PERFORMANCE AGREEMENT
2019/2020 FINANCIAL YEAR

Made and Entered into by and between
THE VICTOR KHANYE LOCAL MUNICIPALITY

Herein represented by

THE ACTING MUNICIPAL MANAGER, SEBOTE THABITHA MATLADI

(Herein after referred to as the “Employer”)
And

ACTING DIRECTOR — COMMUNITY AND SOCIAL SERVICES, MAESELA
DANIEL KEKANA
ID: 740317 5362 085

(Herein and after referred to as the “Employee”)

For the period }@ \J‘p ((\
02 July 2019 — 02 October 2019 \
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The employee of the Victor Khanye Local Municipality in his/her capacity as duly appointed
Acting Director — Community and Social Services herein after referred to as the
“Employee”

Whereas 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, 2000 as
amended.

AND Whereas Section 57(1) (b) of the Act read with the Contract of employment concluded
between the Parties, require them to conclude an annual Performance Agreement;

AND Whereas the Parties wish to ensure that there is compliance with Section 57(4A),
57(4B) and 57(5) of the Act, 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;

NOW Therefore the Parties agree as follows:

DEFINITIONS

“The ACT” shall mean the Local Government: Municipal Systems Act, 2000 (Act 32 of 2000
as amended)

CCR - Core Competency Requirements

IDP - Integrated Development Plan

SDBIP B Service Delivery Budget Implementation Plan

POE - Portfolio of Evidence

KPA - Key Performance Area

KPI - Key Performance Indicator

MFMA - Municipal Finance Management Act

REGULATIONS - shall mean the Local Government: Municipal Systems Act

Performance Regulations for Municipal managers and Managers
directly accountable to Municipal Managers, 2006

FINANCIAL YEAR - refers to the 12 month period which the organisation determines as
its budget year.

ol &

Page 3 of 53
Victor Khanye Local Municipality 2019-20 Performance Agreement (ED:CSS)



1. INTRODUCTION

1.1 This performance contract is between, the Acting Director, Community and Social
Services Maesela Daniel Kekana and Sebote Thabitha Matladi in her capacity as the
Acting Municipal Manager, within the provisions of the delegated powers as stipulated by
Council. The contract is for the 2019/20 financial year only. The expected performance
reflected in this contract is based on the reviewed Integrated Development Plan (IDP)
2019/20, the Service Delivery and Budget Implementation Plan (SDBIP) 2019/20. The afore-
mentioned documents have been adopted as working documents of Victor Khanye Local

Municipality and therefore, shall be the basis of performance assessment.

2. PURPOSE OF AGREEMENT

The purpose of this agreement is to:-

2.1 Comply with the provisions ofISections 57(1) (b), (4A), (4B) and (5) of the Systems Act
as well as the employment contract entered into by and between the parties;

2.2 Specify objectives and targets defined and agreed to 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 (IDP), 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:

2.5 Use the performance agreement as the basis for assessing whether the employee has

met the performance expectations applicable to his/her job;
2.6 In the event of outstanding performance, to appropriately reward the employee; and;

2.7 Give effect to the employer's commitment to a performance-orientafed relationship with

N
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3. STRATEGIC OBJECTIVE

The Acting Director — Community and Social Services has the overall responsibility of
ensuring that he shall be, subject to the policy directives of the Council of the Municipality,
responsible and accountable for administratively being in charge of the service delivery
programmes within the Community and Social Services Department, budget, asset
management, supply chain management, financial management and review, and any other
functions as may be delegated to him/her by the Acting Municipal Manager.

4. COMMENCEMENT AND DURATION

4.1 This Agreement will commence on 02 July 2019 and will remain in force until 02
October 2019 or until a new Performance Agreement, Performance Plan and
Personal Development ‘Plan is concluded between the parties for the ensuing

financial year or part thereof.

4.2 The parties will review the provisions of this Agreement during June each year and
will conclude not later than 31st July of each ensuing financial year a new
Performance Agreement, Performance Plan and Personal Development Plan that

replaces this Agreement.

4.3 This Agreement will terminate on the termination of the employment contract entered

into by and between the parties for whatever reason.

4.4 The parties agree that the contents of the agreement may be revised at any time
during the duration thereof with the purpose to determine the applicability thereof.

4.5 If at any time during the validity of the agreement the work environment alters to the
extent that the contents of the agreement are no longer appropriate, the contents
must by mutual agreement between the parties. Immediately be revised.
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5. PERFORMANCE OBJECTIVES

5.1 The Performance Plan Annexure "A" sets out:

5.1.1  The performance objectives and targets that must be met by the Employee
and;

5.1.2 The time frames within which those performance objectives and targets must

be met.

5.2 The performance objectives and targets reflected in Annexure "A" are set by the
Employer in consultation with the Employee, and are based on the IDP, SDBIP and
Budget of the Employer and shall include the following:

5.2.1  The key objectives that describe the main tasks that need to be done;

5.2.2 The key performance indicators and means of verification that provide the
details of the portfolio of evidence (POE) that must be provided to show that a
key objective has been achieved;

5.2.3 The target dates that describe the timeframes in which the work must be
achieved;

5.2.4 The weightings showing the relative importance of the key objectives to each

other.

5.3 The Employee's performance will, in addition, be measured in terms of contributions to

the goals and strategies set out in the Employer's IDP.

5.4 The Employer will make available to the Employee such employees 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; provided that it will at all
times remain the responsibility of the Employee to ensure that he/she complies with

those performance obligations and targets.

5.5 The Employee will at his/her request be delegated such powers by the Employer as may
in the discretion of the Employer be reasonably required from time to time to enable
him/her to meet the performance objectives and targets established in terms of this

Agreement.

_ | W
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5.6 The Employee acknowledges the fact that the Employer is entitled to review and make
reasonable changes to the provisions of Annexure "A" from time to time for operational
reasons. The Employer agrees that the Employee will be fully consulted before any such

change is made.

5.7 The provisions of Annexure "A" may be amended by the Employer when the
Employer's performance management system is adopted, implemented and/or amended

as the case may be.

5.8 The Personal Development Plan Annexure “B” sets out the Employee’'s personal

development requirements in line with the objectives and targets of the Employer

5.9 Disclosure of Financial Interests Annexure “C” set out the financial interests of the

employee

6. PERFORMANCE MANAGEMENT SYSTEM

6.1 The Employee agrees to participate in the performance management system that the
Employer adopts or introduces for the municipality, management and municipal staff of

the municipality.

6.2 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
municipality, management and municipal staff to perform to the standards required.

6.3 The Employer shall consult the Employee about the specific performance standards that
will be included in the performance management system as applicable to the Employee.

6.4 The Employee undertakes to actively focus towards the promotion and implementation of
the Key Performance Areas (KPA's), including special projects relevant to the
Employee's responsibilities, within the local government framework.

6.5 The criteria upon which the performance of the Employee must be assessed consist of
two components, both of which must be contained in the performance agreement-

o
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6.5.1 The Employee must be assessed against both components, with a weighting of
80:20 allocated to the Key Performance Areas (KPA's) and the Core Competency
Requirements (CCR's), respectively.

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

total score.

6.5.3 KPA's covering the main areas of work will account for eighty percent (80%) and
CCR's will account for twenty percent (20%) of the final assessment.

6.6 The Employee's assessment will be based on his/her performance in terms of the
outputs/outcomes (performance indicators) identified as per the performance plan which
are linked to the KPA's, which constitute eighty percent (80%) of the overall assessment

result as per the weightings agreed to between the Employer and Employee.

KPA Key performance areas (KPA'S) . Weighting

| Basic Service Delivery and 47
Infrastructure Development

2. Financial Viability and Financial 16
Management

3. Institutional Development and 4
Transformation

4. Good Governance and Public 26
Participation

5. Spatial Development 5

6. Local Economic Development 2

TOTAL 100%

6.7 The key performance areas related to the functional area of Employee shall be subject to

negotiation between the Employer and the Employee.

6.8 The CCRs will make up the other 20% of the Employee's assessment score as follows:
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Competencies Components Competency Definition Weighting %
: (total 100%)
Leading competencies
Strategic Direction and e Impact and Influence Provide and direct a vision for the institution, and inspire and
Leadership e |nstitutional Performance Management deploy others to delivery on the strategic institutional mandate 5
e Strategic Planning and Management
® Organisational Awareness
People Management °* Human Capital Planning and Development | Effectively manage, inspire and encourage people, respect
e Diversity Management diversity, optimise talent and build and nurture relationships in 5
* Employee Relations Management order to achieve institutional objectives
* Negotiation and dispute Management
Programme and Project ® Programme and Project Planning and Able to understand programme and project management
Management Implementation methodology; plan, manage, monitor and evaluate specific 10
e Service Delivery Management activities in order to delivery on set objectives
* Programme and Project Monitoring and -
Evaluation
Financial Management e Budget Planning and Execution Able to compile, plan and manage budgets, control cash flow,
e Financial Strategy and Delivery institute financial risk management and administer 15

e Financial Reporting and Monitoring

procurement processes in accordance with recognised financial
practices. Further to ensure that all financial transactions are
managed in an ethical manner

Change Leadership

e Change Vision and Strategy
® Process Design and improvement
e Change Impact Monitoring and Evaluation

Able to direct and initiate institutional transformation on all
levels in order to successfully drive and implement new
initiatives and deliver professional and quality services to the
community

Governance Leadership

* Policy Formulation
e Risk and Compliance management
* Cooperative Governance

Able to promote, direct and apply professionalism in managing
risk and compliance requirements and apply a thorough
understanding of governance practices and obligations.
Further, able to direct the conceptualisation of relevant policies
and enhance cooperative governance relationships

10

o v

Core Competencies
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Competencies

Components

Competency Definition

Weighting %
(total 100%)

Moral competence

Able to identify moral triggers, apply reasoning that promotes
honesty and integrity and consistently display behaviour that
reflects moral competence

5

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

10

Analysis and Innovation

Able to critically analyse information, challenges and trends to
establish and implement fact-based solutions that are
innovative to improve institutional processes in order to
achieve key strategic objectives

10

Knowledge and
Information Management

Able to promote the generation and sharing of knowledge and
information through various processes and media, in order to
enhance the collective knowledge base of local government

10

Communication

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

Results and Quality Focus

Able to maintain high quality standards, focus on achieving
results and objectives while consistently striving to exceed
expectations and encourage other to meet quality standards.
Further, to actively monitor and measure results and quality
against identified objectives

10

Core Competencies

100%

A more comprehensive explanation of each competency is attached as Annexure “D” to this plan.
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7. EVALUATING PERFORMANCE

7.1 Annexure "A" to this Agreement sets out:

7.1.1 The standards and procedures for evaluating the Employee's performance; and
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.

