PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

THE MAFUBE LOCAL MUNICIPALITY
AS REPRESENTED BY THE MUNICIPAL MANAGER

Dr. Mhlongo JB
(Acting Municipal Manager)

AND

(Acting Chief Financial Officer)

THABANG O MOSES

FOR THE
2026/2027 FINANCIAL YEAR: 01 July 2026 - 30 June 2027
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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Mafube Local Municipality herein represented by Dr. Mhlongo Jamela Berlina in his capacity
as the Acting Municipal Manager (hereinafter referred to as the Employer or Supervisor)

and

Thabang O Moses Employee of the Municipality (hereinafter referred to as the

Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1.

INTRODUCTION

1.1

1.2

1.3

1.4

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

Section 57(1)(b)(ii) of the Systems Act, read with the Contract of Employment
concluded between the parties, requires the parties to conclude an annual
performance agreement within one (1) month after the beginning of each financial year
of the municipality.

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.

PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

21

2.2

2.3

2.4

2.5

2.6

2.7

comply with the provisions of Section 57(1)(b),(4A),(4B) and (5) of the Act as well as
the employment contract entered into between the parties;

specify objectives and targets defined and agreed with the employee and to
communicate to the employer's expectations of the employee-'s performance and

accountabilities in alignment with the Integrated Development Plan, Service Delivery
and Budget Implementation Plan (SDBIP) and the Budget of the municipality;

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

use the performance agreement as the basis for assessing whether the employee has
met the performance expectations applicable to his or her job;

in the event of outstanding performance, to appropriately reward the employee: and

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



3 COMMENCEMENT AND DURATION

31

3.2

3.3

3.4

3.5

This Agreement will commence on the 01% of July 2026 and will remain in force until
the 30" of June 2027, thereafter a new Performance Agreement, Performance Plan
and Personal Development Plan shall be concluded between the parties for the next
financial year or any portion thereof.

The parties will review the provisions of this Agreement 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 cantent of this Agreement may be revised at any time during the above- mentioned
period to determine the applicability of the matters agreed upon.

If at any time during the validity of this Agreement the work environment alters (whether
as a result of government ar council decisions or otherwise) to the extent that the
contents of this Agreement are no longer appropriate, the contents shall immediately
be revised.

4 PERFORMANCE OBJECTIVES

41

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 mat.

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 (SDBIF) and the
Budget of the Employer, and shall include key objectives; key performance indicators;
target dates and weightings.

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

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

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

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

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

5 PERFORMANCE MANAGEMENT SYSTEM

5.1

3|Page

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



5.2

5.3

54

5.5

5.6

57

5.8
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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.

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

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

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.

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

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

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

5.5.4 The total score must determined using the rating calculator.

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:

Key Performance Areas (KPA's) Weighting
Basic Service Delivery 10 %
Munlcipal Institutional Development and Transformation 10 %
Local Economic Development (LED) 10 %
Municipal Financial Viability and Management 50 %
Good Gavernance and Public Participation 20 %
Total 100%

In the case of managers directly accountable to the municipal manager, key
performance areas related to the functional area of the relevant manager, must be
subject to negotiation between the municipal manager and the relevant manager.

The CRs will make up the other 20% of the Employee's assessment score. CRs that
are deemed to be most critical for the Employee's specific job should be selected (V)
from the list below as agreed to between the Employer and Employee. Three of the
CRs are compulsary for Municipal Managers:

W
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COMPETENCY REQUIREMENTS FOR EMPLOYEES
LEADING COMPETENCIES N WEIGHT
Strategic Direction and Leadership 8.33
People Managsment 8.33
COMPETENCY REQUIREMENTS FOR EMPLOYEES
LEADING COMPETENCIES N WEIGHT
Program and Project Management 8.33
Financial Management 8.37
Change Leadership 8.33
Governance Leadership 8.33
CORE COMPETENCIES
__Moral Competence 8.33
Planning and Organising 8.33
Analysis and Innovation 8.33
Knowledge and Information Management 8.33
Cammunication 8.33
Results and Quality Focus B.33
Total percentage - 100%

6. EVALUATING PERFORMANCE

6.1

6.2

8.3

6.4

6.5

5|Page

The Performance Plan (Annexure A) to this Agreement sets out -
6.1.1 the standards and pracedures for evaluating the Employee's performance; and
6.1.2 the intervals for the evaluation of the Employee's perfarmance.

