PERFORMANCE AGREEMENT

Made and entered into by and between:

CENTLEC (SOC) Ltd
As represented by the Chairpsrson of the Board,
MODISE CASALIS MOKITLANE

(“the Employer”)
And
KGOMOTSO COMFORT TSITSI
in his capacity as the Company Secretary of CENTLEC (SOC) Ltd

("the Employee”)

For The Financial Year:
01 July 2024 ~ 30 June 2025
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THIS PERFORMANCE AGREEMENT IS ENTERED INTO BY AND BETWEEN:

CENTLEC (SOC) Ltd (hereefter referred to as the Employer), herein represented by MODISE CASALIS
MOKITLANE in his capacity as the Chairperson of the Board, and KGOMOTSO COMFORT TSITSI, Company
Sacretary of CENTLEC {SOC) Lid (hereafter referred to as the Employee).

Whereby it Is agreed as follows:

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

12 The confract of employment concluded between the Partles, as referred to in paragraph 1.1 above, requires
the Parties to conclude an annual performance agreement. The Parties hereby agree to have this contract
developed by application of the principles of Section 57(2)(a)(ii) of the Municipal Systems Act 32 of 2000 ("the
Systems Act”) as amended from time to time, and the Local Government: Municipal Performance Regulations
for Municipal Managers and Managers Directly accountable to Municipal Managers, 2008, as well as Local
Government: Regulations of Appointment and Conditions of Employment of Senior Managers, 2014 and all
applicable legislations but not limited to the abovementioned.

1.3 The Parties wish to ensure that they are clear about the goals to be achieved and secure the commitment of
the Company Secretary, reporting fo the Chalrperson of the Board, to a set of actions that will secure
performancs goals.

1.4 This performance agreement ls between KGOMOTSO COMFORT TSITSI, Company Secretary, and
CENTLEC (SOC) Ltd. It is for the 2024/28 financial year only. The expected performance reflected in this
contract is based on the Employer's Service Delivery and Budget Implementation Pian (SDBIP) for the
2024/26 financial year, and therefore shall be the basis of the performance assessment.

The Parties agree that the purpose of this Agreement is to:

2.1 Comply with the provisions of Section 57(1) and (2), 57(4); 57(4A); 57(4B); 57(4C) and 57(5) of the Municipal
Systems Act as well as the employment confract entered into between the Parties;

2.2 Specify objectives and targets defined and agreed with the Employee and to communicate to the Employee
the Employer's expectations of the Employee’s performance and accountabilities in slignment with the
Service Delivery and Budget Implementation Plan (SDBIP) and the Employer's Budget for 2024/25 financial
year.

23 Specify the accountabilities as set out in the Performance Plan, which forms Annexure A to this performance
agreement.

2.4 Monitor and measure performance against set targeted outputs.

25 Use the performance agreement as a baromaster to assess the Employee’s performance.

2.6 In the event of outstanding performance, to reward the Employee appropriately; and




2.7

3.1

32

3.3
34

3.5

4.1

4.2

4.3

4.4

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

|

This Agresment will commence on 1™ of July 2024 until 30% June 2025 thereafter a new Psrformance
Agreement, Performance Plan (Annexure A), Personal Development Plan (Annexure B), Financial
Disclosure {Annexure C} and Code of Conduct (Annexure D) for Municipal Steff Members as per Schedule
2 of the Municipal Systems Act shall be concluded between the Partles for the next financial year or any
portion thereof.

The Partles must review the provisions of this agreement during June each year and conclude a new
performance agreement that replaces the previous agreement at least once a year within one month after the
commencement of the new financial year.

This Agreement will terminate on the termination of the Employee’s contract of employment for any reason.
The content of this Agreement may be revised at any time during the above-mentioned period to determine
the applicability of the matters agreed upon.

If at any time during the validity of this Agreement, the work environment alters (whether resulting from the
Board of Directors’ declision, the Councll of the parent municipality resolution or otherwise) to the extent that
the contents of this Agreement are no longer appropriate, the contents shall be revised within 7 deys.
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The Performance Plan (Annexure A) seis out:

a) The Key Performance Area, Key Performance Indicator and targets that must be met by the Employee;
and

b) The timeframes within which those performance objectives and targets must be met.

