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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Ngqushwa Municipality herein represented by Mrs.Misiwe Phyllis Mpahlwa in his
capacity as the Municipal Manager (hereinafter referred to as the Employer)

and

Mrs. Ntombi Makwabe; the Director Community Services of the Municipality (hereinafter
referred to as the Employee).

WHERERBY 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.

14 The parties wish to ensure that there is compliance with Sections 57(4) 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), (4B) and (5) of the Act as well as the
employment contract entered into between the parties;

2.2 specify objectives and targets defined and agreed with the employee and to
communicate to the employee the employer's expectations of the employee's
performance and accountabilities in alignment with the Integrated Development Plan,

Service Delivery and Budget Implementation Plan (SDBIP) and the Budget of the
municipality;

2.3 specify accountabilities as set out in a performance plan, which forms an annexure to
the Performance Agreement;
2.4 monitor and measure performance against set targeted outputs;

25 use the Performance Agreement as the basis for assessing whether the employee
has met the performance expectations applicable to his job;

26 in the event of outstanding performance, to appropriately reward the employee; and
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2.7

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

COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

3.5

This Agreement will commence on the 01 July 2018 and will remain in force until 30
June 2019 thereafter 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 in each quarter. 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 above-
mentioned period to determine the appiicabiiity 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.

PERFORMANCE OBJECTIVES

4.1

42

4.3

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.

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, Service Delivery and Budget Implementation Plan (SDBIP) and
the Budget of the Employer, and shall include key objectives; key performance
indicators; target dates and weightings.

421 The key objectives describe the main tasks that need to be done.

422 The key performance indicators provide the details of the evidence that must
be provided to show that a key objective has been achieved.

4.2.3 The target dates describe the timeframe in which the work must be achieved.

424 The weightings show the relative importance of the key objectives to each
other.

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.
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5 PERFORMANCE MANAGEMENT SYSTEM

51 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.

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.

54 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.

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

5.5.1 The Employee will be assessed against both components, with a weighting
of 80:20 allocated to the Key Performance Areas {KPAs) and the Core
Competency Requirements (CCRs) respectively.

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

5.5.3 KPAs covering the main areas of work will account for 80% and CCRs will
account for 20% of the final assessment.

5.6 The Employee’s assessment will be based on his 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 weightings below agreed to between the
Employer and Employee:

Key Performance Areas (KPA’s) Weighting |
Quality Basic Services and Infrastructure Development 15%
Institutional Development and Design 10%
Local Economic Development (LED) & Spatial Planning 55%
Financial Viability and Management 10%
Good Governance and Public Participation 10%
Total 100%

5.7 Key performance areas related to the functional area of the Employee will be subject
to negotiation between the Employer and the Employee.

58 The CCRs will make up the other 20% of the Employee’s assessment score. CCRs
that are deemed to be most critical for the Employee’s specific job will be selected
(V) from the list below as agreed to between the Employer and Employee. Three of
the CCRs are compulsory for Managers directly accountable to Municipal Managers:
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Indicate
Choice
Core Competency Requirements for Managers (CCR) | Select Actual
Yes/No Weight Score/5
Core Managerial Competencies
CCR 1 Strategic Capability and Leadership Yes 10%
CCR2 Programme and Project Management Yes 10%
CCR3 Financial Management Compulsory | 5%
CCR 4 Change Management Yes 5%
CCR5 Knowledge Management Yes 5%
CCR B Service Delivery Innovation Yes 10%
CCR7 Problem Solving and Analysis Yes 5%
CCR 8 People Management and Empowerment Compulsory | 3%
CCR9 Client Orientation and Customer Focus Compulsory | 5%
CCR 10 Communication Yes 5%
CCR 11 Honesty and Integrity Yes 5%
Core Occupational Competencies
CCR12 Competence in Self-Management Yes 3
CCR13 Interpretation of and implementation within Yes 3
the legislative
CCR 14 Knowledge of developmental local Yes 3
government
CCR 15 Knowledge of performance Management Yes 3
and reporting
CCR 16 Knowledge of global and South African Yes 3
specific political social and economic
contexts
CCR 17 Competence in policy conceptualisation, Yes 3
analysis and implementation
CCR 18 Knowledge of more than one functional Yes 2
municipal field discipline
CCR 19 Skills in Mediation Yes 3
CCR 20 Skills in Governance Yes 1
CCR 21 Competence as required by other national Yes 2
sector
CCR 22 Exceptional and dynamic creativity to Yes 3
improve the functioning of the municipality
CCR 23 Risk Management Yes 2
CCR 24 Audit Action Plan Yes 1
Total CCR Score 100%