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 must involve:
7.5.1 Assessment of the achievement of results as outlined in the performance plan-

(i) 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.

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

(i) 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 CCRs-

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

(i) An indicative rating on the five-point scale should be provided for each CCR

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

| W
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(iv)The applicable assessment-rating calculator must then be used to add the

scores and calculate a final CCR score.
7.5.3 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 CCR's:

Level

Terminology

Description

Rating

Outstanding
Performance

Performance far exceeds the standard expected
of an employee at this level. The 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.

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.

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
performance 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.
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7.7 For purposes of evaluating the annual performance of the Employee an evaluation panel
constituted of the following persons must be established-

7.7.1 The Municipal Manager

7.7.2 Chairperson of the ' Performance Audit Committee or the Chairperson or
designated performance management specialist of the audit committee in the
absence of a performance audit committee;

7.7.3 Member of the Mayoral or Executive Committee

7.7.4 Mayor and/or Municipal manager from another municipality.

The manager responsible for human resources of the municipality must provide

secretariat services to the evaluation panels.

8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1 The performance of the Employee in relation to his/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:

Quarter Period Review date
1 July - September Before end of October 2019
2 October - December Before end of February 2020 (Midyear
Review)
3 January - March Before end of April 2020
April- June Before end of September 2020 (Annual
Review)

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

meetings.

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

, e
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8.4 The Employer will be entitled to review and make reasonable changes to the provisions
of the performance plan from time to time for operational reasons on agreement between

both parties.

8.5 The Employer may amend the provisions of the performance plan whenever the
performance management system is adopted, implemented and/or amended as the case

may be on agreement between both parties.

9. DEVELOPMENTAL REQUIREMENTS

9.1 A Personal Development Plan (PDP) for addressing developmental gaps is attached as
"ANNEXURE B" and shall form part of this agreement.

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 may impact on the performance of the Employee;

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 the agreement; and

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

11. CONSULTATION

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

Employee powers will have amongst others—

11.1.1 a direct effect on the performance of any of the Employee's functions; \W
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11.1.2 Commit the Employee to implement or to givé effect to a decision made by the
Employer;
11.1.3 A substantial financial effect on the Municipality.

11.2 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.

12. MANAGEMENT OF EVALUATION OUTCOMES

121

12.2

12.3

12.4

2, ¥
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The key to a developmentally oriented performance management system towards
inadequate performance is to promote improvement through feedback, learning and

support, rather than judgement, sanctions or punishmént.

Performance appraisal feedback shall be conveyed to employees in writing or
discussed with employees on a regular basis to prevent a scenario where employees
only find out about the gaps in their performance during mid-year or during the final

review.

The evaluation of the Employee's performance shall form the basis for rewarding
outstanding performance or correcting unacceptable performance

A performance bonus ranging from five percent (5%) to fourteen percent (14%) of the
all-inclusive remuneration package may be paid to an employee in recognition of
outstanding performance, subject thereto that | in:determining the performance
bonus the relevant percentage is based on the overall rating, calculated by using the

applicable assessment-rating calculator; provided that-

12.4.1 A score of one hundred and thirty percent (130%) to one hundred and forty
nine percent (149%) is awarded a performance bonus ranging from five
percent (5% ) to nine percent (9%) ; and

12.4.2 A score of one hundred and fifty percent (150%) and above is awarded a
performance bonus ranging from ten percent (10%) to fourteen percent
(14%).
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14. DISPUTE RESOLUTION

14.1 Dispute on performance agreement

Any dispute's about thé nature of the Performance Agreement, whether it relates to
key responsibilities, priorities, methods of assessment and/or any other matter
provided for, shall be mediated by a member of the Municipal Council; provided
that such member was not part of the evaluation panel provided for in Regulation
805 section 27(4)(e), within thirty (30) days of receipt of a formal dispute from the
Employee, whose decision shall be final and binding on both Parties.

14.2 Dispute on outcome of performance evaluation

Any disputes about the nature of the Performance Evaluation, whether it relates to
key responsibilities, priorities, methods of assessment and/or any other matter
provided for, shall be mediated by a member of the Municipal Council: Provided
that such member was not part of the evaluation panel provided for in Regulation
805 section 27(4)(e) within thirty (30) days of receipt of a formal dispute from the
Employee, whose decision shall be final and binding on both Parties.
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15. GENERAL

156.1 The contents of the Agreement shall be made available to the public by the

Municipality, where appropriate.

15.2 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.

15.3 The performance assessment results of the Employee shall be submitted to the
Council within fourteen (14) days after the conclusion of the assessment.

Thus done and signed at Delmas on this gﬂ day of gggi% 2019.

AS WITNESSES:

1- ;L,@f@ N
R b,

ACTING DIRECTOR-COMMUNITY
Thus done and signed at Delmas on this :}q day of %_2019.

AND SOCIAL SERVICES
AS WITNESSES:

1 -

. O

TING MUNICIPAL
MANAGER
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ANNEXURE A (Part 1): PERFORMANCE PLAN - 2019/20 IDP

KPA 1 - BASIC SERVICE DELIVERY AND INFRASTRUCTURE

Strategic Goal: Improved provision of basic services to the residents of VKLM

Strategic IDP | SDBIP f Budget
Thrust Programme KPI Link | RefN Weight | Alloc. s By 2nd
& R000 | “°Y°C | 2017118 | 1statr Qtr | 3rdQtr | 4th Qtr | Annual POE
% response time
after hours (10
min) with
respect to the 5
Service Disaster fagquestor OM.MMMM_W*
L+] 0, o, 0, 0, [+]
Delivery | Management mamamznw 1.10 N/A 5 0 Opex 97% 85% 85% 85% 85% 85% statatics
services )
received per register
month to
vehicles out the
gate
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ANNEXURE A (Part 2): PERFORMANCE PLAN - 2019/20 SDBIP

KPA 1 - BASIC SERVICE DELIVERY AND INFRASTRUCTURE

Strategic Goal: Improved provision of basic services to the residents of VKLM

) Budget Baseline 2019/20
Strategic IDP | SDBIP = ; Budget
Thrust. | ogramme KEl Link | RefNo | Weight | Alloc. | o e 2nd
R’000 2017118 | 1stQtr Qtr 3rd Qtr | 4th Qtr | Annual POE
Number of
formal
businesses with
access to waste Copy of a
collection signed register
utilising mass 153 3 3500 Opex New 20 20 20 20 80 by the
containers as business
per the representative
Service Waste approved
Delivery Removal schedule per 18
week.
Number of
formal streets Copies of
with street weekly street
cleaning 1.5.4 2 2 000 Opex New 22 22 22 22 88 registers
services per signed by the
week as per Workman
schedule
Page 20 of 53
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KPA 1 - BASIC SERVICE DELIVERY AND INFRASTRUCTURE
Strategic Goal: Improved provision of basic services to the residents of VKLM
Baseline 2019/20
Strategic IbP | spBIP | .- [Budset | o g
Thrust Programme KPI Link | RefN Weight | Alloc. S 2nd
rus = e R'000 201718 | 1stQtr | ‘7 | 3rdQtr | 4th Qtr | Annual POE
Copies of
Number of quarterly
. illegal dumping approved
mm?ﬁm Westn spots cleared 15 1.5.5 3 2 000 Opex New 30 30 30 30 120 schedule
Delivery Removal :
per quarter as signed by the
per schedule Workman
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KPA 1: BASIC SERVICE DELIVERY AND INFRASTRUCTURE DEVELOPMENT

Strategic Goal: Improved provision of basic services to the residents of VKLM

line 2019/20
Strategic DP! | SpBIP: [ . [(BEASSt o et | BORelin
T Programme KPI Link | RefN Weight | Alloc. P 2nd
hrust n ° R'000 | S°UTe | 2017/18 | 1stQtr Qtr | 3rdQtr | 4thQtr | Annual POE
Number of
community
awareness Copy of close-
campaigns in 15.1 2 0 Opex . 1 1 1 1 4 out report for
terms of waste each
management campaign
implemented per
Improved Qtiarer
: Number of
Community
formal
awareness 1.5 .
W household areas Copies of
aste . :
airioaial (inclusive of the weekly
repeated areas) approved
; ith i
Service ,ﬂa Kerusids 152 5 10000 | Opex | 25374 25 25 25 25 fo; | WEAS/EmO
Delivery refuse collection collection
services per schedules
week as per signed by the
approved Workman
schedule
(GKPI).
Number of road
safety
awareness /
prevention OOME of MOWm'
Road Safety | campaigns 19 | 1.9.1 4 0 Opex 7 N/A 2 2 2 6 o auo:m o
implemented per g0 ;
quarter campaign
Page 22 of 53

Victor Khanye Local Municipality 2019-20 Performance Agreement (ED:CSS)