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 Emplayee's performance will be measured in terms of contributions to the goals and
strategies set out in the Employer's IDP.

The annual performance appraisal will involve:

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

(a) Each KPA should be assessed according to the extent to which the
specified standards or performance indicatars 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 should be provided for each
KPA.

(c) The applicable assessment rating calculator (refer to paragraph 6.5.3
below) must then be used to add the scores and calculate a final KPA

score.

Y
el \ ‘ - | O 6(1
e



6.5.2 Assessment of the CRs

(a)

(b)
(c)

()

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

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

This rating should be multiplied by the weighting given to each CR during
the contracting process, to provide a score.

The applicable assessment rating calculator (refer to paragraph 6.5.1)

must then be used to add the scores and calculate a final CR score.

6.5.3 Overall rating

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

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

Level

Terminology

Description

Rating

1]2]3]4]5

Qutstanding
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 responsibllity
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.

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.
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Unacceptable 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 Parformance Plan. The
employee has failed to demonstrate the
commitment or ability to bring performance up
to the level expected in the job despile
management efforts to encourage
improvement,

6.7 For purposes of evaluating the annual performance of the municipal manager, an
evaluation panel constituted of the following persons must be established -

6.7.1 Executive Mayor or Mayaor;
6.7.2 Chairpersan of the performance audit committes or the audit committee in the
absence of a perfformance audit committee;
6.7.3 Member of the mayoral or executive committee or in respect of a plenary type
municipality, another member of council;
6.7.4  Mayor and/or municipal manager from another municipality, and
6.7.5 Member of a ward committee as nominated by the Executive Mayor or Mayor.
6.8 For purposes of evaluating the annual performance of managers directly accountable to
the municipal managers, an evaluation panel constituted of the following persons must be
established -
6.8.1  Municipal Manager,;
6.8.2 Chairperson of the performance audit committee or the audit committee in the
absence of a performance audit committee;
6.8.3 Member of the mayoral or executive committee or in respect of a plenary type
municipality, another member of council; and
6.8.4 Municipal manager from another municipality.

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

7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of each Employee in relation to his / her perfformance 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:

First quarter (July — September 2026) : October 2026
Second quarter (October — December 2026) : January 2027
Third quarter (January — March 2027) : April 2027
Fourth quarter (April — June 2027) : July 2027

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

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

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

7.5 The Employer may amend the provisions of Annexure A whenever the performance
management system is adopted, implemented and / or amended as the case may be. In
that case the Employee will be fully consulted before any such change is made.
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8. DEVELOPMENTAL REQUIREMENTS

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

9. OBLIGATIONS OF THE EMPLOYER

9.1

The Employer shall -

8.1.1 create an enabling environment to facilitate effective performance by the

employee,

9.1.2 provide access to skills development and capacity building opportunities;

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

9.1.4 on the request of the Employee delegate such powers reasonably required by

the Employee to enable him / her to meet the performance objectives and
targets established in terms of this Agreement; and

9.1.5 make available to the Employee such resources as the Employee may

reasonably require from time to time to assist him / her to meet the
performance objectives and targets established in terms of this Agreement.

10. CONSULTATION

10.1

10.2

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

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

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

10.1.3 a substantial financial effect on the Employer.
The Employer agrees to inform the Employee of the outcome of any decisions taken

pursuant to the exercise of powers contemplated in 10.1 as soon as is practicable to
enable the Employee to take any necessary action without delay.