6. EVALUATING PERFORMANCE

6.1

6.2

The Municipality’s Performance Management Framework sets out -
6.1.1 the standards and procedures for evaluating the Employee’s performance; and
6.1.2 the intervals for the evaluation of the Employee’s performance.

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.
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6.3 Personal growth and development needs identified during any performance review
discussion will be documented in a Personal Development Plan as well as the actions
agreed to and implementation will 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.
6.5 The annual performance appraisal will involve:

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

(a) Each KPA will be assessed according to the extent to which the specified
standards or performance indicators have been met and with due regard
to ad hoc tasks that have had to be performed under the KPA.

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

(c) The applicable assessment rating calculator (refer to paragraph 6.5.3
below) will be used to add the scores and cailculate a final KPA score.

6.5.2 Assessment of the CCRs

(a) Each CCR will be assessed according to the extent to which the
specified standards have been met.

(b) An indicative rating on the five-point scale will be provided for each CCR.

(c) This rating will be multiplied by the weighting given to each CCR during
the contracting process, to provide a score.

(d) The applicable assessment rating calculator (refer to paragraph 6.5.1)
will be used to add the scores and calculate a final CCR score.

6.5.3 Overall rating

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

6.6 The assessment of the performance of the Employee will be based on the
following rating scale for KPA’'s and CCRs:

Level Terminology Description Ratin
1/12]3[4]5

Outstanding Performance far exceeds the standard
performance expected of an employee at this level. The
appraisal indicates that the Employee has

5 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.
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Level

Terminology

Description

Ratin
1J2|3ﬂg4|5

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.

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.

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.

6.8 For purposes of evaluating the annual performance of the Employee, an evaluation
panel constituted of the following persons shall be established -

6.8.1
6.8.2

Municipal Manager;
Chairperson of the Performance Audit Committee or the Audit Committee in the

absence of a Performance Audit Committee

6.8.3

another member of Council; and

6.8.4

Municipal Manager from another municipality.

Member of the Mayoral Committee or in respect of a plenary type municipality,

6.9 The manager responsible for Human Resources of the municipality shall provide
secretariat services to the evaluation panels referred to in sub-regulations (d) and (e).

7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of each Employee in relation to his Performance Agreement shall be
reviewed on the following dates with the understanding that reviews in the first and third
guarter may be verbal if performance is satisfactory:

First quarter

July — September 2018
i
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Second quarter : October — December 2018
Third quarter : January — March 2019
Fourth quarter : April  —June 2019

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

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

7.4 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
consulted before any such change is made.

7.5 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.

8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmentiai gaps is attached as
Annexure B.

9. OBLIGATIONS OF THE EMPLOYER

9.1  The Employer shall —

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

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

9.1.4 on the request of the Employee delegate such powers reasonably required
by the Employee to enable him to meet the performance objectives and
targets established in terms of this Agreement; and

9.1.5 make available to the Employee such resources as the Employee may
reasonably require from time to time to assist him 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 adirect effect on the performance of any of the Employee’s functions;

10.1.2 commitment of the Employee to implement or to give effect to a decision
made by the Employer; and

10.1.3 a substantial financial effect on the Employer.
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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

1.1

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 1% to 14% of the all-inclusive annual remuneration

package may be paid to the Employee in recognition of outstanding performance to
be constituted as follows:

11.2.1 a score of 101% to 129% is awarded a performance bonus ranging from 1% to
5%; and

11.2.2 a score of 130% to 149% is awarded a performance bonus ranging from 5% to
9%; and

11.2.3 a score of 150% and above is awarded a performance bonus ranging from 10%
to 14%.