ﬁg@/\ Etg‘;ﬂffl,



KPA 1: BASIC SERVICE DELIVERY AND INFRASTRUCTURE DEVELOPMENT

Strategic Goal: Improved provision of basic services to the residents of VKLM

mu_«mnmmmo
Thrust

Programme

KPI

IDP
Link

SDBIP
Ref No

Weight

Budget
Alloc.
R’000

Budget
Source

Baseline

2019/20

2017118

1st Qtr

2nd

3rd Qtr

4th Qtr

Annual

POE

Service
Delivery

Disaster
Management

% availability of
emergency
response
vehicles per
quarter to
comply to the
codes of
practice (SANS
10090)

1.10.1

550

Opex

63.2%

85%

85%

85%

85%

85%

Copies of
monthly

statistics
register

Number of
community
awareness
programmes
conducted per
quarter with
respect to
emergency /
disaster risk
awareness

% response time
normal hours (5
min) with
respect to the
request for
emergency
services
received per
month to
vehicles out the
gate

1.10

1.10.2

Opex

Copies of the
Public
Education and
Awareness
Report

1.10.3

Opex

86.1%

85%

85%

85%

85%

85%

Copies of
monthly

statistics
register
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KPA 1: BASIC SERVICE DELIVERY AND INFRASTRUCTURE DEVELOPMENT
Strategic Goal: Improved social protection and education outcomes
i 2019/20
Strategic IDP | SDBIP | . . . |BUdEet | b ygee | Baseline
Programme KPI d Ref N Weight | Alloc. s : 2nd
Thrust Link | [RefNo R000 | °U | 201718 | MstQir | 00 | 3rdQtr | 4thQtr | Annual POE
Number of
community Copies of
members monthly
utilizing the >11 statistics
library facilities 1.12.1 25 Opex 12714 >3000 | >2000 | >3000 | >3 000 000 register with
Librari monthly, names and
b excluding PC signatures
users
Number of PC Copies of
Service users at the monthly
Delivery Libraiy faclities 142 | 1422 a 0 DCSR 10430 >1600 | >1600 | >3000 | >3 000 | >9200 statistics -
per quarter register
Number of
Greening and
environmental Copy of close-
Environment awareness out reports for
al Protection | campaigns and i 4 . Cpene 4 f L 1 / 4 each
initiatives campaign held
implemented per
quarter
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KPA 1: BASIC SERVICE DELIVERY AND INFRASTRUCTURE DEVELOPMENT

Strategic Goal: Improved provision of basic services to the residents of VKLM

019/20
Strategic IDP | SDBIP | Budgeth s | Baseline 2
Th Programme KPI Link Ref N Weight | Alloc. s 2nd
rust n et No rR000 | S°Urc® | 2017119 | 1stQtr Qr | 3rdQtr | 4thQtr | Annual POE
Number of trees
Service | Environment lanted in public ey
: et | P P 112 | 11212 2 140 | Opex New 50 50 50 50 200 close out
Delivery | al Protection spaces per
reports
quarter
2\;
J
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KPA 2: FINANCIAL VIABILITY AND FINANCE MANAGEMENT

Strategic Goal: Improved compliance to MFMA and VKLM policy Framework

Strategic IDP | SDBIP Budget ) pdget Edtn e SR
Thrust | Frogramme KH Link | RefNo | "oioht w___cwoo. Source | 201718 | 1stQtr w._ph 3rd Qtr | 4th Qtr | Annual | POE
% of employees
exceeding
legislated
overtime levels Copies of
stipulated as not approved
more than, (40} 2216 | 4 0 Opex | 1.3% 0% 0% 0% 0% 0% fnancel
hours per month overtime
per employee schedule
(CSS only) report
Improved (excl., essential
Compliance to services)
Financial Legislation & 22
Management Policies % of employees i
(Financial exceeding
Management) legislated
overtime levels Copies of
stipulated as not approved
Juemb 2217 | 4 0 Opex | 191% | 20% | 20% | 20% | 20% | 20% | fnancial
ours per month overtime
per employee schedule
(CSS only) report
(essential
services)
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KPA 2: FINANCIAL VIABILITY AND FINANCE MANAGEMENT

Strategic Goal: Improved compliance to MFMA and VKLM policy Framework

. Budget Baseline 2019/20
Strategic IDP | SDBIP : Budget
Programme KPI : Weight | Source 2nd
Thrust Link | RefNo R'000 | Source | 2017/18 | 1stQtr Qtr | 3rdQtr | 4th Qtr | Annual POE
Number of road Copy of
close up
traffic law -
enforcement 2227 3 0 Opex New 1 1 1 1 4 P
traffic
conducted per
uarter enforcement
Financial 4 ' activities.
Financial Management 29
Management & Revenue ’
Enhancement
Number of Cc f
flammable ou<.”u
liquids permits 2.2.20 5 15 Opex New N/A N/A N/A 26 26 i i
issued by 30 register
June 2020
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KPA 3: INSTITUTIONAL DEVELOPMENT AND TRANSFORMATION

Strategic Goal: Improved efficiency and effectiveness of the Municipal Administration

= Budget Baseline 2019/20
Strategic IDP | SDBIP = Budget
Programme KPI ; Weight | Alloc. 2nd
Thrust Link | RefNo Rooo | Source | 2017/18 | 1stQtr qtr | 3rdQtr | 4thQtr | Annual POE
0,
\m 90. Jﬁ_m Copy of the
attaining
Operational | Performance | organisational Quarterty
. 9 34 345 4 0 Opex 61.9% 75% 85% 90% 100% 100% consolidated
Efficiency Management | targets by 30
performance
Jun 2020
(CSS) report
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KPA 4: GOOD GOVERNANCE AND PUBLIC PARTICIPATION
Strategic Goal: Improve community confidence in the system of local government
Strategic IDP. | SDBIP || . | BUAESt] oy gy | Baseline i
h Programme KPI Link | RefN Weight | Alloc. s 2nd
rust - Lo R000 | S°Urc® | 2017/18 | 1stQtr qtr | 3rdQtr | 4thQtr | Annual POE
% of Council Copy of
meeting quarterly
Good resolutions . - 5 5 " ., | status report of
Golbinaice resolved per 4.2 427 0 Opex 90% 100% 100% 100% 100% 100% Coundil
quarter (CSS resolutions
only) resolved
% execution per
quarter of Risk
Risk Management Plan Copy of the
Management in line with 43 43.2 0 Opex 73.5% 80% 80% 80% 80% 80% quarterly Risk
detailed time Report
Good schedule (CSS
Governance only)
% of AG
Management Copy of the
Letter findings . 5 " quarterly AG
resolved by 30 473 < 0 Opex 100% N/A N/A 50% 50% 100% Action Plan
Jun 2020 (CSS status report
Internal Audit only) 4.7
% of Internal Audit
Findings resolved Copy of the
per quarter as per 474 | 4 0 | Opex | 100% | 100% | 100% | 100% | 100% | 100% | . duarerly
the Audit Plan internal audit
(CSS only) report
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KPA 4: GOOD GOVERNANCE AND PUBLIC PARTICIPATION

Strategic Goal: Improve community confidence in the system of local government

1 G

Baseline 2019/20
Strategic IDP | SDBIP . pucoet Budget
Thrust Programme KPI Link | RefN Weight | Alloc. s 2nd
s n il rR000 | ©°UT°® | 2017118 | 1stQtr otr | 3rdQtr | 4th Qtr | Annual POE
Number of Copies of
new/reviewed approved
Good policies and By- 426 4 0 Obex 0 N/A N/A N/A 3 3 qme”_m..éma / new
Governance | Laws approved Policies and By-
by 30 June 2020 Laws
(CSS only)
Improved Number of
Compliance Municipal ;
i Copies of
Good to firearms audit ;
Governance | Legislation & | performed by 30 42 42.24 A 0 Opex New 1 1 1 1 4 audited qum_,Bw
Policies(Publ June 2020 repo
ic Safety)
Improved Number of Close out report
Cemeteries Cemeteries for each forum
Management Management meeting to
Forum Meetings Pm.mm o 9 Opex Mo L ! 1 f & include minutes
Scheduled & & attendances
Held per quarter registers
Page 30 of 53

Victor Khanye Local Municipality 2019-20 Performance Agreement (ED:CSS)



KPA 5: SPATIAL DEVELOPMENT

Strategic Goal: Increase regularisation of built environment

Baseline 2019/20
Strategic iDP | /SDBIP | ... | Budgeti g ot :
Th Programme KPI Link | RefN Weight | Alloc. s 2nd
Fat i o R000 | SOYT°% | 201718 | dstQtr | 00 | 3rdQtr | 4th Qtr | Annual POE
Number of
interventions
Land R Teniis _:_”_mﬂwn to Copy of close
Tenure and Soakal rehabilitate out reports for
and Spatial P illegal dumping 5.1 514 5 200 Opex New N/A 1 N/A 1 2 rehabilitated
Developmen aySios : : .
Developme X sites into public illegal dumping
nt parks by 30 sites
June 2020
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KPA 6: LOCAL ECONOMIC DEVELOPMENT

Strategic Goal: Increased economic activity and job creation

line 2019/20
Strategic iBP | SDBIP || .. [ BUESt kg e | BESE
Programme KPI 5 Weight | Alloc. 2nd
Thrust Link | RefNo R'000 | SOUTCe | 201718 | 1stQtr | o\ | 3rdQtr | 4thQtr | Annual | POE
Number of work
Economic Job creation & n_.MWﬂMMM_h“MMm_._ Copy of
Growth and community the EPWP 3@0 6.1 6.1.7 2 500 Opex New N/A N/A N/A 100 100 close out
Development | empowerment June 2020 (CSS report
only)
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PERSONAL DEVELOPMENT PLAN (PDP)

Entered into by and between
Victor Khanye Local Municipality
[‘the Employer”]

SEBIOTE THABITHA MATLADI
And

MAESELA DANIEL KEKANA

[‘the Employee”]

Period: 02 July 2019 — 02 October 2019
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Explanatory Notes to the Personal Development Plan
1. Introduction
11 The Victor Khanye Local Municipality is committed to —

a) the continuous training and development of its employees to achieve its vision ,
mission and strategic objectives and empower employees; and

b) managing training and development within the ambit of relevant national policies
and legislation.

