 9unt yym Ajdwoo saoiape [e6s) £6 pue |euonesiuebio
b suodas fpapenb aedard | g -9z0z AN | IdM MaN uo spoday Apapen) v IdM BAIJ03Y3 2INSUB 0
$30Jn0sa)
‘Buipodal 1202 uewny jo juswabeuew
aunr og Aq Buuojuow pue
pue Buuojuow uo spodal 4207 3unp Buiodas suone[) INoge 25 pue [euoijesiuebio
¥ suoneal Jnoge| ¥ aledald | g -9z0z A | 1d¥ MaN uo yodas Apapenb 4 1d¥ BAIj03Y8 BINSUB 0
2202 $82.n058)
‘PajeuIpIo0D aunp g £q pajeulpIood uewny jo Juswabeuew
Buueay Leuydiosip uo 1207 8unp sbuueay Aeurdiosip IS pue |euonesiueblio
¥ spodas Apapenb y aledald | 0g —9z0z AInr | |dM MaN uo spodai Apapenp) ¢ |dM EINRENERINIEL ]
JONpUOISIW [BIDUBUIY 1Z0z aunr og £q
[1ONPUODSI U siabeusw Jonpuoasipyy uo siabeuew $80IN0S3)
0} papiao.d sadlape 0} papinoid saoiape uewny Jo juswabeuew
|eanpaooud pue [eBa) uo 1202 3unp |eanpaoosd pue |eban 0s pue [euonesiuebio
] spodas Apapenb yasedald | Q€ -9zoz AInr L IdX M8N uo syodas Apapenb IdA BAIJ03Y3 2INSUB 0
£g0g sunp $30In0$3)
pajonpuod Buuiel 0¢ Aq pajonpuoa Buiues) uewny jo juawsbeuew
Kyoeded pue Buuies 1202 unr Kyoeded pue Buiuiey) By pue [euonesiuebio
¥ uo spodal y asedald | 0g -9zoz AInr | 1d¥ MaN uo spodas Apauenb ¢ 1d% 3Aj0aY8 8INsua 0
9z0z sunp $80IN0S3)
sBueaw 4 ¢ 0¢ 1e se wnuue /Z0z 8unp o Aq wnuue uewny jo juswabeuew
J0 sajnujw pue epuabe Jo 1207 3unr Jad ppay sbunsaw 1ad play sbunsaw 8y pue [euonesiuebio
0¢€ -9z0z AInr | 471140 (us)) oL 471 Apspenp ¢ 21032 2INSUB 0]

anya(qQ dlbajens

aoueuLIopad A3y



gl | ebed

5202 Jaquiaidag
0¢ Aq paysidwoo 120z Jequiaidas $80Jn0s8l
saako|dwsa ||e jo sueld saakojdws 0¢ Aq pajajdwoa uBwNY Jo juswabeuew
aAe3| [enuue yo-paubis 1zZ0zZ aunp |Ie 1o} sued anes| seakojdwsa |e Joy sueyd 85 pue [euonesiuebio
l pue padhy Jaindwo) | g -9z0z AInf | [enuuy 9z/5z0Z QAB3| [ENUUY /Z/9Z0Z Id¥ BAIIO9Y3 AINSUB 0 8
/Z0z aunp $32IN0S3)
‘sjuswnjowa 0t Ag sjuawnjows pue uewny Jo juawsbeuew
PUE S3YSIUIES) UNOD PAAISS 1202 3un SaYSIUIES) UNOD PaAIaS /5 pue |euonesiuebio :
¥ spodal Apapenb atedald | og -9zoz AN | 1dM MaN uo syodas Auapenp § 1d% BAI03Y4a BINSUB 0]
1202 $80In0s3!
pajebijsanul siajjew/sased aunr g £q pajebnsanul uewny jo juswabeuew
UO Pajanpuod 1207 9unf mhwﬁwﬁwwww 9 pue |euorjesiuebio .
suodas Apspenp ¢ aledald | 0g —9z0z Aine | |dM MaN spodas Aapenp ¢ |dM BAIj03Y3 8INSUB 0.
$80IN083)
/20z 8unr og Aq uewny jo juswabeuew
uonebmpoiyuoo [ebs| uo JzZ0zZ 8unp uonebyiy/sionuod eba oo pue |euonesiuetio .
t syodal Apapenb asedald | O -9z0z AInr L 1dM MaN uo spodas Apauenp ¢ [ BAIJ03Y8 AINSUS 0
sa)ndsip
|ENJORIUOD UO papiosd
90IADB/ S]0BJJU0D pPalelp $80IN0S8)
uo papiaoid sindul Jo /20z aunr og £q seoinpe uewny o juawabeuew
80IAPE [JOBJIUOD PaYeJp UO 1202 3unp |e6a| payelp pue pamainal s pue [euoniesiuebio "
¥ spodal Apapenb asedald | 0g-9z0z AInr L |dY MaN jo spodas Apapenb ¢ IdM BAIj0aYa aINSU8 0]