11.3  In the case of unacceptable performance, the Employer shall —

11.3.1 provide systematic remedial or developmental support to assist the
Employee to improve his performance; and

11.3.2 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 unfithess or
incapacity to carry out his duties.

12. DISPUTE RESOLUTION

121

12.2

Any disputes about the nature of the Employee's performance agreement, whether it
relates to key responsibilities, priorities, methods of assessment and/or salary
increment in the Agreement, must be mediated by the Mayor within thirty (30) days of
receipt of a formal dispute from the Employee, whose decision shall be final and
binding on both parties.

Any disputes about the outcome of the Employee’s performance evaluation, must be
mediated by a member of the Municipal Council, provided that such member was not
part of the evaluation panel provided for in 6.8, within thirty (30) days of receipt of a
formal dispute from the Employee, whose decision shall be final and binding on both
parties.

13. GENERAL

131

13.2

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.

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



Thus done and signed at m’*—’? .............. on this €< day of Ju‘u-" ..... 2018

AS WITNESSES:

[N\ SR

\ EMPLOYEE
) W
AS WITNESSES:
)+
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To manage the provision of electrical _.zs.n_.nq of househaids Eleclrification of 320 househokis R 6332 000 211 househokds Qi-Preleminary Design, Prefiminary Dusign, Slle establishment, delivery of |Construction of £ ity Electrification of 320 Director Q
sarvices lo efisure lhe rendering of slactrified. in the following villages by 30 June electrified Adverti for i of  |Advert: 1t for ial and consiruclion of linfrastructure in the 320 housaholds by 30 June :Infrastruciure and
offeetive, elficlent,econamical and electrical 2010; Confractor and Planning Report appointment of Contractor  |electricity Infrastructure for the [househokds to be electrified  |2019 Technical Servicos
imaintenance services 1) Bhingqala (15) Q2-Delivary of material and and Planning Repar for the {320 househalds totba by 31 March 2019
2) Benlon (25) progiress report electrification of 320 electrified by 31 December
3) Siginggini (20) Q3- Progress report households by 30 2018
4} Ntloko (20) Q4 -Completion Report Seplember 2018
5) Makhahlans (25)
6) Hiosinl (25)
7) Mgababa (25)
8) Mpekweni (20)
6) Ndwayana(20)
10) Eluxalwenl (25)
11) Plkoli{15)
12) Kalana (20)
13) Bodium (20)
. 14) Bell (15)
16) Newtordlale (25)
16) Runlets (5) ;
KPA3 : LOCAL ECONOMIC DEVELOPMENT AND SPATIAL DEVELOPMENT WEIGHT : 20
Strategy |Objostiva Indicator Annun| Targoet Budget & Bourco _.m.__-a__..:. Q1-Q4 Evidence Requirad Q1 Delivorablo Target Q2 Dollvarabla Targot Q3 Deliverable Target Q4 Delivarablo Targat  |Custodian KP
Sirives {o ensure the creallon [Ta craale an ennbing environment Thal Develt of Bush Implementation of L Drafl LED Biralegy or Engagement |1 Dralt business pian, Final Busingss plan Togra8s reporl on Director © IEl
of wealth using natural promotes the development of the local Plan for LED Inllatives 30 June 2010 engagament Atterdance Register,  |for Developmant of devaloped by 31 Decaml developed and submitted by [impk tatlon of LED Community
theraby il y and faciitate job creation Q2-Quarerly report and draft Business Plan by 30 2018 b 31 March 2010 eqy by 30 June 2010 |Services
suslainable economic grawth, business plan, Seplember 2018 1
Q8- Final Business Plan and Proof '
of Subinission
Q4- Proof of submitled Business
Plan{Acknowledge of Recelpt)
3
Stakeholdar Skills development of Ngqushwa 38 760 Not Applicable Q1 - Quarterly Tepoit Slakehokier takeholder gement 1 e ler Engagement fo ged Entrepreneurial |Director : [TEL
lengagemenment for Entrepreneur's as part of Bullding Engagement , Atterdance Reglster Jfor Development of Skills Assessment - Capacity  [communicate Mgqustwa Skills Data Base - Community
|implementation of the BIGM |Inclusive Groen Municipafitios Q2- Quatlerly Repori, Skills Naqushwa Entreprenaurial |Building by 31 December 2018 |Entrepreneurial Skills Data Capacily Building by 30 Senvices
Programme (BIGM) Programma by 30 June Assessment Report , Atendance  [Data base by 30 Seplember base, By 31 March 2019, June 2018
2018 ragister 2018
Q3- Quartarly rapoit, Allendance
- regisler Q4-
Quarterly Report, Entrepreneurial N
Skills Data Base Brochura -
© nauro eifective, oiligiant and conona bor of workahops |Conduol 4 coastal management [0 Coastal managemant™ [Q1 -Canducl 1 quancny constal —— JCondvel T sonstal Conduat T coastal Conduct 1 coastal Conduct T consta Ditecior : [CsT
coastal management of the environment  |conducted for workshops by 30 June 2010 plan |management workshop management workshap hy Il t workshop by 31 gement workshop by workshop by |Communty
by 2022 and beyond. |implementation of coastal {Programme and Attendance 30 Seplember 2018 December 2018 31 March 2010 30 June 2018 Sorvices
managemant plan {Reglster )
Q2- Conduct 1 quarterly coastal
|management workshap
(Programme and Attendanca
|Regiater )
Q8-Conxduct 1 quarterly coastal
managemert workshop
(Programme and Attendance
Register ) >
Qd-Conduct 1 quaretly coastal
management workshop
(Progmmme and Attendance
Raglster )




