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decisions or otherwise) to the extent that the contents of this

Agreement are no longer appropriate, the contents shall
immediately be revised.
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4. PERFORMANCE OBJECTIVES
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4.1

4.2

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.

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

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

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.
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decisions or otherwise) to the extent that the contents of this

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

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.
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5.3  The Employer will consult with the Employee about the specific
performance standards that will be included in the performance
management system as applicable to the Employee.
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THE EMPLOYEE AGREES TO PARTICIPATE IN THE PERFORMANCE
MANAGEMENT AND DEVELOPMENT SYSTEM THAT THE
EMPLOYER ADOPTS.
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6.1

6.2

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.

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

6.2.1 The Employee must be assessed against both components,
with a weighting of 80:20 aliocated to the Key Performance
Areas (KPA’s) and the Core Managerial Competencies
(CMC's) respectively.

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

KPA'’s covering the main areas of work will account for 80%
and CMC'’s will account for 20% of the final assessment.

The Employee’s assessment will be based on his/her performance
in terms of the outputs/outcomes (performance indicators) identified
as per attached Performance Plan (Annexure A), which are linked
to the KPA's, and will constitute 80% of the overall assessment
result as per the weightings agreed to between the Employer and
Employee:
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5.3  The Employer will consult with the Employee about the specific
performance standards that will be included in the performance
management system as applicable to the Employee.
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and implementation of the Key Performance Areas KPA's (including
special projects relevant to the employee’s responsibilities) within
the local government framework.
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assessed shall consist of two components, both of which shall be
contained in the Performance Agreement.

6.2.1 The Employee must be assessed against both components,
with a weighting of 80:20 aliocated to the Key Performance
Areas (KPA’s) and the Core Managerial Competencies
(CMC's) respectively.

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

KPA'’s covering the main areas of work will account for 80%
and CMC'’s will account for 20% of the final assessment.

The Employee’s assessment will be based on his/her performance
in terms of the outputs/outcomes (performance indicators) identified
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KEY PERFORMANCE AREAS

Infrastructure Planning & Service Delivery

Community Development

Organizational Transformation & Institutional Development

Back to Basics — Sound Financial Management

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

Core Compstency Requirement
Core “tanagerial Competencies
Sirategic Capability

Programme and Project Management

3 Financial Management
4 __ | Change Management
5 Knowledge Management

Service Delivery Innovation
Problem Solving and Analytical Thinking
People and Diversity Management

Client Orientation and Customer Focus
Communication

Accountability and Ethical Conduct

Policy Conceptualisation and implementation
Mediation skills

Advanced negotiation skills

Advanced influencing skills

Partnership and Stakeholder Relations
Supply Chain Management 20
Total (Cannot exceed 100%) 100
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7.1 The Performance Pian (Annexure  to this Agreement sets out —
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7.2

7.3

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.

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.

Personal growth and development needs identified during any
performance review discussion must be documented in a Personal
Development Plan as well as the actions agreed to and
implementation must take place within set time frames.

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

The annual performance appraisal will involve:
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7.5.1 Assessment of the achievement of results as outlined in the
performance plan:
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7.5.1.1.

7.5.1.2.

7.5.1.3.

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

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

The applicable assessment rating calculator
(refer to paragraph 7.5.3 below) must then be
used to add the scores and calculate a final
KPA score.
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7.2

7.3

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.

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.

Personal growth and development needs identified during any
performance review discussion must be documented in a Personal
Development Plan as well as the actions agreed to and
implementation must take place within set time frames.

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

The annual performance appraisal will involve:
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7.5.1 Assessment of the achievement of results as outlined in the
performance plan:
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7.5.1.1.

7.5.1.2.

7.5.1.3.

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

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

The applicable assessment rating calculator
(refer to paragraph 7.5.3 below) must then be
used to add the scores and calculate a final
KPA score.
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7.5.2.1. Each CMC should be assessed according to
the extent to which the specified standards
have been met.
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An indicative rating on the five-point scale

shouid be provided for each CMC.

7.5.2.3. The applicable assessment rating calculator
(refer to paragraph 7.5.1) must then be used to

add the score and calculate a final

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

CMC score.

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

Level

Terminology

Description

Rating

k1|2[3 4]5

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.

Performance Agreement — Mrs. H. Kok




image203.png




image204.png




image20.png




image205.png
will




image221.png




image229.jpeg




image230.png
Dr. Beyers Naudé Local Municipality




image231.png
7.5.2.1. Each CMC should be assessed according to
the extent to which the specified standards
have been met.
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An indicative rating on the five-point scale

shouid be provided for each CMC.

7.5.2.3. The applicable assessment rating calculator
(refer to paragraph 7.5.1) must then be used to

add the score and calculate a final

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

CMC score.

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

Level

Terminology

Description

Rating

k1|2[3 4]5

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.
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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.

3 Fully effective

Performance is below the standard
required for the job in key areas.
Performance meets some of the
2 Not fully standards expected for the job.
effective 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.