The Key Performance Area, Key Performance Indicator and targets refiected in Annexure A are set by the

Employer in consultation with the Employee and based on the 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:

a) The Key Performance Objactives describe the main tasks that need to be done.

b) The Key Performance Indicators provide the detalls of the evidence that must be provided to show that a
Key Performance Objective has been achieved.

c) The Target Date describes the timeframs in which the work must be achisved.

d) The Weightings show the relative impertance of the Key Performance Objectives to each other.

The key objectives describe the main tasks that need to be done. The key performancs 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 g/ the/ goals- and

strategies set out in the Employer's Integrated Development Pian (IDF). {. ‘RZI )7/ /
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51 The Employee agrees fo participate in the Performance Management System (PMS) that the Employer
approves and introduces for the Entity.

52 The Employee accepts that the purpose of the Performance Management System s to provide a
comprehensive systsm with specific performance standards to assist the Employer, its management, and
staff to perform to the standards requised.

5.3 The Employer will consult the Employee about the specific performance etandards that will be included in the
Performance Management System as applicable to the Employee.

54 The Employee undertakes to focus actively on the promotion and implementation of the Key Performance
Areas (KPAs) (including specia! projects relevant o the Employee’s responsibilities) within the Service
Delivery and Budget Implementation Plan.

6.5 The criteria upon which the performance of the Employes must be assessed consist of two components, both
of which must ba contained in the performance agreement.

5.6 The Employee must be assessed against both components, with a weighting of 80:20 sllocated to the Key
Performance Areas (KPAs) and the Competency Framework, respectively.

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

6.8 KPAs covering the main areas of work will account for 80% and Competency Framework will account for 20%
of the final assessment.

5.2 Personal growth and development needs identified during any performance review discussion must be
documented in a Personai Development Plan (PDP) as well as the actions agreed to and implemented that
must take place within set imeframes.

5.10 The Employse's assessmant will be based on hig performance in terms of the outputs/outcomes (performance
indicators) identified as per the attached Performance Pian (Annexure A), which are linked to the KPAs, and
will constitute 80% of the overall assessment result as per the weightings agreed to between the Employer
and Employee:

Mo Moy Performance Arsas (KPAs) = 00% of tretorsi Soos ‘Weightng
L Transformation and Orgarisational Dovelopmert "o
2 BasicSenvioe Delvery and Infrastructure Development 0
'3 Local Economic Development 0
'4 | Financial Management & Visbllly e
'5 | Good Govemance & Public Paricipation - o )
TOTAL (NE: e sum tota of walghted KPAS prust shways add up 60 80 e 8 3

L

Key performance areas related to the Employee, must be subject to negotiation between the Employer and
Employee.

/
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Annexure A: Performance Plan
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The Competency Framework will make up the other 20% of the Employee’s assessment score. The
Competency Framework consists of-

a)

contextualised leadership that guarantees service delivery impact; and

“core competencies” are competencies that cut across all levels of work in a munlc'/%?/m%ca
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b)  “leading competencies” means competencies that are required to develop clear institutional strategy,
initiate, drive and implement programs to achieve long-term sustainable and meesurable service
delivery performance results.

La

_Stratejic direction and Leadership

People Manacement
_Programme and Project Manacement |
._Financial Management | I = 3
_Change Leadership _ ) o

Moral Competence 1 R ]
| _Pianning and Organising . .
Analysis and Innovation v |
Knowledge and Information Management
Communication _
Results and Quality Focus | .
TOTAL I 20