To manage (he rendering of efficientand  Number of Roadblocks and Eight (8) roadblocks to be RO 4 Roadblacks were Q1-One quarterly report, Conduct _nn.a:n_ Two (2)quarterly  [Conduct Two (2)quarterly |Conduet Two (2)quarterty  [Conduct two (2) quartery  |Director :
sustainablo traffic and law enf and ane quarerly conducted Two bl by 30 Se . dblock by 31 December  Jroadblock by 31 March 2010 |roadblock and A Community
sarvices to all road users and public lawareness workshops 1o be (Allendance Registers ) 2018 2018 workshop by 30 June Services
conducted by 30 June 2019 Q2-One Quarterly repor, Conduct 2019

Two (2) quarerly

roadblock{Attendance Regislers )

Q3-Ona quarerly report, Conduct

Two(2) quarterly

roadblock(Attendance Regislers )

Q4- One quarterly repart, Gonduct

Two (2) quaretly roadblock

(Atlendance registers) and One (1)

Awaraness workshop(Attandance

Rogisters )

‘o ensurs that spatial pianning ~ (To review and implament a wall o wall | Drafl reviewsd Momlpal (xms%a and approved 5 year |1 62 600 Approved G yaar Q- Firs Dralt Spatial Development rﬁ Draft Reviewed SOF  [Final Reviowad BB by 31— [Nol Apploabie ot Aprheable lacior : T
and Land Use Management  |SPLUMA fiant Spatial Develof Spatlal Devek Municipal SOF by 31 December Municipal SDF Framework by 30 Seplember 2018 December 2018 g Communily
ponds to Saclal, s |F k (SDF). Framework 2018 Q2- Counil Resolution and Final Services