11. MANAGEMENT OF EVALUATION OUTCOMES

11.1

11.2

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

A performance bonus of between 5% to 14% of the total remuneration package may
be paid to the Employee in recognition of outstanding performance to be constituted
as follows:

11.2.1 ascore of 130% to 149% is awarded a performance bonus ranging from 5% to

9%; and

11.2.2 a score of 150% and above is awarded a performance bonus ranging from 10%

11.3
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to 14%.
In the case of unacceptable performance, the Employer shall —

11.3.1 provide systematic remedial or developmental support to assist the
Employee to improve his or her perfformance; and
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11.3.2 after appropriate performance counselling and having provided the necessary
guidance and/ or support as well as reasonable time for improvement in
performance, the Employer may consider steps to terminate the contract of
employment of the Employee on grounds of unfitness or incapacity to carry out
his or her duties.

12. DISPUTE RESOLUTION

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

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

12.1.2 any other person appointed by the MEC.

12.1.3 In the case of 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)(e) of the Municipal
Performance Regulations, 2006, within thirty (30) days of receipt of a formal
dispute from the employee;

whose decision shall be final and binding on both parties.

12.2  In the event that the mediation process contemplated above fails, clause 20.3 of the
Contract of Employment shall apply.
13. GENERAL

13.1 The contents of this agreement and the outcome of any review conducted in terms of
Annexure A may be made available to the public by the Employer.

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

13.3  The performance assessment results of the municipal manager must be submitted to
the MEC responsible for local government in the relevant province as well as the
national minister responsible for local government, within fourteen (14) days after the
conclusion of the assessment.

Thus done and signed at Erankfort on this thef‘?f.é.... day of 01 20.2.\%

1_ T m/@m&é

EMPLOYEE (Acting GHief Financial Officer)

2. e\

AS WITNESSES: -_—

T

EMPLOYER (Acting Municipal Manager)




v

o\ TR xmv

J

NV1d 3ONVINHO4Y3d

V FUNXINNY



Lo
Q. abed|-1L- %\//v

\W/\k

“Koljod
Juswabeue|y aouewlopad sAyedoiunyy ayi ym souendwod |y ul st siy) Jey) abpsimousioe yjoq eakojdwe ayj pue Jebeuew 8y “pIeISI0dS S} JO SJUSJUOD
ay} yum juswaaibe pue ‘jo Buipuejsiepun |ny s1ay) ajedipul Agaay aakojdws pue sabeuepy [ediounpy Buloy ay) piessiods aouewiopad siy) Buiubis Ag

nU.ﬂu, O \ 20D \x % )

7202 / LO/ sp

Apjedouniy ay; ul @oueUl JO pESY PUE 1921IQ [eIOUEBUIS JaIYD Buljoy 8y} Se suoiouny ay} Ino Aled o]

1EIA [BldUBUIH /20 — 920¢ 1abeueyy |ediounpy Sunoy

i
12010 [eloueUl Ja1yD Bunoy iepL o

m

:aweN mm>o_n.wEm_

19210 [e1oUBUI JB1YD B} JO 30O




1wy

4 %
,/ efed|-zl-
230y T e

L

uonedigiled 2qngd pue sIUBLIBAOL) PODE) g'E
luswafieuely pue Ajigein [eousul edioungy e

{a37) wawdojaasq siwounas |20 £

uonewlgjsues) pue juswdojana jeuoymysu) jedioiunpy e

“flanljag sodeg sseq 1'e

‘mojaq ejqe) syl wl paisi| aanoalqo oibejens sy uuoju '(900g) siebeuep [edioiunyy o) 8jgeluNoIY Aoaag
siabeuepy pue siabeuepy jedioiunyy 1oj suohenBay sauewopa |ediDiunpy JUSWILIBA0S) (B30T 8] Ul aulno se (sydy) eary asusuLopag Aay Bumojoy a2y