Performance does not meet the
standard expected for the job. The
review/assessment indicates that
they employee has achieved below
1 Unacceptable fully effective results against
performance 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. |

7.7 For purposes of evaluating the performance of the Employee, an
evaluation panel constituted of the following persons will be
established —

7.7.1 Municipal manager;
7.7.2 Chairperson of the Performance Audit Committee or the

Audit Committee in the absence of a performance audit
committee;

Performance Agreement — Mrs. H. Kok




image224.png




image225.png




image226.png




image242.jpeg




image243.png
Dr. Beyers Naudé Local Municipality

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.

3 Fully effective

Performance is below the standard
required for the job in key areas.
Performance meets some of the
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Audit Committee in the absence of a performance audit
committee;
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-7.3 Member of the Mayoral Committee or Executive committee

or in respect of a plenary type municipality, another member
of council; and
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Manager from another Municipality.
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8.1 The performance of each Employee in relation to his/her
performance agreement shall be reviewed on the following dates:




image239.png
8. SCHEDULE FOR PERFORMANCE REVIEWS

Quarter Review Period Review to be
_ | completed by

1 July -

September 2019 | 30t October 2019
2 October —

December 2019 | 30* January 2019
3 '_January - March

2020 | 29 April 2020
4 April - June

2020 _130% July 2020
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8.2  The Employer shall keep a record of the mid-year review and
annual assessment meetings.
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Performance feedback shall be based on the Employer's
assessment of the Employee’s performance.

The Employer will be entitled to review and make reasonable
changes to the provisions of Annexure A from time to time for
operational reasons. The Employee will be fully consulted before
any such change is made.

The Employer may amend the provisions of Annexure A whenever
the performance management system is adopted, implemented
and/or amended as the case may be. In that case, the Employee
will be fully consulted before any such change is made.
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DEVELOPMENTAL REQUIREMENTS
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The Pro Forma Personal Development Plan (PDP) for addressing
developmental gaps is attached as Annexure B. Such Plan may be
implemented and/or amended as the case may be after the each
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-7.3 Member of the Mayoral Committee or Executive committee

or in respect of a plenary type municipality, another member
of council; and
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8.1 The performance of each Employee in relation to his/her
performance agreement shall be reviewed on the following dates:
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Quarter Review Period Review to be
_ | completed by

1 July -

September 2019 | 30t October 2019
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8.2  The Employer shall keep a record of the mid-year review and
annual assessment meetings.
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Performance feedback shall be based on the Employer's
assessment of the Employee’s performance.

The Employer will be entitled to review and make reasonable
changes to the provisions of Annexure A from time to time for
operational reasons. The Employee will be fully consulted before
any such change is made.

The Employer may amend the provisions of Annexure A whenever
the performance management system is adopted, implemented
and/or amended as the case may be. In that case, the Employee
will be fully consulted before any such change is made.
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The Pro Forma Personal Development Plan (PDP) for addressing
developmental gaps is attached as Annexure B. Such Plan may be
implemented and/or amended as the case may be after the each
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assessment.  that case, the Employee be consulted before any
such change or plan is made.

OBLIGATIONS OF THE EMPLOYER
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10.1  The Employer shall-
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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  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 this 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 this Agreement.
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The Employer agrees to consult the Employee timeously where the
exercising of the powers will have amongst others-
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A direct effect on the performance of any of the Employee’s
functions;
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11.1.2 Commit the Employee to implement or to give effect to a
decision made by the Employer; and

11.1.3 A substantial financial effect on the Employer.

The Employer agrees to inform the Employee of the outcome of
any decisions taken pursuant to the exercise of powers
contemplated in clause 11.1 as soon as is practicable to enable the
Employee to take any necessary action with delay.




image285.png
Performance Agreement — Mrs. H. Kok




image286.png




image27.png
THE MUNICIPALITY OF DR. BEYERS NAUDE




image287.png




image288.png




image289.png




image290.png




image291.png




image292.png




image303.jpeg




image304.png
Dr. Beyers Naudé Local Municipality




image305.png
will  fully




image306.png
assessment.  that case, the Employee be consulted before any
such change or plan is made.

OBLIGATIONS OF THE EMPLOYER
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10.1  The Employer shall-
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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  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 this 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 this Agreement.
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The Employer agrees to consult the Employee timeously where the
exercising of the powers will have amongst others-
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A direct effect on the performance of any of the Employee’s
functions;
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11.1.2 Commit the Employee to implement or to give effect to a
decision made by the Employer; and

11.1.3 A substantial financial effect on the Employer.

The Employer agrees to inform the Employee of the outcome of
any decisions taken pursuant to the exercise of powers
contemplated in clause 11.1 as soon as is practicable to enable the
Employee to take any necessary action with delay.
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12.  MANAGEMENT OF EVALUATION OUTCOMES
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50% of his or her duties. Failure to do
may institute disciplinary hearings
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121

12.2

12.3

124

125

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

The employee must achieve
that, the Municipal Manager
against the employee

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

The Employee will be eligible for progression to the next higher
remuneration package, within the relevant remuneration band, after
completion of at least twelve months (12) service at the current
remuneration package, subject to a fully effective assessment.