MB3lA3I

jo ajep uo ssaiboiyg

uoneuLoju|
auljaseg

1202

aunp o Aq sysu [eba
101e21pUY|
aJueuLIOMad fay

aA3(qQ o1Bajens

al
0S

Bugybom

Baly

aoueuLiopad Aay




61 | ebed

joslosd/antienul
JusWuIBIu02 1809 (1)

3U0 pue j0al0id /aanemniul
JUBWSIUBYUT JUOljRIBURY
anuanay [ejuswyedag
(1) auo uo Buneaipu

£¢0g aunr

o¢ Aq 108loid/annemu
JUSWUIRIU02 1509 (1)

auo pue jaloid /anjenu
JuaWaoueyuJ /uoljesauas)

anuaAsy |ejuswpedsq

TETETEE

jo ajep uo ssaiboigd

suodal Ayapenb yo-paubiis 1207 3unp (1) auo uo yodas Ayapenb G/ Ayedioiunw ajgeia
pue padf) Jaindwoy | g -9z0z AInr L IdY MaN pue Juawajdw ajeniy| IdM A|leroueuy ainsua o] | Ql
9z0z aunr 0¢ Aq
anju0 ejep L1207 woren Lg kg
ENIES) 191 jo BuipesBdn ETIIER
ejep 7] jo buipeiBdn 1o} Janias elep 19| jo Buipeibidn Kyedounw
10} JBAIBS JO UOIE|[BISUI /Z0z aunp 10 uonejelsut 10} JBAIBS JO UONE|elsul 09 auy} 0} sysu jo uonebijiw
1o} @leayiuao aledwo) | 0 -9z0z AInf | pUE JuslaINd0I4 pUE JUBLWaIN20ld 1dY 3AIj23Y3 8INSUS 0] e
Bunasw
aajjiwwoy buusalg 19| 9z0z sunt £z0z aunr og Aq Auedioiunw
J0 salnuipy pue epuaby o 120z aunp mw hmhﬂwﬁmw__“_mwm pjay sbui@al aanIwwos 65 ay) 0} sysu Jo uonebiyiw .
paubls pue padf} Jaindwo) | 0g-9z0z AInr | 101 Apswend ¢ | Buuaais 10] ApauenD b | Idx SAIJ938 BINSUB 0]

uoneuLIoju|

auljeseg

103e3ipU|

aJueuLiopad A3y

aAnaslqo albajens

ai ealy
os Gunybiapg aouewLIopad Aay



0z | abed

saoalqo
oibisjesis Aoy ansiyoe 0} Japio ul sasseooid [uOlNISUIl BA0IdWI O SAIBAOUUI BIE JBY) SUONN|OS g
paseq-joe} Juawa|dwi pue ysi|qe}sa o) spual) pue sebuajieys ‘uonewuojul askeue Ajeaiuo o sjqy uoljenouu| pue siskleuy
y¥su abeuew o} suejd o} AousBunuoo Juaioye pjing pue ABAlap 821uss
jo Ajienb auy ainsua 0} jaAnoaya sa0Inosal pue uoneuuojul asiuebio pue asjuoud ‘ueid o) 8|qy 5 Buisiuebig pue Buiuuelq
29uajadwod [elow sjoayal jey) Jnoimeyaq Aejdsip
Auaisisuoa pue AjubBajur pue Aisauoy sajowoid jey) Buiuosess Ajdde ‘siabBu) [esow Apuapl 0} 8|qy o 30usjadwo?) [elop
be| bz | O (Kaosindwo ||y) sajouajadwo) 2109
sdiysuonie|as soueusanob aaijesadood soueyua pue sailjod jueaajal Jo Wwsienjdaouod au)
19841p 0} 8jqe '1aypund ‘suonebiqo pue saanoeld aouewsaaoh jo Buipuejsiapun ybnoloy) e Adde pue oL
sjuawalinbal aoueldwos pue ysu Bulbeuew ul wsijeuoissajoid Adde pue Jos1p ‘sjowoid 0) 8|qY diysiapeaT souewan0g)
Aiunwwod ay) 0} s301nas A)jenb pue [euoissajold Janijap pue SaAleniul mau jusajdwi .
pue aaup A||nySsaans o) JapIo Ul S[aA3] |[B UO UONBWIOJSUBI} [BUOHNYISU! SIENIUI pUE J81Ip 0} 8|gY diysiapea sbuey)
Jauuew [eoiyle ue ul pabeuew ale SUOHOBSUBI) [BIOURUY |8 BY) 8INSU3
0} Jayun4 'ssanoeld [eloueul pasiubooal yjim 80UBPIOIIE Ul $35S800.d JUBWaINd0.d JajSIuILpE pue [+
Juawabeuew sy [e1ouBul SINjISUl ‘MOJ} USeD [oujuod ‘sjabpnq abeuew pue ueid ‘sjdwod o) ajqy JuswaBeueyy [eoueul4
SaA1193lq0 185 U JAAIIBP O} JAPIO Ul SBIIIANOR J1j0ads alenjeas .
pue Joyuow ‘abeuew ‘ueld ‘ABojopoyisw juswabeuew josfoid pue weiBoid puejsiapun o) a|qy Jswabeueyy 198l0.4 pue weiboid
$9A1103lqo [BUONN}ISUI 3ABILDE 0} JBPIO Ul SdIUSUOIIe[a) 8Inunu pue &
pling pue juaje; asiwndo ‘Aussanp pue 1dadsal ‘ajdoad abeinoous pue andsul ‘ebeuew Ajgaipay3 Juswabeuey ajdoad
"8)EPUBLL [Buonn}iSul
2168)e1}s au) Uo Janap 0} S1aylo Aojdap pue audsul pue ‘uonN}SUl 8Y) JOJ UOISIA B 1031Ip PUB 8pIAid : diyssapean pue uonoauq aibajens
De | OZ | DI (A1os|ndwod |1y) seiousiadwo) Buipes