Baly aouewiouad fay ¢ 't

JuawuIaAob |2o0] Jo siayew ay) U uonesiueBio flunwiwos pue saUNWLLICS JO JusLuBAoAY a1 aBEIneouT 57
Juswiuonaua Ayyesy pue Sjes e ajowoly v'E

Jusidojansp JILOUOIS PUe [B|20S 9100 £

lauuew sjgeUIRISNS B Ul SSIPUNLUWOD 0} S301A18S Jo uoisinoid ay aunsug ZE

"SANIUNWIWOD [220] 10} JuswUIaAol sjqejuNoase pue JRIJoWSp SPIAC.Y L'z

‘siojedipu) souewopad jes jsuiebe aouewsopad safieuey edpiungy Bunoy au Waopul (1M JUsWLISACE 1220] Jo spoalgo Buwaojoy 2y

senpqisuodsal a8y 'z 'z

‘Allenuue pamainal se pue ueld juswdojanag] pajeiBaju) s Anediomngy auy
ul jas se siojedlpul saueulopad Ay ayj uo paseq aq jsnw sjebie) pue seanaalqo soueuLopad Jeu sapinoad oiym 10y wayshs jediouniy sy jo (g} Jg uanoas
pue payoepe si Juswnaop sy} Yalum 01 juswasibe soueulopad JaoyQ jeiouBLl JeiyD Bunoy sy jo uopejpsdye flounca auy saujop ueld sauelioped 2y

asodingd °| ‘L



120410 |elaueul JaiyD) Buijoy ay) o} oyoeds uonelsiBa) siqeondde sayio Aoy g9

1G 0} GG SUOKISS 0} paji| Jou Ing ‘rejnaned Ul ‘000z 1oV walsAg [ediounyy Ly

(jusweaibe 1o uonesiBa) Aq paulwisiap se suoljouny pue siamogd) g Jajdeys ‘oj papwl| jou Ing “remoiued vl 'ga6| 19V soimonys [edisungy o'

#00Z WY sejey Apadold oF

(vodau s |elsuag) Joypny payijenbun ue pue folod JusweBeuew uieys £|ddns 'Aonod uon29|02 1g8p pue

|ouo2 ypaas ‘Aonjod sajes ‘Aonod yuey ‘el Jejul ‘apnjoul jsnw) g Jeidays oy paywu jou jng Jejnoed Ul ‘g0z 1o uswebeue)y scuewy jedounyy 74
L00Z 1snbny 2 patep (Loog ‘uonenbay juswsbeueyy ssurwopad pue Buuueig [edoiungy Juslwulanoc) [eao) 954 0N suonzinbay s

{900z 1snbny | paiep ‘sogy "oN uonenBay) Apoang siabeueyy pue siaBeuepy |edpiunyy o) suonenBay sousuuopad jedisungy UBLILUIBACS) [BDO T

966 "e3Ly LINOS jo Jlgnday Suj JO UOKMPSUCD By} JO /G| UDNHISS Ly

‘painsealu pue uo payodal aq 0} pauinba) ale uoje|siBa) Buimolio) ay} Ul paulziues saluel-awy Aloymels pue uosinoid oy |