In the case of unacceptable performance, the Employer shall -
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12.5.1 Provide systematic remedial or developmental support to
assist the Employee to improve his or her performance; and

12.5.2 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
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13.1 Any disputes about the nature of the Employee’s performance
agreement, whether it relates to key responsibilities, priorities,
methods of assessment and/or any other matter provided for, shall
be mediated by —

In the case of managers directly accountable to the municipal
manager, the executive mayor or mayor within (30) days of receipt
of a formal dispute from the employee ;

Whose decision shall be final and binding to both parties.
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13.1 Any disputes about the nature of the Employee’s performance
agreement, whether it relates to key responsibilities, priorities,
methods of assessment and/or any other matter provided for, shall
be mediated by —

In the case of managers directly accountable to the municipal
manager, the executive mayor or mayor within (30) days of receipt
of a formal dispute from the employee ;

Whose decision shall be final and binding to both parties.
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13.2 Any dispute about the employees performance evaluation,
must be mediated by-

In the case managers directly accountable to the municipal
manager, a member of the municipal council, provided that such
member was not part of the evaluation panel provided for in sub-
regulation 27(4), within thirty(30) days of receipt of a formal dispute
from the employee;

Whose decision shall be final and binding to both parties
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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/her contract of
employment, or the effects of existing or new regulations, circulars,
policies, directives or other instruments.
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In the case managers directly accountable to the municipal
manager, a member of the municipal council, provided that such
member was not part of the evaluation panel provided for in sub-
regulation 27(4), within thirty(30) days of receipt of a formal dispute
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Whose decision shall be final and binding to both parties
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The Municipality of Dr. Beyers Naude herein represented by

in his capacity as Dr. E.M. Rankwana (hereinafter referred to as the
Employer)
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Mrs H. Kock an Employee of the Dr. Beyer’s Naude Municipality (hereinafter
referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:
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The Employer has entered into a contract of employment 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 as “the
Parties”.

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.

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.

The parties wish to ensure that there is compliance with Sections
57(4A), 57(4B) and 57(5) of the Systems Act.
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2.1 Comply with the provisions of Section 57(1)(b),(4A) and (5) of the
Systems Act as well as the Contract of Employment entered into
between the parties;




image537.png




image538.png




image539.png




image540.png




image507.jpg




image508.png
Y03 "H "SI — 390WJO [BIOURUL] JOIYD — U SOUBULIOLS]

_I 1 0 SoAIeSal USED
10 [eA9] Aypesy
(payoej|00 1q0p e BB
20IAI98/810)q8p 10/pUE 1Gop
solnes) 10 wewAedel
8y} Jo}
0z¢0g sunr
o Aq m_:_mwbmcoo sueyd 1snqos —
moy yseo | UBld Aenoosy ‘Ryjedisiunyy
sseJppe 0} siojqep | [BIOUBUL] 8L} Jo s|qeuie)sns
801SS UO a)el uopnooxe pue pue aqelA Ajleroueuy
%06 %0. %08 .x.E %06 spodeu /g o_.l_. uod3|j09 aaoudw| :o_.S:mEm_aE B awoosq 01
‘sajuoud
sanuw '020Z Aew wiswdojeasq
"0202 Ae j51€ [1ouno? 1€ Aq jpounog Aq s.ddl 1ebpng jenuuy
8lj} uo [1PuNoH 0202 yoJsew pedojeaap pajdope pue jobpng paacidde jabpng 8y} 0} ;ebpng papuny pue ajqipasd
Aq parosddy 0€ Aq ueiq sapuond 196png ue|d $$8004d 1 *| panoiddy ol 1202//020Z | 9y Jo yuswubiy ‘onsijea. e ydope o
I B
_| ‘sajloud
juswdojereq “Ayredpuniy
"0202 |unp 40e s.dal d|qeuieisns
juads Juads Juads juads S4v pue Aq puads 186pnq Jo 8y 0} 1ebpng pue a(qela Ajjeroueuy
%08 n\coml_ %SS _l %0€ %08 syodai /5 S | X3dO ebejusiad | ay jo wewubiy € 8Wodsq oL
*sapuoud
weudojpreq “Aiedpuniy
"020¢ 8unr ,0g sdal 8|qeuleisns
Sdv pue Aq puads jebpnq jo ay) o1 3ebpng pue s|geia Ajjeioueuy
%004 %8S %0€ %St %001 spoded 1/ S | X3dvo ebejusaied | 8y jo Juswubly € 8Wo09aq o)
‘sjasse |_|
10 9y InJasn
puUE uonIpuod By} [EIETIEYS)
10 MaIABI [enuuy T 0) loypny Jo seuanb (sprepuejs
Uue Jonpuod Jipne ssappe uo dn mopjo4 dvyS 0} uendwos .
pue Jaisibay pue Js)siBay pue Joisibey Iesiboy JejsiBay j9ssy) ue|d uopoy ]
108sY uo uﬁmwn: jos8y U0 vﬁmma: Jo8sy uo umumma: j8ssy uo vﬁmna: Ieys1boy Emw% oY) .._oauq_,www%” hm " Ehhmnﬂwm_vo“mw”«
pue painjdes pue painjded pue pasmdes pue painjdeo 10 ssaus)e|dwod | iudo Y
seseyand |y saseyaind [y L soseyoind ||y seseyaind ||y %001 |_| Jo)siBal jessy _| [} 3y} JO UonESBUDA _Ico_«ScmEm_nE_ uea|) B SAI9081 0]