1.2 The Victor Khanye Local Municipality will follow an integrated approach to Human
Resource Development, that is:

a) Human Resource Development will form an integral part of human resource
planning and management.

b) In order for the Victor Khanye Local Municipality’s training and development
strategy and plans to be successful, it will be based on sound Human Resource
(HR) practices, such as the (strategic) HR Plan, job descriptions, the results of
the regular performance appraisals, career pathing, scarce skills and talent
management and succession planning.

c) To ensure the necessary linkage with performance management, the
municipality’s Performance Management and Development System will provide
for the Personal Development Plans of employees to be included in the Annual
Performance Agreements. Such approach will ensure the alignment of individual
performance objectives to the municipality’s strategic objectives, and that training
and development needs are also identified during the performance management
and appraisal process. _

d) Career-pathing and succession planning ensures the employees are placed and
developed in the jobs according to aptitude and identified potential and through
training and development acquire the necessary competencies to prepare them
for future positions. Scarce skills and talent management also require appropriate
training, education and development interventions.

2. Competence Modelling

23 What does an institution mean when it says an employee/prospective employee is
competent when he/she fits a managerial competency framework or occupational
competency profile? The institution is in fact expressing competence as a future-
oriented ideal that they require to achieve their strategic objectives [The institution is
in effect giving a depiction of the desired or required knowledge, skills and attributes
for an individual in a specific position]. For competence to be useful, the associated
competence should be greater than the observed performance as it will allow the
individual growth towards this “ideal”. -

2.2 There is however a risk in expressing a required competence that a current or
prospective employee should adhere to in the future, as the future is, by definition,
uncertain. Managers cannot know how an employeeé will perform in the future nor can
they know how the employees that they did not select, did not promote, did not award
a qualification to, might perform.

2.3 Moreover, managers do not make their expressions in a social vacuum. They do so
within a social context in which there are various actors, various stakeholders, with
different interests accountabilities, different things they are trying to achieve and
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various ways in which others will hold them accountable. If managers are selecting
employees they shall similarly have to justify their decisions to others. Relevance
thus becomes an obvious issue that affects the level of confidence in such a
decision. Various human resource procedures and systems need to be established to
maintain the relevance of the expression of competence to the requirements of the
employer. Confidence is the basis on which the various parties implicated in the
decisions and actions taken within a competence system will seek to account to
others for those decisions and actions.

24  When linking a decision that a prospective employee / current employee is
competent, the communication is based on what may be called conventions of
assessment. Some common understanding is achieved by which a certain set of
arrangements become socially accepted as the basis for linking different contexts.
Contexts differ, in particular in terms of time. So performance in the past is linked to
future situations in which desired performance is anticipated. This linking of contexts
will normally involve some model, some way of accounting for the claimed link. The
DPLG has decided on:

241 A managerial competency framework as an expression of required
managerial competencies. .

2.4.2 Occupational competency profiles as expression of occupation / post
competency requirements.

3. Compiling the Personal Development Plan attached as the Annexure

3.1 The aim of the compilation’ of the Personal Development Plans (PDP’s) is to identify,
prioritise and implement training needs.

3.2 The Local Government: Municipal Systems Act: Guidelines: Generic senior
management competency framework and occupational competency profiles provides
comprehensive information on the relevance of items 2.4.1 and 2.4.2 above to the
PDP process. The Municipal Finance Management Competency Regulations, such
as those developed by the National Treasury and other line sector departments’
legislated competency requirements need also be taken into consideration during the
PDP process.

3.3  The assessment results of a manager against the minimum requirements contained
in the managerial competency framework and occupational competency profiles will
assist a manager, in consultation with his/her employee, to complle a Personal
Development Plan as follows:

a) The identified training needs should be entered into column 1 of the Appendix,
entitled Skills/Performance Gab. The following should be carefully determined
during such a process:

i. Orqa_ms_gtlonal needs, which include the following:

o Strategic development priorities and competency requirements, in line
with the municipality’s strategic objectives.

e The competency requirements of individual jobs. The relevant job
requirements (job competency profile) as identified in the job description
should be compared to the current competency profile of the employee to
determine the individual’s competency gabs.

e Specific competency gabs as identified during the probation period and
performance appraisal of the employee.
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ii. Individual training needs that are job / career related.

b) Next, the prioritisation of the training needs [1 to ...] in column 1 should
also be determined since it may not be possible to address all identified training
needs in a specific financial year. It is however of critical importance that training
needs be addressed on a phased and priority basis. This implies that all these
needs should be prioritized for purposes of accommodating critical / strategic
training and development needs in the HR Plan. Personal Development Plans
and the Workplace Skills Plan.

c) Consideration must then be given to the outcomes expected in column 2 of
the Appendix so that once the intervention is completed, the |mpact it had can
be measured against relevant output indicators. -

d) An appropriate intervention should be identified to address training needs / skills

gabs and the outcomes to be achieved but with due regard to cost effectiveness.
These interventions should be listed in column 3 of the Appendix, entitled:
Suggested training and / or development activity.
The training / development must also be conducted either in line with a
recognised qualification from a tertiary institution or unit standards registered on
the National Qualifications Framework (South African Qualifications Authority),
which could enable the trainee to obtain recognition towards a qualification for
training undertaken. It is important to determine through the training / Human
Resource Development / Skills Development Unit within the municipality whether
unit standards have been developed with regard to a specific outcome / skills gab
identified (and registered with the South African Qualifications Authority). Unit
standards usually have measurable assessment criteria to determine achieved
competency. There is more detail on this in item 4 below.

e) Guidelines regarding the number of training days per employee and the
nominations of employees: An employee should on average receive at least
five days of training per financial and not unnecessarily be withdrawn from
training interventions.

f) Column 4 of the Appendix: The suggest mode of delivery refers to the
chosen methodology that is deemed most relevant to ensure transfer of skills.
The training / development activity should impact on delivery back in the
workplace. Mode of delivery consists of, amongst others, self-study [The official
takes it upon him / her to read e.g. legislation]; internal or external training
provision; coaching and / or mentoring and exchange programmes, etc.

g) The suggested time frames (column 5 of the Appendix) enable managers to
effectively plan for the annum e.g. so that not all their employees are away from
work within the same period and also ensuring that the PDP is implemented
systematically .

h) Work opportunity created to practice skill / development areas, in column 6
of the Appendix, further ensures internalisation of information gained as well as
return on investment (not just a nice to have skill but a necessary to have skill
that is used in the workplace).

i) The final column, column 7 of the Appendix, provides the employee with a
support person that could act as coach or mentor with regard to the area of

learning.
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3.4 Personal Development Plans are compiled for individual employees and the data
collated from all employees in the municipality forms the basis for the prescribed
Workplace Skills Plan, which municipalities are required to compile as a basis for all
training and education activities in the municipality, in a specific financial year and
report on progress made to the Local Government Sector Education and Training
Authority (LGSETA).

3.5 Funding should be made available for training, education and development, in line
with the Skills Development Act, at least 1% of the personnel budget must be
earmarked for it. Additional funding can also be secured in terms of the provisions of
the Skills Development Levies Act from the LGSETA if:

a) A Skills Development Facilitator has been appointed.
b) The Workplace Skills Plan has been submitted.

4. Life-long learning

4.1 It was agreed that an outcomes-based Lifelong Learning Development Framework
would be the basis on which Curriculum 2005 would be developed. The basic
principle is that learners should be able to progress to higher levels of achievement
by mastering prescribed learning outcomes. Learning programmes should thus
facilitate progression from one phase or learning outcome to another and from any
starting point in the education and training system. Prior knowledge (acquired
informally or by work experience, would also have to be assessed and credited.
National qualifications would be awarded, at each of the levels of the National
Qualifications Framework (NQF) [see the attached definitions] provided that
candidates have accumulated certain combinations of credits and have abided by
probable rules of combinations required for such qualifications.

4.2 Eight learning areas were identified to form the basis of all education up to the
Further Education and Training Certificate:

Nr. Learning Area
1 Language, Literacy and Communication
2 Mathematical Literacy, Mathematics and Mathematical Science
3 Human and Social Sciences
4 Natural Sciences
5 Technology
6 Arts and Culture
7 Economic and Management Sciences
8 Life Orientation

4.3 As is clear from the definitions, there will be four phases, with Adult Basic Education
and Training (ABET) linked to the first three. The history of school education had the
effect that the majority of the adult population for black communities, were provided
with inadequate education or no schooling. Thus ABET is viewed as a force for social
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participation and economic development and has been brought into the mainstream
of the education and training system. The underlying principles are that ABET should
provide a general basic education, promote critical thinking and empower individuals
to participate in all aspects of society, and promote active learning methods, and,
ABET should lead to nationally recognized certificates based on clear national
standards assessed as learning outcomes.