189140 |2IouRUL Ja1yD Bupay ay) oy ‘siojesipy] pue saanoalqo souziomag A3y p



£C
“Rijediziunu
sgeuleisns | juawabeuey
Pue sigew [ pue Aujgels
ueld panjosSsl pue passaippe Juswabeuepy Aeizueuy [eloueLy
%08 %08 0 0 "N %001 0 Uonay Jpnty 1sod sBuipuy Jpny jo 5, | sbeuaalad Snuandy | eainsuao] lediojunpy | 5g
uonnposal
jlauna g
pue ‘aled fyedioiunw
Iawoysno jgep IZ208 a|qeuleisns | uawsbeuey
peq ‘fBsjens sunf Og Aq panoidde puE 3|gein pue Aupges
uswasueyUus PUE pamsial sajod Juswabeuepy Aenueuy [E1ouEUl]
i 0 0 0 [N i I} anuanay anuanay J0 Jagquinpy Jagquunpy snuanay | B aunsua op lediounyy | 9
“fedioiunw
alqeulejsns | juawsbeusy
LE0E Pue ajgein pue fpgein,
aunr ge Ag pajanpuos Juawsbeuey| AEioueuy [eueuly
£ £ £ £ 000 00FY Zl zl podau Buirg | Buinq Ayguow jo saguingy Jaquunp anuansy | ealnsus o] ledoiungy | '8
“Mledijunw
Lele s|qeuelsns | Juswabeueyy
1315168 aunp gg g sjuedwoes puUe ajqen pue fpqen,
uejduaos palejeu-sjunoooe uawabeuey Aerueuy [eigueu|
%00k %54 %05 YSE N %001 %05 J3wosny O} papuaje jo %, | abejusnay anuassy | B aJdnsus o] ledojunpy | 2z
“fyjediaunuy
2|qeuielsns | awabeue
“LE0E |aunyp pue ajgewn pue fypgein
JaysiBal uabipul Qg fg p 1=ysi6ed JuaBipu uawasbeuepy Alreraueuy |eraueu)q
L L L L M ¥ L "Hoday Jusbipu) pajepdn Jo Jaquunpy laguinp anuansy | e ainsus o [ediiunyy ]
¥ £ r4 i LTI9T0T Eauy
lapent) Jdaeny Japenyy JHEND umm._m._. Jojyedipul SJUapiag J03EJIRU| SINseay juawalels aI3U BULGH3 4 SON
sjafue)] Apspenp) pauueld j8bpng | |enuuy | auljeseg | paulwialag-aid aouewWIoMad Aay Jo jun awwesbolg Guuuejg Ray 9y

SpJEpUE}S pUE SWiou
leuoieu o) Buipiodae mol-ysed pue anuanal |edidiunw jo Juswabeuril JUSIILYYS PUE 3AI}I8})8 SU) 2INSUS O]

fyuoid abayjeng jediaungy

3aNUaAsal JO UORI3[|03 aAldang

aandalgQ dagl psululajap-aid

asuewsanch pooll puE UORENSIUIWRE JU3[21T

anjoeiqQ mbajens [ejouiADIg

aje}s |ejuawdojanap pue sjqedes e buidoanag

aA109lq0 daN

walsis juswusanch |e30] Juslya PUE aA}0a)a “9|qEJUNOJJE PUE SAlSucdsSal

awoang |EUonEN

180110 [B19URUL J21YS) AU) JO 8310 auy jo uejd diBajens g ajgeL

JuawebBeuey anuanay :un

192140 [B1aURULY J31YD 3y} §O 32O 9JRI0jIBIT "8

(£202-920Z d190s) ueld uogeluaswaldw| pue Alsnjeq samiag | ] aqnyely




e
awsbeusw
sinjipuadxa | juswabeuepy
wayshs LE0E aunp Qg Snjoaya pue fjijigep,
snusp-3 | Aq siojpar pajloucasl swabeusw PUE Jusoya [BE2UBULY
%001 %001 %001 36001 IN %00L %0 oy poday j0 sbejusiad | sbeusaed | ainypusdxg | juswsidu o) lediiuny | z'6
20T uswabeuew
ERIIET] aunp gg AgQ pasedasd ainyipuadxa | juswabeueyy
anjpuadxs | sigsiBa ainppuadxg anloays | pue Aupgern
[nyasEm |Eisepn pue juswsabeueLs pUB jusioya |BlouEL 4
L L l 3 N ¥ L pue ssajjini4 Ss8|jini4 jo laguiny l2gquiny simipuadxy | juswajdwl oy ledipwnpy | L'g
¥ £ z I LZ19T0T gauaping ealy
Japeny | Jspeny | Jepeny | Jepeny jefiie), | Jojedipu] | paulwiaiag Jojeaipuy aunseapy juswalelg sIuBuLOMEd | opN
sjafiie] Apspeny pauueld 12bpng | |enuuy | aulaseg -ald JIUBULONA Aay o nupn swwelfiolrg Buluuejg Aay ¥y