Ayedomungy [eoo] 9pneN siskag ‘I




image509.png




image510.png




image511.png




image546.jpeg




image51.png
Performance Agreement — Mrs. H. Kok




image547.png
Y03 "H "SI — 390WJO [BIOURUL] JOIYD — U SOUBULIOLS]

_I 1 0 SoAIeSal USED
10 [eA9] Aypesy
(payoej|00 1q0p e BB
20IAI98/810)q8p 10/pUE 1Gop
solnes) 10 wewAedel
8y} Jo}
0z¢0g sunr
o Aq m_:_mwbmcoo sueyd 1snqos —
moy yseo | UBld Aenoosy ‘Ryjedisiunyy
sseJppe 0} siojqep | [BIOUBUL] 8L} Jo s|qeuie)sns
801SS UO a)el uopnooxe pue pue aqelA Ajleroueuy
%06 %0. %08 .x.E %06 spodeu /g o_.l_. uod3|j09 aaoudw| :o_.S:mEm_aE B awoosq 01
‘sajuoud
sanuw '020Z Aew wiswdojeasq
"0202 Ae j51€ [1ouno? 1€ Aq jpounog Aq s.ddl 1ebpng jenuuy
8lj} uo [1PuNoH 0202 yoJsew pedojeaap pajdope pue jobpng paacidde jabpng 8y} 0} ;ebpng papuny pue ajqipasd
Aq parosddy 0€ Aq ueiq sapuond 196png ue|d $$8004d 1 *| panoiddy ol 1202//020Z | 9y Jo yuswubiy ‘onsijea. e ydope o
I B
_| ‘sajloud
juswdojereq “Ayredpuniy
"0202 |unp 40e s.dal d|qeuieisns
juads Juads Juads juads S4v pue Aq puads 186pnq Jo 8y 0} 1ebpng pue a(qela Ajjeroueuy
%08 n\coml_ %SS _l %0€ %08 syodai /5 S | X3dO ebejusiad | ay jo wewubiy € 8Wodsq oL
*sapuoud
weudojpreq “Aiedpuniy
"020¢ 8unr ,0g sdal 8|qeuleisns
Sdv pue Aq puads jebpnq jo ay) o1 3ebpng pue s|geia Ajjeioueuy
%004 %8S %0€ %St %001 spoded 1/ S | X3dvo ebejusaied | 8y jo Juswubly € 8Wo09aq o)
‘sjasse |_|
10 9y InJasn
puUE uonIpuod By} [EIETIEYS)
10 MaIABI [enuuy T 0) loypny Jo seuanb (sprepuejs
Uue Jonpuod Jipne ssappe uo dn mopjo4 dvyS 0} uendwos .
pue Jaisibay pue Js)siBay pue Joisibey Iesiboy JejsiBay j9ssy) ue|d uopoy ]
108sY uo uﬁmwn: jos8y U0 vﬁmma: Jo8sy uo umumma: j8ssy uo vﬁmna: Ieys1boy Emw% oY) .._oauq_,www%” hm " Ehhmnﬂwm_vo“mw”«
pue painjdes pue painjded pue pasmdes pue painjdeo 10 ssaus)e|dwod | iudo Y
seseyand |y saseyaind [y L soseyoind ||y seseyaind ||y %001 |_| Jo)siBal jessy _| [} 3y} JO UonESBUDA _Ico_«ScmEm_nE_ uea|) B SAI9081 0]

Ayedomungy [eoo] 9pneN siskag ‘I




image548.png




image549.png




image550.png




image512.jpg




image513.png
A0 "H "SIA — 100JQ [FOUBUL] JOT) — UR]q SOURULIOJISJ

|_ B 6upesedo) [ oo ocas yseo

SOSELING | 4 ang) Aoy

Jpaup/Bulpuelsing e uBjUIRW

Sloj)paid Jojpue 1qap

Jo JuawAedss

poled auy Joj

juswied sioppain sue|d 1snqos —

pled | ueig Aiencosy
8q 0} SIoypaId | |eouBUl BY) JO "Jesousg Joppny
Jo} ussie} shep uopnoaxa pue | 8y} woy uouido Jpne
shep gg shep og sAep og shep 0g _l shep og spodal |28 Jo Jaquinu ebeleny | uoneswa|du ues|d B 9AjQ081 0