4.4 Once the foundation phase is addressed, the other phase can follow suit. In this
regard the discussion in item 3.3 (d) refers. Note should also be taken that in
addressing professionalization within the local government sector, there may be a
need to develop vocational qualifications.
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ANNEXURE B: PERSONAL DEVELOPMENT PLAN

Skills Performance | Outcomes expected | Suggested training | Suggested mode of Suggested time Work opportunity Support persons
Gab (in order of (measurable and/or development delivery frame created to practice i
priority) indicators, quantity, activity skills/development
quality and time area
frames)
Eg. The manager will be A course containing Extermal provider, in March 200.... Appraisal of managers Senior Manager:
able to enter into theoretical and line with identified unit reporting to him / her Training
1. Appraise performance practical application standard and not
Performance of agreements with all with coaching in the exceeding R6000
Managers managers reporting to | workplace following
him / her, appraise [relevant unit
them against set standard?]
critenia, within
relevant time frames
I am currently
appointed in an acting
capacity and
therefore my PDP
should be in line with
the position for which
| was permanently
appointed for.
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ANNEXURE D: A1 COMPETENCY DETAILS

The required achievement levels in terms of Regulation 21 of 2014 are as follows:

Competencies | Basic

| Competent

| Advanced

| Superior

Leading competencies

Strategic
Direction and
Leadership

* Understand
institutional and
departmental strategic
objectives, but lacks the
ability to inspire other to
achieve set mandate °
Describe how specific
tasks link to institutional
strategies but has
limited influence in
directing strategy *Has a
basic understanding of
institutional
performance
management but lacks
the ability to integrate
systems into a collective
whole *Demonstrate a
basic understanding of
key decision-makers

* Give direction to a team in
realising the institution's strategic
mandate and set objectives * Has
a positive impact and influence on
the morale, engagement and
participation of team members °
Develop action plans to execute
and guide strategy implementation
* Assist in defining performance
measures to monitor the progress
and effectiveness of the institution
+ Displays an awareness of
institutional structures and political
factors  Effectively communicate
barriers to execution to relevant
parties « Provide guidance to all
stakeholders in the achievement of
the strategic mandate
Understand the aim and objectives
of the institution and relate it to
own work

* Evaluate all activities to
determine value and alignment
to strategic intent ¢ Display in-
depth knowledge and
understanding of strategic
planning ¢ Align strategy and
goals across all functional areas
* Actively define performance
measures to monitor the
progress and effectiveness of
the institution « Consistently
challenge strategic plans to
ensure relevance * Understand
institutional structures and
political factors, and the
consequences of actions
Empower others to follow
strategic direction and deal with
complex situations *Guide the
institution through complex
situations and ambiguous
concern

* Use understanding of power
relationships and dynamic
tensions among key players to
frame communications and
develop strategies, positions
and alliances

« Structure and position the
institution to local government
priorities * Actively use in-depth
knowledge and understanding to
develop and implement a
comprehensive institutional
framework * Hold self
accountable for strategy
execution and results

* Provide impact and influence
through building and maintaining
strategic relationships *Create
an environment that facilitates
loyalty and innovation ¢ Display
a superior level of self-discipline
and integrity in actions «
Integrate various systems into a
collective whole to optimise
institutional performance
management <Uses
understanding of competing
interests to manoeuvre
successfully to a win/win
outcome

§/M

No
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Competencies

Basic

Competent

Advanced

 Superior

People
Management

* Participate in team
goal-setting and
problem-solving*
Interact and collaborate
with people of diverse
backgroundse Aware of
guidelines for employee
development, but
requires support in
implementing
development initiatives

* Seek opportunities to increase
team contribution and
responsibility Respect and
support the diverse nature of
others and be aware of the
benefits of a diverse approache
Effectively delegate tasks and
empower others to increase
contribution and execute functions
optimallys Apply relevant
employee legislation fairly and

consistentlye Facilitate team goal- .

setting and problem-solvinge
Effectively identify capacity
requirements to fulfil the strategic
mandate

+ |dentify ineffective team and
work processes and recommend
remedial interventionse
Recognise and reward effective
and desired behavioure Provide
mentoring and guidance to
others in order to increase
personal effectiveness+ Identify
development and learning
needs within the tame Build a
work environment conducive to
sharing, innovation, ethical
behaviour and professionalisme
Inspire a culture of performance
excellence by giving positive
and constructive feedback to the
teame Achieve agreement or
consensus in adversarial
environmentse Lead and unite
diverse teams across divisions
to achieve institutional
objectives

* Develop and incorporate best
practice people management
processes, approaches and
tools across the institutions
Foster a culture of discipline,
responsibility and
accountabilitysUnderstand the
impact of diversity in
performance and actively
incorporate a diversity strategy
in the institution=Develop
comprehensive integrated
strategies and approaches to
human capital development and
managemente Actively identify
trends and predict capacity
requirements to facilitate unified
transition and performance
management
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Competencies

Basic

Competent

| Advanced

Superior

Programme and
Project
Management

* Initiate projects after
approval from higher
authoritiese Understand
procedures of
programme and project
management
methodology,
implications and
stakeholder
involvemente
Understand the rational
of projects in relation to
the institution's strategic
objectivess Document
and communicate
factors and risk
associated with own
worke Use results and
approaches of
successful project
implementation as guide

« Establish broad stakeholder
involvement and communicate the
project status and key milestonese
Define the roles and
responsibilities of the project team
and create clarity around
expectationse Find a balance
between project deadline and the
quality of deliverables+ Identify
appropriate project resources to
facilitate the effective completion
of the deliverabless Comply with
statutory requirements and apply
policies in a consistent manner «
monitor progress and use of
resources and make needed
adjustments to timelines, steps
and resource allocation

* Manage multiple programmes
and balance priorities and
conflicts according to
institutional goalse Apply
effective risk management
strategies through impact
assessment and resource
requirementse Modify project
scope and budget when
required without compromising

.|.the quality and objectives of the.

projecte Involve top-level
authorities and relevant
stakeholders in seeking project
buy-ine Identify and apply
contemporary project
management methodology-
Influence and motivate project
team to deliver exceptional
resultss Monitor policy
implementation and apply
procedures to manage risks

* Understand and conceptualise
the long-term implications of
desired project outcomese Direct
a comprehensive strategic
macro and micro analysis and
scope projects accordingly to -
realise institutional objectivese
Consider and initiate projects
that focus on achievement of the
long-term objectivese Influence
people in positions.of authority..
to implement outcomes of
projectse Lead and direct
translation of policy into
workable action planse Ensures
that programmes are monitored
to track progress and optimal
resource utilisation, and that
adjustments are made as
needed
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ANNEXURE C: DISCLOSURE OF INTEREST FORM 2019/20

Name of Business Registration (CK) % Owned
Number

NOT APPLICABLE N/A N/A

Other Interests:

| hereby certi the above information is complete and correct to the best of my knowledge.
20\ e
\ ]
Signatures (_\ Date
Page 40 of 52

Victor Khanye Local Municipality 2019-20 Performance Agreement (ED:CSS)



)

(SS2:@3) uawea.i8y sdueWIONRd 0Z-6T0Z Aljeddiuniy [B207 aAuey)| JOIDIA

TS Jo pv 98ed
Juswabeueyy |eroueul4
10} ylomewely Aiojejnbal 196pnq jsuiebe Buipuads
s,Ainseal] |euoneN s10wold @jeudoidde ainsus 0} saonoeld |04juoo
|0JJuU0D Josse Buipieba. uonenjeAs pue buuojiuow Jadouid Jesse jo aouepoduwl
sassao0.d sainpadsoud pue saiijod uo Juswsjdwi pue Ayjusp| -pajepdn 8y} puejsiapun
pue ejep |eoueuly yum Buijesp ul 9SIApY.sa2(joe.d Juswabeuew pue psmaiAal aie sauljepinb «AJljigelUnoooe
wsijeuoissajoid Aejdsiq »|01ju00 |eroueuly jo Ajubajul Ainseal] [euoneN Aq paiinbai | |eioueuly jo souepodw
Jesse anouduwil 0} spoyjawl pue Ajenb sy} soueyus o) ale suolonisul pue uonebsiep 8y} puejsiapun
‘mau Jusweidwi pue Ajuapi | eoejd ul sesseooid pue swa)shs Jey} aunsug .suonsabbns «SWa}sAs pue
AleAnoy -sbuines [eloueuly Ind «SUI9oU0D Juswabeuew pue suoisiosp jo suofiesldwil | sassa00.d ‘@oueuianob
BA8IYyde pue Juswabeuew |eioueul pue Bunebpngq |[eloueul) ayj puejsiapun [eloueul ‘swisiueyoswW
[eioueul} snoldwi 0} sdiysisuped X8|dwod ssaippy.uonnsul pue Japisuo) .sjewlo} payioads | Buipoda ‘ejep [eloueuly
ainunu pue pjing .sassao0.d 8y} Jo saAjjoalqo | uo paseq spodal jeloueul asedsid 40 S82IN0S SNOLIEA
|eioueul) Jayjo pue alnypusdxs oibejelis ay} 0} paubije | .Juswebeuew [eloueUl} 01 [eAc.dde 8y} Olul Ssaualeme
Uo uonN}iIsul 8y} 1oy uonoalip aJe jey} s}ebpnq siedald Buines-1s00 e swnssy «Sysii Kejdsip «saijiAoe
oiBsje)s Jog -uonnysul 8y} Joy «Ajiqisuodsal umo uiyum |eioueuly abeuew pue Ayuspl pue sassso0.d
syJomswiel) 36pnq 18g sspual) ssuenb 0} siamsue 8|qipaio ‘ssessy «9)ejailaiul Asyl moy [Buonn}isul 0}
ainjipuadxe auniny Buioyuow | sapinold pue sessaooid jse0810) pue Bunsessio) pue ‘Buebpng | sjejes Aay; se spoyaw
pue Bupenjeas ui jsisse pue ‘Bunebpnqg ‘Buiuueld ‘Buluued ‘sydesuoo jeoueuly pue s}dasuo? |eloueuly uswebeuepy
0} sjoo} Bujuueld dojers( » 10 diysiaumo aAloe axe] . [eJausb jo abpaimous NqIyxXg « oIseq puejsiapun |eloueul 4

iopsdng

pasueApy

juejeduion

oiseg

sa1suadjadwon




(SS$2:@3) uswea48y 22uewWIOMRd 0Z-6T0Z AMjedpiuniy 2207 AuRyy J0IIA

7540 sy 93ed

uofjejuswajduwil

Joj lenusiod sy} Ayyuep!