i Y K | ‘e —
Ur _ IRLHTINGVRRFEVNNRE - = . - e

7.1 -The-Employee shall- submit thequarterly performance report after the end of the quarter, which will be
supported by relevant and sufficient documentary evidence.
7.2 The quarterly performance reports, including the supporting evidence, shall be subject to both intemal and
extemal audit.
7.3 The evaluation of the Employee’s performance will form the basis for rewarding outstanding performance or
correcting unacceptable performance.
7.4 The annual performance appraisal will Involve:
741 Assessment of the achievement of resuits as outiined in the Performance Plan:
a)  Each KPAshall 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;
b}  An indicative rating on the five-point scale shall be provided for each KPA; and
c) The applicable assessment-rating caiculator must then be used to add the scores and calculate a
final KPA score.
742  Assessment of the Compstency Framework
a)  EachLeading and Core Competency shall be assessed according to the extent to which the specifisd
standards have baen met. There is no hierarchical connotation to the structure and all competencies
are essential o the role of a senlor manager to influence high performance. All competencies must
therefore be considered as measurable and critical in agsessing the level of a senigr mandgers
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b) An indicative rating on the five-point scale shall be provided for each Leading and Core
Compelencies.
¢}  This rating shall be multiplied by the welghting given to each Leading and Core Competencies during
the contracting process, fo provide a score.
d)  The applicable assessment-rating calculator must then be used to add the scores and calculate a
final Competency Framework.
743  Overall rating
a)  Anoverall rating shail be calculated using the appiicable assessment-rating calculator. Such overall
rating shall represent the outcome of the performance appraisal.
7.5 The assessment of the performance of the Employee will be based on the following five-point rating scale for
both KPAs and Competency Framework:

- - L .. =_ i 1 B

f - e | e S N N v
6 Outstanding Performance far exceeds the standard expected of an Employee at this
Performance level. The key appraisal indicates that the Employee has achieved above

fully effective results against all performance criteria and indicators as
| specified in the Performance Agreement (PA) and Performance Plan and
maintained this in all areas of responsibility throughout the year.

4 Performance ;Perfomance is significantly higher than the standard expectad in the job. '
significantly sbove  The appraleal indicates that the Employse has achieved shove fully
expectations effective resulls against more than half of the parformance criteria and

indicators and fully achieved all others throughout the year.

'3 Fully effective | Performance fully meets the standards expected In all areas of the job. The |
appraisal indicates that the Employee has fully achieved effactive results
against all significant performance criterla and indicators as spacified in the |

PA and Performance Plan.
2 | Performance nbtfuliyl'gr_forn'_\ance is below the gﬁdarﬂ required for the job in key a;as o
effeclive |Parformanoa meets some of the standards expected for the job. The
review/agsessment indicates that the Employee has achleved below fully
Ieffective results against more than half the key performance criteria and
indicators as specified in the PA and Performance Plan. |
1 .Unaceeptable .Perfon;anoe does not mest the standard expected for the job. The o

performance review/asssssment indicates that the Employee has achleved below fully
effective results against almost all the performance criterla and Indicators
as specified in the PA and Performance Plan. The Employee has failed to
' demonstrate the commitment or ability to bring performanca up to the level
' expacted in the job despite management efforts to encourage improvement.
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78
7.6.1

7.6

7.8

8.1

The evaluation will be done between the Employer and the Employee.
For purposes of evaluating the annual performance of the Employee, an evaluation panel constituted of
the following persons must be established—
a)  Chairperson of the Board;
b)  Chaimerson of the performance audit commitiee or the audit committes In the absence of a
performance audit committee;
c)  Chairperson of the Human Resources and Remuneration Committee; and
d)  Sharehoider Representative.
The Manager responsible for Human Resources of the Employer must provide secretarial services to the
evaluation panel.
Despite the establishment of agreed Intervals of evaluation, the Employer may in addition review the
Employee’s performance at any stage while the contract of employment remains in force.

The performance of the Employee in relation to his 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:

Quatter. | Timeframe : ~ |Duedate 5 ;

8.2
8.3
8.4

9.1

10.1

T b | N B
' First Quarter 1 1 July 2024 - 30 September 2024 30 October 2024 J
Sscond Quarter -
| S — ...,‘..__..1@ = . e
"Third Quarter 1 January 2025 =~ 31 March 2025 30 April 2025
Fourth Quarter ‘, 1 April 2025 - 30 June 2026

"1 October 2024 — 31 December 2024 = 28 February 2025

‘31 December 2025

A — -

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

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

The Employer will be enfitied to review and make reasonable changes to the provisions of the performance
plan from time to time for operations! reasons on agreement between both parties.