[ T “Rojiod

"siojqep ajel

Auedoud jpejosjjon UomRSI03 120

sejes Aodoug | 2 108400 WPBID

-020Z ounp: s Ajfedpungy
%08 %09 %0¥ %S | 0g 4q paiiq sejes "020Z aunp g Aq eu o Hfediouniy
soje) Auadoud sejes Apedad sojel Auadoud sejel Auadoud Auadoud o ejes :sojes Apedoud jo uopnoexs pue 9|qeuieisns
10 Aienooal Jo Aianooal 10 Aianooal 40 Asonooel Aianooal 9,08 UO199][00 9,08 Jeao |  Uonejuswaidwy pue s|qelA Ajjeoueuy
9oy e ainsug _I aAljoaye amnsug BAlj0ale amnsug n_. BAlJos)je ainsug obesoae ainsuy syodal | nwl_u |[04u0o o>=cwtm_|_ jusbuuyg B 8woosq o

"§)800

_I pajoadxaun

189 0} Jepio

u| S}19Sse pue

S9AI9SDI USeD

00x3 00x3 00x3 10 jono] Ayyeey

0} Ayapenb 0} Apapenb 0] Ayspenb B Ulejujew

uodau ssaiboud Jodai ssaiboid 0QOX3 0} Apsyenb uyoda. ssaiboid 10/pue jgep

uogejuawaidun uopejuswalduwy Jodai ssaibosd uopnejuawajdiul Jo JuswAeda

Buniwgns Bumiwagns uopejuswaejduwi Bumuqgns ‘0zZ0z sunr gg Aq 8y} Jo}

Aq saulpesp Aq sauypeap Bupwqns Aq sauljpesp ueyd Alanooal 0O0X3 0) Apapenb sueyd 1snqoJs —
ue(d Aienooas ueyd Aioncoal Aq seuipesp ueld Ausaooas leloueuy Jo suoissiugns | ueld Ausaooey “Ryediolungy
|eloueu| |eloueury ueld Aianooes |ejoueul uogejuawa|duwy Aq pasoyuow pue | [eoueuld sy jo ojqeutelsns
ynm soueldwoo | ypm eouerdwios [eloueuld ypm | yum soueydwod uo suodal pajuswaidu ued uopn9dxXe pue pue ajqetA Afleioueuy
ainsug eunsug | eoue|dwos ainsug ainsug _I ¥ Apopenyd Asenodal feroueuld | uogejusws)duwy _I B 9W009q 0]

[ T — | 51500

pajoadxaun

198U 0} JBpIO

1 ] | _| | | uisjessepue

Anediormy (200 9pneN s1ekag i




image553.jpeg




image554.png
A0 "H "SIA — 100JQ [FOUBUL] JOT) — UR]q SOURULIOJISJ

|_ B 6upesedo) [ oo ocas yseo

SOSELING | 4 ang) Aoy

Jpaup/Bulpuelsing e uBjUIRW

Sloj)paid Jojpue 1qap

Jo JuawAedss

poled auy Joj

juswied sioppain sue|d 1snqos —

pled | ueig Aiencosy
8q 0} SIoypaId | |eouBUl BY) JO "Jesousg Joppny
Jo} ussie} shep uopnoaxa pue | 8y} woy uouido Jpne
shep gg shep og sAep og shep 0g _l shep og spodal |28 Jo Jaquinu ebeleny | uoneswa|du ues|d B 9AjQ081 0

[ T “Rojiod

"siojqep ajel

Auedoud jpejosjjon UomRSI03 120

sejes Aodoug | 2 108400 WPBID

-020Z ounp: s Ajfedpungy
%08 %09 %0¥ %S | 0g 4q paiiq sejes "020Z aunp g Aq eu o Hfediouniy
soje) Auadoud sejes Apedad sojel Auadoud sejel Auadoud Auadoud o ejes :sojes Apedoud jo uopnoexs pue 9|qeuieisns
10 Aienooal Jo Aianooal 10 Aianooal 40 Asonooel Aianooal 9,08 UO199][00 9,08 Jeao |  Uonejuswaidwy pue s|qelA Ajjeoueuy
9oy e ainsug _I aAljoaye amnsug BAlj0ale amnsug n_. BAlJos)je ainsug obesoae ainsuy syodal | nwl_u |[04u0o o>=cwtm_|_ jusbuuyg B 8woosq o

"§)800

_I pajoadxaun

189 0} Jepio

u| S}19Sse pue

S9AI9SDI USeD

00x3 00x3 00x3 10 jono] Ayyeey

0} Ayapenb 0} Apapenb 0] Ayspenb B Ulejujew

uodau ssaiboud Jodai ssaiboid 0QOX3 0} Apsyenb uyoda. ssaiboid 10/pue jgep

uogejuawaidun uopejuswalduwy Jodai ssaibosd uopnejuawajdiul Jo JuswAeda

Buniwgns Bumiwagns uopejuswaejduwi Bumuqgns ‘0zZ0z sunr gg Aq 8y} Jo}

Aq saulpesp Aq sauypeap Bupwqns Aq sauljpesp ueyd Alanooal 0O0X3 0) Apapenb sueyd 1snqoJs —
ue(d Aienooas ueyd Aioncoal Aq seuipesp ueld Ausaooas leloueuy Jo suoissiugns | ueld Ausaooey “Ryediolungy
|eloueu| |eloueury ueld Aianooes |ejoueul uogejuawa|duwy Aq pasoyuow pue | [eoueuld sy jo ojqeutelsns
ynm soueldwoo | ypm eouerdwios [eloueuld ypm | yum soueydwod uo suodal pajuswaidu ued uopn9dxXe pue pue ajqetA Afleioueuy
ainsug eunsug | eoue|dwos ainsug ainsug _I ¥ Apopenyd Asenodal feroueuld | uogejusws)duwy _I B 9W009q 0]