pue ‘solieusos sonoeld 1s8q
WwioJj seapl Mau ¥a8s pue ysi Jswusnob |eoo)
paje|nojes e)e | «UojjeUIOJSUE.] J0 adoos Jepeouq ay}
SAljosye sjelljioe) 0} ulyjim uoiniiisul sy} uo
20e|d Ul suouaAIBlUI [eipaLual suopuanusiul abueyo Jo
ind pue ‘abueyd jo ABojoyohsd oedwi ay) puejsispun
pue joedw ay} puejsiapun s|eob pue +SUOlUBAJBIUI
+S30jj0e.d abueyo }seq | saioalqo dibelel)s s uonnISuUl 8y} abueyo Bunojd pue
Jsuiebe suojuanaiul abueys |  yum paubije aie jey) suonusaislul sawuwelboid abueyo
y}Jewyouag .sawwesboid abueys ubisa( «si0}08) ul sjedidiued«si0)08}
abueyd |ngoeduwi ul pes) ebueyo o} souejsisal Buiajosal abueyo
pue e .abueys Buneyjioe; Ul }SISSe pue S|9A9)| ssaulpesl 0} 9ouejsisal Buipnjoul
saAljeniul abueyd punole siayjo ul soueljje oibajesis ysiigelse abueyo Ayjusp]| -siepjoyaders ‘uonjewojsue}
aJidsu; pue ajeaiop-abueyd 0} sispjoyaxe)s snoleA | jueAs|as wouy abueys Joy jenosdde 0} sabusjeyo
8jeibajul 0} Moy pue siojoe} yum sdiysuonelas ainunu ue pue ui-Anq uieb o} 9|qy «wea) pue )su |ejuajod
souejsisal ‘abuey Jo sjoaye | pling «SSSUSAIOBYS S,UOHNIISUI | HIOM UMO JO SpISINO suoys abueyo Anusp| .o3e)s palissp
9y} uo slaqwisw wea} apinb pue 3y} edueyus 03 seyoeoidde | pes| 0} JOBJUN|O/\ «SO|GEISAIISP Y} | PUE JUSLIND BY) USSMIS]
Jojuspy ssuonuanisiul abueyo Meu sonpoJjul pue ubisep | uo pasnooy way) desy pue abueyd sdeb Ayuap| -abueyd
8y} ajesodiooul 0} sesseo0.d pue ABsjes;s abueyo syenjens Buunp siequisw wes} jsisse | 10} spasu diseq Ayjuapl
pue sainjonyis Juaund | Ajsnonunuog .saAneniul abueys 0} 8|qy «abueyo Buunp snooy 0] 3|qY «SaAlelIul
idepe Aj@AIjoy .suonuanialul Joj diysiosuods pue ui-Ang pue Wjeo Ulejuley «JuswuolAuS uonewlojsuel;
Sy} poddns oym sispes| | SIN08S «SISP|OYSNE]S JUBAS|SI O} olWwouoo3 pue [eoiyjod 10 sjjeusq ay) pue

abueyo jo yiomjeu e sjeald | ssaiboid Asauod pue synsal pue ‘[e1o0s ay} uo joedwi abueyd | ‘suopusnisiul sbueyd 10 diysispean
pue sjusbe sbueyo Josuods « | Joedwi abueys Jojuow AjSAIOY e 3y} Jo sishjeue ue wiopad . | sssuaseme ue Aeidsiq . sbueyn

Jouadng




(SS2:@3) 3uswaa.8y aduewIOMdd 0Z-6T0Z Alljeddiuniy |07 AuRy)| JOIDIA

7S 10 9 28ed

sapuajedwon 3109

[9A8] osoBW

B U0 sai01jod JO uolje|nuLIo}

8y} aALp pue 10aJip ‘edeys

0} 8|qy sjuswulanob [Bo0)

10 SSSUBAIO8YS By} soueyud

0} [9A9)] 9oueuIsnob salesadoos
uo sdiysuonejas aaiyisod ab105 0}
9|qQy -Juswabeuew aoueldwod
pue suonusIB)ul 8o130eId

1seq ‘seibe)e.;s Juswebeuew
S UO JUSWUIBA0D)

[B00] SSIApE 0} 9|qV/eXJOMaLue.l)
anije|siBal ay} ulyIm seAnoalqo
[euonn}iISUl JO JUSWBABIYOE
ainsua o0} ABajesis aoueldwod
pue 2oueulanob juswsidw
«Sjuswaiinbai soueusanob

yum BuiAidwos us juswipwwos
10 |8A8| ybiy e ajessuowa( »

uswaAoidui

10} sSuolepuUaWILLIOS.

apinoid pue uopejuswajduwl
yum sebus|jeyd pue sjule}suod
ashjeue pue Ajyusp! ‘seioijod
JO uolje|nwo) 8y} Jojyuow

pue uswaldw| .sassaooid

pue swa)sAs juswabeuew

su aAisusyaidwod juswa|duwil
pue Ajjusp| .suejd uonualel
¥%su Jo Buipuejsispun ybnoioyy
B sjeJjsuowa( «saAioslqo
[BUOIINIISUI JO JUBWSASIYOE

8y} Uo spaduwii jey) ysu aonpal
pue jusaaid o} sayoeoidde pue
ABojopoyiaw [043u02 Hsu Alddy
+S8jjoid ysu dew pue ‘sjseosa.o}
3SLI plfeA sjeald “su ainsesw
pue asAjeue ‘Ajjusp| «siaALp
pue saAijoaiqo jeuonniisul

A3y ojul aAerul dSU Ul 0} gy

SaA03[qO JO JusWsABIYO.

8y} ainsua 0} uonnusul

Sy} ulyum uonenuuoy Aoljod

SALP AjoAOY.UOlNIISUI BU} UIYIM
suoisioap Bupye) ysu Buisiwndo
Joj sesse00.d pue sanbiuyos)

ay} jo Buipuejsiapun sjelisuowag
+3S3Uy} ssalppe 0} sueid Juswsa|dwii
pue sJojoe) aoueldwod pue ysu
pue aoueusanob jo Buipuelsispun
ybnoiouys e Aejdsiq »

uole|nuLo}

£a110d oyui ndul
8pINOIdeSIap|oyaxels
usamjaq sdiysuonejal
a|gexJom Bulis)so) uo
2ouepinb salinbal ing
Juswusanob saijesadood
40 ainjonJis sy} p
uejslapun.sjuawalinbai
yons Bunuawa|dwi

ui Juswdojensp

pue asuepinb alinbai
1Nq sliojoel aoueuisnob
pue asue|dwos

‘Sl JOo ssaualeme

oiseq e Aeidsi( »

diysiepean
20UBUIBNOD)

Jousdng

APY |

9dwio)




(S$2:Q3) WawWaai8y 22uewWIOLIdd 0Z-6T0TZ Alljeddiuniy [e207 SAuRYY J0IIA

Luﬁé}f@

2540 Ly 38ed
SuoIs|oap
|eJow aAsIyoe 0} AjJUs]SiSuod
sg|diound [eJjow |BsJaAIUN
Aiddy .uieb jeuosiad yess jou
pue weaj] e ylm Ajun ui dJom
0} 8|qQVy SIop|oyaHe]s [eulalxa
pue [euisjul 0} uolnyIsul sy}
10 anjeA ayj ajowoud AjpARoYy JuswuIsnob jusjul
+pajou uaym A}ssuoysip pue [B20] JO }SaJ8lUI 1S8q By} [esjow yum Buiuoseal
8|qeJnoAejun | uopdnuioo jsuiebe souejs sanoe | ul pue Apdwoud jsalsul jo 101)U02 pue Buipuejsispun
a.Ie saouanbasuod ay} | Ue sexe | .suole|nbas pue sejnJ | Jo suoneNYS YMm [esp 0} 9|qy -uieb ul Juswdojanap
© 74 USA® ‘SuOISIo8p pue suoljoe s, uonnyisul sy} yim jusnibuod |euosiad Bupees Jnoyum sispew pue aouepinb
UMO Joj AJjiqisuodsal aye | aJe Jey} seap| pue sjaljeq 40 aInjeu jeluspyuod sy} Jnouoy | salinbal }ng ‘suonenyis
JuawuIanob |e20| Jo saAoalgo ‘san|eA Jussald -sispjoysyels pue puejsiapun sjuawuianob |esow oiseq Ayuspi
8y} poddns o} uonnysul sy} JueAsjal Jo [eoidde |  [eoo] uypm uondniiod pue AuAnoe 0} 8|qy -uoiNsUI
$s0.0€ sainseaw Ayjigejunoooe sy} uieb pue jussedsues) |  jusinpnely Hodal AjSAIOY «ISAIBp 8y} Jo suolje|nbal pue
paleys pue spiepuejs | a.e Jey} SUOHEPUSLLLLIODS) pue 0} 8jqeun UsyM SJay}o Wod} s9|nJ 2I1Seq 8y} MOJ|0}
Abajul 1o8 «uondniiod sjesodoud ayep\«SIUSW)ILIWOD | SOUBJSISSE Y99S pue sassauyeam | .so|diound Bunuswaeidwi
pue pnelj Jequiod 0} sainsesw yam suonoe buubije ybnoiyy pue Se)e}SIW UMO Jiwpe ul Juswdojanap
juswa|dwi pue dojanap Ajaaioy Joadsal pue jsnij ureb 0} a|qy | Ajuado 0} e|qy suoHNISUI BY) pue pue aouepinb salinbai
+S301J0B.d |EJOW JO BAIDNPUOD «U01J081102-J|8S JO Sainseall juswiuIsA0g) [B00T Jo sanjeA ay) | Inqg ‘AjubBasyul yum Bunoe aousjedwo
JUSWIUOIIAUS UB 9)Bal)) » Aidde pue ‘dojensp ‘Ajusp] Uim juswubije ul jjos Jonpuo) « | Jo Joedwl 8y} asijeay [eJo0N
iouadng pasueApy jusjadwo)n Jiseg | sarusjedwon