1¢ | abed

L
Scor| LO \O :9)eq ;%c:oo 10 Jjeyaq uo (1abeuepy [edioiunpy) Aq paydasoe pue paubig

O.Na@ﬁ 5 — _ X =T :(seo1n18g 9)el10di0)) (10)0aa1q) Aq paidaooe pue paubig

‘saAnaalqo paynuapl jsuiebe Ajjenb ucémﬁrvncm Jojluow Ajaanoe 0} Jayung

‘spJepuejs £jijenb jaaw o) sJayjo abeinoous pue suonejoadxe pasaxa o) Bulauls G

Kusisisuoa ajiym saanaalqo pue synsas Buinsiyoe uo snaoy ‘spiepuels Ajenb ybily uejuiew o} a|qy snoo4 Ajjenp pue Buninsay
KjaAnoaya o) J3pI0 Ul a0usipne ay) Joj ¢

sjeudosdde Jauuew as10U00 puB Pasnoo} Jes|o e Ul seapi pue abipajmouy) ‘uonewojul BIBYS O} BQY UOIJBOIUNWIIOY
Juawwianob [e20] Jo aseq abpajmouy SA1199]|00 BU} S0UBYUS 0} JSPIO U 'BIpaLI pue g

ssao0.d snouea yBnosy) uonewwojul pue abpajmouy jo Buueys pue uonelsuab ay) ajowoid 0} 3|qy Juawabeueyy uonewlou| pue abpajmouy

SUONBAIBS(Q/SIUBWIOY uoijuyaqgjuondusseq  Bunybiapy  seldusjadwiod a109 pue BuipeaT



zz | ebed

\ %

Ow G,Oﬁ.\/ﬂ = , e :?1eq PV ﬂ ” 1ouUnod Jo jleyaq uo (sabeuepy |edidiunpyy) Aq paydasoe pue paubig
_. /

soE/ia1o =

:(saa1a19g 9jelodio)) ojoauq) Aq pajdasoe pue paubig

awoonQ bBuiuiean Aanoy paau Juawdojanag

:91eq 1obeuey

‘Juswyedag ‘a)L qor

:Jaquinp aafodwg :awep s,29ho0/dw3




e

4. Record of assessment meetings (Conts

| G | ©0]"d
Employee's Name: /ﬁ"q‘h _ﬂqm fhv| ha Employee Number: o1 |

: \ )
Job Title: D 1o CAov C‘,m TO“’*‘ adg gaulf)é(piartment: C okl IPC"“/)‘ R g‘Q*\"] L -

Manager / Immediate Superior: mm Date: 0l / (1 ‘/ ::)" 2 b

Date of Employee’s views on Comments of the Action to be taken if
assessment differences of Employer any (feedback tobe
meeting assessment given to employee )
Q1:

Q2:

Q3:

Q4:

Additional review:

Thus done and signed at fﬂQ\fS this 53! day of 5'1 1? Mg

EMPLOYEE:

\ \
Signature: @ Name Print: 'Fkﬂkl mmlgw

WITNESSES ﬁ
. Iy
1. Signature: Name Print: ﬁ)“‘1L M $

2. Signature: Lk@ Name Print: m"{ oLy 7

ATHE LOCAL MUNICIPALITY

1)
Name Print: \»
3 N v

WITNESSES

1. Signature: fﬁj P Name Print: ’TH(/KU ]\/F\ Tam B

2. Signature: ‘QE’ Name Print: 5 ALRAZANY C\F\ WA EY A

Page | 23