[ T — | 51500

pajoadxaun

198U 0} JBpIO

1 ] | _| | | uisjessepue

Anediormy (200 9pneN s1ekag i




image514.jpg




image515.png
Ayedomny [eso]




image52.png
At

s L




image516.png
pneN smohog




image527.png
303 "H ST — 190UJ O [BIOURUL] JOTY)) — TR 9OUBULIONIS g




image528.png
‘51800

pejsadxaun

(skep gg s1 uLoN) Jeew 0} Joplo
SOE X (fepden u| sjosse pue





image529.png




image530.png




image531.png




image532.png




image533.png




image534.png




image541.png




image53.png




image542.png
Dr.




image543.png
uawabeue uieys Alddng Ll
Suonejey Jepjoysyels pue diysisuped 9l
SIS Bujouanyu) peoueapy
SIS uoneljobau paoueapy
Siis uoijeipajy
uofjeysawaldwy pue uonesjienidssuog) Aoijog
1Npuog [eoly)g pue Ajjiqeiunosoy
uonesiunwwon)
$NJ0 4 JaWolsny pue UolejuBLQO sl
Wawabeueyy Aysianq pue sjdoeq
Bupiuiy [eonAjeuy pue Buijog Wwalqoig
uoneaouu| AianijsQ a0ILeg
Juswabeuepy abpamouy|
Jswabeueyy sbueyn
Wwawsbeuepy [eoueuly
Wawsbeue josloid pue alwweJbolq
Amgeded oibejeng

sejousiedwo) jelabeueyy 8105

4

0L

‘—vamhme

02

yBiop ews.inbay Kouajedwo) 3103 ON





image544.png




image545.png




image571.jpeg




image572.png
Ayedomny [eso]




image573.png
pneN smohog




image574.png
303 "H ST — 190UJ O [BIOURUL] JOTY)) — TR 9OUBULIONIS g




image575.png
‘51800

pejsadxaun

(skep gg s1 uLoN) Jeew 0} Joplo
SOE X (fepden u| sjosse pue





image576.png




image54.png




image577.png




image578.png




image579.png




image580.png




image581.png




image582.png




image583.png
Dr.




image584.png
uawabeue uieys Alddng Ll
Suonejey Jepjoysyels pue diysisuped 9l
SIS Bujouanyu) peoueapy
SIS uoneljobau paoueapy
Siis uoijeipajy
uofjeysawaldwy pue uonesjienidssuog) Aoijog
1Npuog [eoly)g pue Ajjiqeiunosoy
uonesiunwwon)
$NJ0 4 JaWolsny pue UolejuBLQO sl
Wawabeueyy Aysianq pue sjdoeq
Bupiuiy [eonAjeuy pue Buijog Wwalqoig
uoneaouu| AianijsQ a0ILeg
Juswabeuepy abpamouy|
Jswabeueyy sbueyn
Wwawsbeuepy [eoueuly
Wawsbeue josloid pue alwweJbolq
Amgeded oibejeng

sejousiedwo) jelabeueyy 8105

4

0L

‘—vamhme

02

yBiop ews.inbay Kouajedwo) 3103 ON





image585.png




image586.png




image55.png




image546.jpg




image551.png
Aedouny [eoo]




image552.png
A0 "H ST — 10O




image553.png
1aBeueyy jedisunpy ayy Aqiffoubis




image555.png
[BIOURUL] JOT) — UB[J SOUBTIONDJ




image556.png
433140 [ejoueuly joly9 ey Aq pejdesse pue peubig




image557.png




image558.png




image559.png




image560.png




image3.png
Dr. Bevers Naude

MUNICIPALITY | MUNISIPALITEIT | UMASIPALA




image56.png




image561.png




image562.png
opneN smieg




image563.png




image564.png




image601.jpeg




image602.png
Aedouny [eoo]




image603.png
A0 "H ST — 10O




image604.png
1aBeueyy jedisunpy ayy Aqiffoubis




image605.png
[BIOURUL] JOT) — UB[J SOUBTIONDJ




image606.png
433140 [ejoueuly joly9 ey Aq pejdesse pue peubig




image57.png




image607.png




image608.png




image609.png




image610.png




image611.png




image612.png
opneN smieg




image613.png




image614.png




image565.jpg




image566.png
Annexure B




image58.png
with




image567.png
Dr. Beyers Naudeé
MUNICIPALITY | MUNISIPALITEIT | GMASIPALA

e ety





image568.png
PRO FORMA
PERSONAL DEVELOPMENT PLAN (PDP)