(S$2:Q3) Juswiaa18y UBWIOUR] 0Z-6T0Z AMjeddiuniy [e207 SAuey)| JOIDIA

25 10 8 @8e4

w32l

SaAo3(qo [euonnyysul

3y} JO JusWaABIYdE By} aje)ijioe)
0} soafoud Juensial oyl Aoijod
8jejsuel] «JuswuIanob [eoo| pue
uonnsul ayj jJo sjuswalinbal
wus) Buo| pue wnipaw

‘Hoys iseds.0y pue Josloid

0} 8|qQy ~suoljoe pue sue|d
Buidojaaep uaym saaieniul

pue saibajelis peoiq Uo SN20 »

souepoduwl

pue Aouabin jueas|al

J1iay} 0} Buipioooe sysloid pue
S)SB} 8SILI0Ld «Sa0UBISWNIID
Buibueyo jo bi| ul sueid jdepy
«suejd fousbunuoo sjeudoidde
jusws|dwi pue ubissp

pue slojoej ysu a|qissod Ajuspj
+S8A1J03[qO [euonnyisul SASIYOE
0] sue(d aAIsusyaidwoo pue
pa|iejap ‘Jesjo sanpolid .soslosd
pue S)SE] 10} SeUO}Sa|IW pue
saAljoalqo ‘saulaLul onsieal
a|npay2s «sjoaloid pue syse)
9)9|dwod 0} suonoe pue sabejs
~ -paiinbas esueApe ul Ayuap|
suoljejuswa|dw |njssaoons

1o} seounosai sjeudoidde ubisse
pue ‘ssijiAljo. Sjeulplood pue
ajesbajul ‘suejd anisuayaidwos
dojanep ‘saAioalgo

[BUOHN}ISUI Suljep O] 3|qY «

sjinsal

- souewlopad Jo0)uow pue ssaiboid

SaINSE8|\ «+S82IN0SAI PUB BWIY JO
8sn JuBIolye yum pue 126png uiyum
pawoyed ase Aay) ainsus 0] sysey

8|npayog «saAoalgqo souewlouad
s,Wwes) ayj ojul sjesodiodul

pue sjeob pue sue|d wus}-Buo| pue
Hoys aouejeg -s)sej} Jo souepodu
pue Aousbin ayj asiubooay.yse}

e 1o} palinbai sa2inosal

pue uonewJojur esiueblio
Ajejeldoidde pue AjaAoy «

uonesiuebio

pue ainynns

Jayunj aiinbai nq sk}
e Joj palinbai seoinosal
pue uonjewwoul abueuy
« Suoljoe pue sueid
Buidojansp ui senoslgo
WJS}-HOoYsS Uo snoo4
«]JoW ale saAdalgo

jey} ainsus pue sue|d
Bunsixa mojjo} 0} sjqy
-suejd aAisusyaidwon
pue pajiejap Buipiaoid
ul Juswdojanap

pue aouepinb salinbais
Inq Buisiuebio pue
Buiuue|d jo sseo0.d sy
puejsiapun «saAoalqo
18S punoJe syse)
asiueblo pue sueid
OISEq MOj|0} 0} 3|qY «

Buisiuebip
pue Buiuue|d

Jouadng

diseg

sarpuajaduion




9,

(ss2:a3) JuaWa2.8y dduewIoLRd 0Z-6T0C Ayjedidiun|y (8207 2AuBY) JOVIA

ZS 10 67 @3ed

S90UaJ3Ju00
pue sleuiuss Juswiuianob

|EO0| [EUOIEUISIUI pUE

|euoneu u) ebebus pue suohn|os
sonoeud yseq Buueys ul

ajo. aAloe ue Aeid -uonesiwndo
ssao0.d pue ‘A1sniep

S9IAISS J8WO)SNO SAljBAOUUL

uo Jepea| Jubnouy} e eg
.yoeoidde uonesiuebio buiuies)
e SMOJ|0} pue Bunjuiy} SAleACuUl

S12]S0} 1B} JUSWIUOIIAUS'

ue a)eal) «89Ua1IN200 Sbeuew
pue juaaaid o} sebus|ieyd

Aoy ul spuaJ} JojuowW pue
SUONN|OS puUBLIWOdal ‘ashjeuy
Buinjos-wajqoid paseq

-}oe} puE [eonAjeue 0} SAIONPUCD
JUSLUUOJIAUS Ue 8jeal)
.senbiuyos) pue sayoeoidde
Buinjos wajqo.d pue [edihjeue
x9|dwod sjesnsuowsd

speau |0
Ajyuap! 0} yolessal ul abebus
Aisnonuuo .uoneoljdde
jeuonnysul @sodoid pue
fianijop 99IAI8S pue sse20.d

ul seonoeud }seq pue spusi}
Amuep| .siopjoyaiels juensjel
woJj suoyuaAlsul pesodoid 1oy

- u-Anq pue [eacidde ureB 0} 8|qY

-uoINISUI 8y} Inoybnoly) sesp!
Mau Juswa|dwi pue ajejnuio
« UOIINYISUI BY} Ul seale

snoueA uo suonn|os Ajjuspl
-swajqoid xajdwod Buirjosal
pue BuisAeue ui s|enpiripul
ajeudoidde yym abebuz
.sanbiuyos} pue sayoeoidde
aAneAOUU| pue [eoljAjeue

UO SJoqiaW Wes)] S8YOeo

uonuaaiajul
jeipawial ssodoid pue soyoeoidde
SAIJEAOUUI 0} SAIONPUOD
saijunyoddo asfjeue pue Amuep|
.59ss200.d |BuIaluUl @ouByue 0}
saiunyoddo Apuap! Aisnonuluo)d
.Siopjoyaxels 0} suoln|os
aAljeAoOuUl pue seyunyoddo

MB8U JO S}jouaq U} S}edluniwiod
Ales|n -« AisAjjep 90IAISS pue
sasseooid anoidwi 03 seunuoddo
_ uo siepjoysyels |euleixe
pUE [BulSjul JNSU0D «SUOHN|OS
Amuap! pue sued sjgesbeuew
ojul swajqoid xa|dwiod

umop xee.q o} 9|9y «swajgosd
BuisAjeue uaym ssauybnoioy} pue
quBisul ‘AyAnoalgo sressuowa
-SUOIEPUSIWIODa] 10}

s|euoijel apiroid pue sayoeoidde
pue senbiuyoa} Buinjos

wejgo.d [eoiboj ejessuoweg -

BuryuIy} 8AljeAouUl
yons aoueyus

0} sanunuoddo

aJojdxa pue

$18UJ0 Jo SeAdadsiad
pue seap! 8y} 0}

usjsi -onb sniels au}
sabuajjeyo Ajjeulbiew
12y} suoljuaAIalul
|eipawal ajdwis
asodoid suonoUN} UMO
uIyym syse} wuopad o}
sAeM Mau puswiwodsy
.SJOYJ0 WoJ} souelsisse
Bunsenbal yym sishjeue
Juepuadapul aouejeq
o} 8|qy essauybnoioy}
pue |iejep %oe| Inq
‘sisk|eue jo uoneiado
21SEQ 8Y} puejsiapun .

uoljeAouu|
pue sisAjeuy

Jouadng

pasueApy

oiseg

sarouajedwo) |




(S$2:@3) uawaa48y durwWIOMRd 0Z-6T0Z AMjedIDIUNA (8207 SAURYY JOIDIA

265 JO 0S 33ed

o

sieployaxels
[BUISIXS PUE |[BUISIUI YYIM

suoyoelajul Ul syujod abpajmousy

Jyojdxa pue asiuboosy
«yoeoidde aoue)sisse

' pue aouepunge ue yyum Buneys:
uonewojul pue abpsimouy 0}
yoeoidde ainjew e sjessuowiap

-Juswabeuew abpamouy
ajey|ioe) 0} Juauwiuisaoh
|e20| ssoloe sdiysiasupued
ysiigeis3 .uoneuwolul pue

abpsjmouy aleys pue uieb ‘yoss
0} paiamodws ale slaqiaw

Wea) aiaym ainjno pue

UoIsiA e Joddns pue ajeal)) .

ssyoeo.idde aonoeid

1seq aleys pue seapi mau }ioij@
0} suoissas Buleys uoneLoul
pue sbpajmouy Jejnbai pjoy
«Bulieys abpsjmouy pue Buiuies)
4O SAIDNPUOD 81NJIND B 8jeal)
sjuswabeuew uoneuwwojul

pue abpajmouy 1o} sweishs
Buuioyuow pue sainsesw
9jeindoe ysijgeisy .suoinyiisu
SNOLIBA SS0IoE Juswasbeuew
abpajmouy sonoeid

-1s8q sjowo.d pue aleysg
+Spasu juswsbeuew abpajmou|
alnjnj }JoawW 0} sessao0.d pue
splepuejs dojensq sswalshs
pue sjuswalinbal juswabeuew
abpsjmouy pue uojewlou
ainjnj Joipaid AjeAiosyg «