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.

A personal development plan (PDP) for addressing developmental gaps must form part of the performance
agreement as Annexure B.

The Employer must:

a) create an enabling environment to facilitate effective performance by the Employes;
b)  provide access to ekills development and capacity building opportunitles; ﬂ _ g}
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11

11.2

12.1

122

12.3

124

123.

¢)  work collaboretively with the Employee to solve problems and generate solutions to common prablems
that may impact on the performance of the Employes;

d)  onthe request of the Employee delegate such powers reasonably required by the Employee to enable
him to meet the performance objectives and targets established in terms of the agreement; and

e)  make available to the Employee such resources as the Employee may reasonably require from time
to time to assist him to meet the performance objectives and targets established in terms of the
agresment.

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

a) adirect effact on the performance of any of the Employee’s functions;

b)  commit the employee to implement or to give effect to a decision made by the Employer; and

¢)  a substantial financial effect on the Employer.

The Employer agrees to inform the Employee of the cutcome of any decisions taken pursuant to the exercise
of powers contemplated in 10.1 above, as soon as is practicable to enable the Employee to take any
necessary action without delay.

The evaluation of the Employee’s performance will form the basis for rewarding outstanding performance of

correcting unacceptable performance.

A performance bonus ranging from 5% to 14% of the all-inclusive remuneration package may be paid to an

Employee in recognition of outstanding performance.

In accordance with reguistion 32 of the Local Government: Municipal Performance Regulations for Municipal

Managers and Managers directly accountable to Municipal Managers of 2006, a performance bonus, based

on affordability, may be pald to the Employee, after—

a) the annual report for the financial year under review has been tabled and adopted by the municipal
council;

b)  an evaluation of performance in accordance with the provisions of regulation 23; and

c}  approval of such evaluation by the municipal council as a reward for outstanding performance.

In determining the performance bonus the relevant percentage is based on the overall rating, calculated by

using the applicable assessment rating calculator; provided that—

a)  ascore of 130% to 149% is awarded a performance bonus ranging from 5% fo 9%: and

b)  ascore of 150% and above is ewarded a performance bonus ranging from 10% to 14%.

In the case of unacceptable performance, the Employer shall:

a) Provide systematic remedial or developmental support to assist the Employee to improve his
performance; and

b)  After appropriate performance counselling and having provided the necessary guidance and/or support
and reasonable time for improvement in performance, and performance dnmot prove, the




Employer may consider steps to terminate the contract of employment of the Employee on grounds of
unfitness or incapacity to carry out his duties.

13.1 Any disputes about the nature of the Employee’s performance agreement, whether it relates to key
responsibliities, priorities, methods of assessment in the agreement, must be mediated by:
a) The MEC for local govemment in the province within 30 days of receipt of a formal dispute from the
Employee, or any other person designated by the MEC.
13.2 Any disputes about the outcome of the Employee’s performance evaluation, must be mediated by—
a)  The MEC for local government in the province within 30 days of receipt of a formal dispute from the
employee, or any other person designated by the MEC.

Wl g
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14.1 The contents of the performance agreement must be made avallable to the public by the Employer in
accordance with the Municipal Finance Management Act, 2003 and Section 21 of the Municipal Systems Act.

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

Thus, done and signed as follows:

EMPLOYEE:

» ( ;;/1
Name: /i,‘ mu:j&-’ C /..> ng« Signature: /'-:‘.\f [ Dategil_gz_/zou
WITNESSES:

1. Name: (-Efﬁ%ﬂﬁ MONW\E Signature: _ ( ‘

2. Name: 18?7/#6'%' MANM Signa.‘ :

FOR AND ON BEHALF OF C?NTLEC {80C) Ltd (EﬂPLGYB{j

/
Name: /j/(b / // 7/& Lot (Z& Signature: // L //ﬂ ‘/(Hfﬁm Il 97024

1.um:\1ﬂ6\f\(m K\\ A Signaturs: _ L&U{% e
2Nam,/\] (gir_"_f‘j_t EMA  sgnature: %/

DateE;Ll 1) /12024
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