image569.png
Entered into by and between




image570.png
THE DR. BEYERS NAUDE MUNICIPALITY




image571.png
AS REPRESENTED BY THE MUNICIPAL MANAGER




image587.png
DR. E.M. RANKWANA
[THE EMPLOYER]




image588.png




image589.png




image590.png
[THE EMPLOYEE]




image591.png




image59.png




image592.png
Personal Development Plan — Mrs. H. Kok




image593.png




image594.png




image595.png
AND




image596.png
BTN




image597.png




image598.png




image634.jpeg




image635.png
Annexure B




image636.png
Dr. Beyers Naudeé
MUNICIPALITY | MUNISIPALITEIT | GMASIPALA

e ety





image61.jpeg
__ N N .




image637.png
PRO FORMA
PERSONAL DEVELOPMENT PLAN (PDP)




image638.png
Entered into by and between




image639.png
THE DR. BEYERS NAUDE MUNICIPALITY




image640.png
AS REPRESENTED BY THE MUNICIPAL MANAGER




image641.png
DR. E.M. RANKWANA
[THE EMPLOYER]




image642.png




image643.png




image644.png
[THE EMPLOYEE]




image645.png




image646.png
Personal Development Plan — Mrs. H. Kok




image62.png
Dr. Beyers Naudé Local Municipality




image647.png




image648.png




image649.png
AND




image650.png
BTN




image651.png




image652.png




image599.jpg
D=l

——1 T N . i e ok = o

- —_— (S e
C—

S
o E_'-'-- el =l & b=

et rof TR
== T
=
S
S sii o/ N §

S s e T el
== —

I-—II__F

_*- -I- =




image600.png
PERSONAL DEVELOPMENT PLAN




image601.png
1.1.1 A Municipality should be committed to:




image615.png
(a) the continuous training and development of its employees to achieve
its vision, mission and strategic objectives and empower employees
and




image63.png
PERFORMANCE AGREEMENT




image616.png
Managing training and development the ambit of relevant
national policies and legislation.

1.1.2 A Municipality should follow an integrated approach to Human
Resource Management, that is:




image617.png
(a) Human resource development forms an integral part of human
resource planning and management.

In order for training and development strategy and plans to be
successful it should be based on sound Human Resource (HR)
practices, such as the (strategic) HR Plan, job descriptions, the resuilt
of regular performance appraisals and career-pathing.
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identified through performance management and appraisal.

(d) Career-pathing ensures that employees are placed and developed in
jobs according to aptitude and identified potential. Through training
and development they can acquire the necessary competencies to
prepare them for future positions. A comprehensive competency
framework and profile for Municipal Mangers are attached and these
should be linked to relevant registered unit standards to specifically
assist them in compiling Personal Development Plans in consultation
with their managers.

(e) Personal Development Plans are compiled for individual employees
and the data collated from all employees in the municipality forms the
basis for the data coilated 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
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Mrs H. Kock an Employee of the Dr. Beyer’s Naude Municipality (hereinafter
referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:
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progress made to the Local Government Sector Education and
Training Authority.
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1.1.3 The aim of the compilation of Personal Development Plans is to
identify, prioritise and implement training needs.

1.1.4 Compiling the Personal Development Plan attached at Appendix.

(a) Competency assessment instruments, which are dealt with more
specifically in Appendix 1 and 2, should be established to assist with
the objective assessment of employees’ actual competencies against
their job specific competency profiles and managerial competencies at
a given period in time with the purpose of identifying training needs or
skills gaps.

(b) The competency framework and profiles and relevant competency
assessment results will enable a manger, in consultation with histher
employee, to compile a Personal Development Plan. The identified
training needs should be entered into column 1 of Appendix 1, entitled
Skills/Performance Gap. The following should be carefully determined
during such a process:

i. Organisational needs, which include the following:
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Strategic  development priorites and competency
requirements, in line with the municipality's strategic
objectives.

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 gaps.

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

Next, the prioritisation of the training needs [1 to...] should be listed
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 Workplace Skills Plan.
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progress made to the Local Government Sector Education and
Training Authority.
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1.1.3 The aim of the compilation of Personal Development Plans is to
identify, prioritise and implement training needs.

1.1.4 Compiling the Personal Development Plan attached at Appendix.

(a) Competency assessment instruments, which are dealt with more
specifically in Appendix 1 and 2, should be established to assist with
the objective assessment of employees’ actual competencies against
their job specific competency profiles and managerial competencies at
a given period in time with the purpose of identifying training needs or
skills gaps.

(b) The competency framework and profiles and relevant competency
assessment results will enable a manger, in consultation with histher
employee, to compile a Personal Development Plan. The identified
training needs should be entered into column 1 of Appendix 1, entitled
Skills/Performance Gap. The following should be carefully determined
during such a process:

i. Organisational needs, which include the following:
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The Employer has entered into a contract of employment 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 as “the
Parties”.

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.

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.