Aousiolye pue ssausAioaye
[euolnysul soueyus o} abpajmouy
abps-6umno pue jueasjal apiroid
pue yoJeasal 0} S82In0sal [eulajul
puB [eula)xe 8sM suoljeLIouI

jo Buyueys Joj sainonus

pue swsiueyosw ajeald AjsAloy
+SUONN|OS 8piAoid pue suoisiosp
aouan|jul 0} AjoAjosys uonewoul
SN pue $82IN0S SNOLIBA WO} BlEp
sjenjeng «Buleys uoijeuliojul pue
abpsimouy |euonnysul sbeuew

0} ABojouyoa) pue swajshs
uoljeuwsojul sjeudosdde asn

slequiaw

wes) pue siapjoysyels
Jeusaiul yum abpsjmous
pue uoneuwoul

aieys Auenbey

«3seq abpasjmouy ay)
9SEaJou| 0} uoljewojul
JO s@0inos mau

%888 +SUOISN|OUOD MEIP
0} uoneuwuojul Jaidisyul
pue esfjeuy .s}osfoid
pue sysej oioads

1o} pasinbau uonew.oyul
JUBAS|al oBl) pue

juswabeuepy
uoneLIoU|
pue abpajmouy

Jouadng

PaJsueApy

Jusjaduwion

asuobajes 109|109

salousjadwon




*
g

(SS2:@3) wawaa48y scuewWI0lRd 0Z-6T0T ANljedpiunpy (2207 2Aueyy J01DIA

25 10 15 28ed

e

sJueAsjal pue |njoeduw

SI Jey} uonesiunwwod aAiisod
ybnouy) siayjo sjeaiow pue
uidsul 0} 8|qy suoRN}ISUI B}
Bunussaidal pue suonenobau
ul 1sijeioads e se papiebay .

auldiosip pue sousjaduwiod
[eijow jJo s[aAs| ybiy yum

Eipall 3y} YIm 81esiuniwiod

0} 8|qy e-uonnyisul sy}

1o abew aapisod e soueyus o)
)9S pue siap|oyayels [eusslxe
0] uonnyisul sy} syowoid

pue e .sajdiound sjed
oyjeg ssjowoid jey) uoiyenys
UIM-UIM B Je SALLE pue siaynew
xo|dwod punoie suonenobau
10auip Ajanijosys o} s|qy
«Sanss! xa|dwos uo sulodmala
Bunesjunwwos usym spasu
[euonnysul yum saaoadsiad
[eonijod aouejeg .« ABajesis
uoieDIuNWWOoD paulap-jjom e
dojereq .sispjoysye)s JueAsial
0] siejjew aAljIsSUSS pue ysu
-ybiy speojunwwod AjeAnoayg .

SJUSWIND0P USPIIM palnioniis
-|lem pue 8s[ouo0d ‘pasnooy

‘1esjo o|idwoy .siepjoysye;s
jueAs|al wouy Juswaaibe

pue juswjiwwod ‘yoddns suieb
Jey} Jsuuew e uj Jusjuod JaAlsg
«Jajsuel]} uoneuoul jewndo
ajeji|ioe} pue aoualpne sy} Jns 0}
8]A1S pue JuSjUOD UOHEDIUNLULIOD
idepy .sjaljeq pue sepnje
‘sanoadsiad asiaAip ajeloaidde
pue 8jeis|o} ‘puejsiapun

0} 8|qy <Buneaow pue Buisaisiul
si jey} Jsuuew e ul sbuyes
jewJoyul pue jeuwloy} ui sdnoib

Ajeienbape abpajmouy
pue uoijeuliojul ASAU0D
pue sjeuiwassiq
+UOI}BJaPISU0D

ojul soualpne

2y} JO spaau ay) aye)
sAemje jou saop Ing
‘Jauuew pasnoo} pue
Jes|o e ui sesp| ssaidxgy
«§|00} yons Buisiiyn

u1 souepinb salinbai

ng ‘@ouaipne ay}

Jo} ejeudoidde sjoo} pue
SI19A8| UOHEJIUNWIWOD
Joj Buipuejsispun

uolesIuNwWwWo)

douedng

pasueApy

3 D

pue sjenpiAipul 0} seapi ssajdxg «

ue ajeJjsuowa( .

=

sapusjadwoy




>

(S52:a3) usw348y 22urWIONd 0Z-6T0Z AMjeddiuny 8207 2AuRYY| JOIDIA

TS 10 76 98ed

1oedwi ybiy e pjaif jey; seiianoe
[eo1}10 uo gjdoad snoo «sjeob
asijeau 0} sue|d uoioe jsnipe
pue s)}oeqjes awoaIaA) «s|eob
ysiidwoooe o} sysu aeudoidde
e .suoijejoedxs uus}-Loys
pue -6uo| Bunesiunwiwos ‘sjeob
wes) BuiBusjieyo pue snoniqwe
1S 0} wes} YlIM YIOAA epalinbal
USYMm suonusAIaul [elpawa.
Jusws|dwi pue asuewouad
UMO Jojiuow ‘spiepuels

Kyjenb pue synsai sy} psaoxs
0} Jlwo) .soueuwlopad
|euos.ad Joj spiepuejs ybiy

s}as pue sjeob pasnooj-jusio
‘Buibus|jeyo dojsaaq ss)nsal
pue spiepuels Ajenb pssoxe

0} sJayjo spinb pue yoeoo

uonnisul

8y} o yJom ay) Buinjea pue
Bunenjeas ‘sseoons Bulinsesw
pue Bunioyuow ‘Bunjoe.
‘saijiqisuodsal Buiuyep

‘pdom Buiubisse pue Buibeuew
10j swaysAs [euopnyisul
Bulysigeisg .ainssaid

Jepun paoejd usym syndino
Ayenb uo snooy e uiejuiepy
-suoijeoadxs Buinsiyoe

0} Juswiywwod Ae|dsip pue wes)
“Pue j|es 0} seAl}osfgo pue sjeob
Buibusjjeyo jas Auons|dwiod

0} ybnouy; syosfoid pue yse)
MoOJ|04 -Spiepuejs A}enb pue
synsai Buirsiyoe o} yoeoidde
PSRIWIWOD pue paulwid}ep

e ajesjsuows(q -pajoelisip
Buiaq spioAe pue jnsai pus sy}
uo snoo4 .ndino Ayjenb sinsus
0] SSWO2IN0 pue spiepuels

UMO AjL1aA Apuaisisuo) .

pspssu se sjuswisnipe ayew pue
‘sejepdn snjejs apiaoid ‘se2inosal
J0 @sn pue “>jom Jo Ayjenb
‘ssauboid siojuopy saniposiqo
aASIYoe 0] Joplo Ul s}nsal

J0 Ayjenb pue Ayjuenb sy} souejeq
0} 9|qy « Ayjenb ybiy jo ndino
80Npold sspiepuels jas Buinsiyoe
punoJe s)sej pue sassaso.d
ubisep pue spiepuejs Ajjenb jeg
+S})iNsal }08.1109 8y} Buiraiyoe ul
spud pue juswywwod wuy Aejdsig
« SaniAnoe Ajuoud-1amo| Aq
psjoelsIp SWo2aq JouU S80p pue
suonoe Ajuoud-ybiy uo sn2o4 .

ainssaid Japun usym
uoljeloadxa joauw 0}
s|ie} Ing ‘seduelswWnolIo
|eseuab ui yiom Ajjenb
99NpoId «}IOM JO
Ayijenb ay} Bunesodiooul
ul Juswdojarep

salinbal jnqg indjno

jo Ayyuenb sy} uo snoo4
spiepuejs poob e jo si
Jey} SawWwooino aonpoid
+8|0J 3y} Ul paJinbau
s}insal JO |9A8] WnwiuiL
8y} 82onpoid «S}nsal
1921109 8y} Buiasiyoe

0} JUsSWWWoo

oISEq B MOYS

«Sia)jew ueuoduwl

0} Buipuaye uj souepinb
saJinbail jnqg yJom

snoo4 Ajenp

ouadng |

PaoueApy |

o Ajienb puejsispun .

pue sjnsey




Competencies

Basic

Competent

\dvanced

[ Superior

Results and
Quality Focus

+ Understand quality of
work but requires
guidance in attending to
important matterse
Show a basic
commitment to
achieving the correct
resultss Produce the
minimum level of results
required in the roles
Produce outcomes that
is of a good standard-
Focus on the quantity of
output but requires
development in
incorporating the quality
of work* Produce
quality work in general
circumstances, but fails
to meet expectation
when under pressure

« Focus on high-priority actions
and does not become distracted
by lower-priority activities *
Display firm commitment and pride
in achieving the correct resultse
Set quality standards and design
processes and tasks around
achieving set standards* Produce
output of high quality «+ Able to
balance the quantity and quality of
results in order to achieve
objectivess Monitors progress,
quality of work, and use of
resources; provide status updates,
and make adjustments as needed

* Consistently verify own
standards and outcomes to
ensure quality outputs Focus on
the end result and avoids being
distracted= Demonstrate a
determined and committed
approach to achieving results
and quality standards* Follow
task and projects through to
completionV Set challenging
goals and objectives to self and
team and display commitment to
achieving expectations-
Maintain a focus on quality
outputs when placed under
pressures Establishing
institutional systems for
managing and assigning word,
defining responsibilities,
tracking, monitoring and
measuring success, evaluating
and valuing the work of the
institution

» Coach and guide others to
exceed quality standards and
resultss Develop challenging,
client-focused goals and sets
high standards for personal
performances Commit to
exceed the results and quality
standards, monitor own
performance and implement
remedial interventions when
required- Work with team to set
ambitious and challenging team
goals, communicating long- and
short-term expectationss Take
appropriate risks to accomplish
goalss Overcome setbacks and
adjust action plans to realise
goalss Focus people on critical
activities that yield a high impact

Page 65 of 65

Victor Khanye Local Municipality 2019-20 Performance Agreement (AMM)