environmental and eultural raviowed Spatial Development
needs to promote sustainable Framework
livalihaod in accordance with
SPLUMA principles and the
NDP.
(Niimber of awaroness CondUcling 2 Awareness Ao Ghe awareness QiNolAppicabl  [NOLAppIGate —|Gne awaTenees campargn PR G awarenoss campaigh D Teator |
planning and bulkding policles and igna Palgns on Planiing and campalgn condudted in |Q2- Attendance Reglster ard [eonducted on Planning and conducted on Planning  [Communily
|legislation. Building by-laws by 30 June 2010 201617 ngenda Bullding by-laws by 31 and Bullding by-laws by 30 [Services
Q3-Not applicable Decembar 2018 June 2019
Q4- Attendance Ragister and
agenda
ITa ansure eifecive mplememation and DAl memichal wall to wall Approved municipal wall to wa 1 00 ot Applicabl 1+ Terma of Reference, Davelopmian of Tarms of |16t drafi 8 inal m appllcal npplical Dleclar :
Dacision making in line with SPLUMA, Land use scheme l.and Use Scheme Regulntions by dvertl nt & f letter  |Raf , adverti & fwall to wall Lardd Use Schame Communily
principles and processes, regulations 31 December 2018 of service pravider and Inception appoiniment of Service Regulation by 31 December Services
reporl on devefopment of land use  |Provider and Incaption 2018
scheme regulations taport on the development
Q2- Draft land use scheme of the municipal wall to wall
regulations and Gouncll Resolution ~ [Land Use Scheme
i on final wall lo wall land use Regulations by 30
N scheme regulations. .|September 2018 v
TG imprave assel ragistar (TmovADi Draft Lund At Gurvey | Approved Land A Survey By 37 [ 00 600 [ADM Land Audi @i~ Torms of Relarence, Doveloprient of Toma of | 161 Draf and Final Land A [Not appicabis NGt applicable Olecior
property); revenua generation and Dacember 2018 Survey advarlisement & appolntment letier  |Reference, advertisement & |Survey by 31 Dacember 2018 Community
with zaning regul of service provider and Inception  appointment of service . Bervican
report on Land Audit Survey provider and Incaplion
Q2- 151 Draft Land Audit Survey report for the land audht
and Councll Resalution on final srvey by 30 September
Draft Land Audh Survey 2018
TaTaviaw and Implomant & Hausing Seciar |Brart revm al eviewed and approved 6 year R 27 192 Q- Tncaplion report Tcaplion repor for The ‘mq_ﬁ_s_ﬁ_ analyals reporl by | Drafl reviewed Housing Ttoviewed Housing — |Direclor -
Plan (HSP) to faciflate planning and Housing Sector Plan Housing Sector Plan by 30 June Q2- Stuational Analysls report housing sector plan review |31 December 2018 Sactor Plan Sector Plan Community
devalopment of Human Settiemonts 2018 @3- Draft Housing Sector Plan by 30 Seplember 2018 Sarvices
Q4- Counell Resalutlon on final
Housing Seetor Plan
KPA 4 1 FINANCIAL VIABILITY AND MANAGEMENT WEIGHT: 20
Strategy Objoctive Annual Target Q1-Q4 Evidanca Requirad Q1 Deliverable Targot _.“u. Dellvorable Targal Q3 Deliverablo Target Q4 Dellveralifo Target  |Gustod)
oﬂ... _ﬂﬂ. el Viabla nsuring sound financial planning and Development of GRAP compliant 7 G1-Signed AFS and Bovelopment and o Applicabl Nol Applicabla Nol Applicabla Chief Financial
municipality (self - raporiing through budget management Annual Financial Stalements by Annual Finanoial Acknowledgement of receipt by Submission of Grap . Officer
sustainability) best practices and interdeparimental 31 August 2018, Statemenis AGSA compliant Annual Financial
coordination, 15tatements fo Auditor
General by 30 September
2018




NAME

: NTOMBI MAKWABE

JOB TITLE: DIRECTOR COMMUNITY SERVICES
EMPLOYER: NGQUSHWA LOCAL MUNICIPALITY

ANNEXURE “B”

YEAR : 2018/2019

Competency Proposed Responsibility | Time-frame | Expected outcome

to be addressed actions
Strategic + CPMD Municipal To be effectively lead the
Leadership Course Manager (1 Year department which will bring

duration) excellent result

Performance Workshops on | Municipal July, August | To be able to enter into
Management PMS Manager 20189 performance agreements with all

managers reporting to me,
manage and monitor and evaluate
against set criteria, within
relevant time frames
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