The parties wish to ensure that there is compliance with Sections
57(4A), 57(4B) and 57(5) of the Systems Act.
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Strategic  development priorites and competency
requirements, in line with the municipality's strategic
objectives.

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 gaps.

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

Next, the prioritisation of the training needs [1 to...] should be listed
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 Workplace Skills Plan.
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2, PURPOSE OF THIS AGREEMENT
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(d) Consideration must then be given to the expected outcomes, to be
listed in column 2 of Appendix 1, so that once the intervention is
completed the impact it had can be measured against relevant output
indicators.
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(e) An appropriate intervention should be identified to address training
needs/skills gaps and the outcome to be achieved but with due regard
to cost effectiveness. These should be listed in column 2 of Appendix
1, entitled: Suggested training and/or development activity in line with
the National Qualifications Framework 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 and registered with the South
African Qualifications Authority that are in line with the skills gap and
expected outcomes identified. Unit standards usually have
measurable assessment criteria to determine achieved competency.

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 year and not
unnecessarily be withdrawn from training interventions.

(g) Column 4 of Appendix 1: The suggested 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.

The suggested time frames (column 5 Appendix 1) 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.

Work opportunity created to practice skill/development areas, in
column 6 of Appendix 1, 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 t that is used in the workplace).

The final column, column 7 of Appendix 1, provides the employee with
a support person that could act as coach or mentor with regards to the
area of learning.
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2.1 Comply with the provisions of Section 57(1)(b),(4A) and (5) of the
Systems Act as well as the Contract of Employment entered into
between the parties;
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(d) Consideration must then be given to the expected outcomes, to be
listed in column 2 of Appendix 1, so that once the intervention is
completed the impact it had can be measured against relevant output
indicators.
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(e) An appropriate intervention should be identified to address training
needs/skills gaps and the outcome to be achieved but with due regard
to cost effectiveness. These should be listed in column 2 of Appendix
1, entitled: Suggested training and/or development activity in line with
the National Qualifications Framework 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 and registered with the South
African Qualifications Authority that are in line with the skills gap and
expected outcomes identified. Unit standards usually have
measurable assessment criteria to determine achieved competency.

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 year and not
unnecessarily be withdrawn from training interventions.

(g) Column 4 of Appendix 1: The suggested 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.

The suggested time frames (column 5 Appendix 1) 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.

Work opportunity created to practice skill/development areas, in
column 6 of Appendix 1, 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 t that is used in the workplace).

The final column, column 7 of Appendix 1, provides the employee with
a support person that could act as coach or mentor with regards to the
area of learning.
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Dr. Beyers Naudé Local Municipality
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3.1

3.2

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

Specify accountabilities as set out  the Performance Plan
(Annexure A);

Monitor and measure performance against set targeted outputs;

Use the Performance Agreement and Performance Plan as the
basis for assessing the suitability of the Employee for permanent
employment and/or to assess whether the Employee has met the
performance expectations applicable to his/her job;

Appropriately reward the Employee in accordance with the
Employer’s performance management policy in the event of
outstanding performance; and

Give effect to the Employer's commitment to a performance-
orientated relationship with the Employee in attaining equitable and
improved service delivery.

This Agreement will commence on the 01 July 2019 and remain
in force until 30 June 2020, where after a new Performance
Agreement, Performance Plan and if applicable a 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 during June
each year. The parties will conclude a new Performance
Agreement and Performance Plan that replaces this Agreement at
least once a year by not later than the beginning of each
successive financial year.

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

The content of this Agreement may be revised at any time during
the abovementioned period to determine the applicability of the
matters agreed upon.

If at any time during the validity of this Agreement the work
environment alters (whether as a result of government or council
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THE MUNICIPALITY OF DR. BEYERS NAUDE




image85.png




image86.png
will




image87.png
25




image88.png




image89.png




image92.jpeg




image93.png
Dr. Beyers Naudé Local Municipality




image94.png




image95.png
2.3

2.4

2.6

27

3.1

3.2

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

Specify accountabilities as set out  the Performance Plan
(Annexure A);

Monitor and measure performance against set targeted outputs;

Use the Performance Agreement and Performance Plan as the
basis for assessing the suitability of the Employee for permanent
employment and/or to assess whether the Employee has met the
performance expectations applicable to his/her job;

Appropriately reward the Employee in accordance with the
Employer’s performance management policy in the event of
outstanding performance; and

Give effect to the Employer's commitment to a performance-
orientated relationship with the Employee in attaining equitable and
improved service delivery.

This Agreement will commence on the 01 July 2019 and remain
in force until 30 June 2020, where after a new Performance
Agreement, Performance Plan and if applicable a 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 during June
each year. The parties will conclude a new Performance
Agreement and Performance Plan that replaces this Agreement at
least once a year by not later than the beginning of each
successive financial year.

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

The content of this Agreement may be revised at any time during
the abovementioned period to determine the applicability of the
matters agreed upon.

If at any time during the validity of this Agreement the work
environment alters (whether as a result of government or council




image96.png
Performance Agreement — Mrs. H. Kok