ainjipuadxa jo waysis Jua|ale PUE aARIaya UE Jusiuajdul o)

fyuoud sibsjens jediajunyy

swayshis pue sainpadoid ‘saimjod juawabeusw
[ersueuy sedosdde Bunusweajdw) pue Suidojanap Aq Juswafeuew erauewy [|2isA0 anosdwn o)

aapaalqo dai paujuusjep-ald

aJuewiaaob poob pue uopensuIWpPE JU3PILT

aanoslgg J1Bajeng jelouroig

3)e}s |ejuswdojarap pue ajqedes e Buidojaasg

an3oslao 4aN

washs Juawiiaroh [e30] JU3|21Y3 PUE BA1IaLS ‘B|qEJUNOIIE pUE anjsuodsal

aWonNNQ [EUOnEN

(£202-920Z dI9as) veld uoneuawaldw| pue Aianjsq sauag I ] aqnjely

aimpuadx3 jun ‘g




D)

%

-
/ﬂ/..u_
Se
uonniosal | pue Jebpng Jeak Buipoday uoejuawa]dul [Erauew| 4
0 L 0 0 "N L L jlounag PN jo s8quiny l8quiny pue jabpng Sdrsua oy fedioiuniy | g'gL
EETTEN
LZ0E aunp paunbal auy
o€ Ag rouncg o) Uiy pajepdwon juswabeue
uonnosay | psiiugns suodsd s1 Buipoda pue fupgeip,
[12unog (p) zg uoioag Bugiodal pasnbay [eloueLU
L L I I i ¥ ¥ ‘spoday 10 Jsquiny lagunpy pue jafipng ey} aunsus o| lediunp | 0L
{g0g sunp
0g &g funseas) sauljsw
[euoien pasnnbas ayy
woy spoday Liiimn pala|duwios uawabeuey
uanesylian st Buipoday pue Aypgels,
poday Apapenhb Bupoday pasnbay [e1aueul4
L b 3 ] L] ¥ 0 UCEILLIBN, LLS JO Jaqunpy J2quinp pue jalipng 1Byl ainsus o) lediouniy | oL
CENTEDNTN
LZ0Z 3unr pg Aq paunbal sy}
WIN pue Jofepy Ulpm pajajdusos Juswabeuey
13)8| jusw 31} 0} payILgns si Buguodal pue Ajngers,
sbipajmousoy spoday Euipoday palinbay [eroueul4
£ £ £ £ N 43 0 oday Lig LLS J0 Jsquiny Jsquunp) pue jabipng 1ey} aunsua o lediounyy | 20l
LZ0Z Repy
L€ Ag uondope
10§ rauUnNoa saanoe.d
0} papwgns Juswabeuesw
pue pajdwog [BIouUBulL uawabeuep
uognjosal sjabpng punas jo pue fujigels
[launog [edizun Bunuodal uapeluaws)|dus [1=TlelTI={N T
L 0 0 0 N L I 'Je6png [eul 40 Ja3gquny l3quiny pue jabpng ainsus o) eduny | Lol
¥ £ 4 13 LZI920T aJuapiag Jogedipu| eaty
lauent | Jepend) | Japeny | Jspeny 1afiie] Jojeaipu| paulwdelag aoueLIoUad amseay juswajels aIueuLIOad "ON
sjabie] AJapeny pauue|d 1abpng [enuuy auljaseq ~ald Ray Joyun awwesfiold Bujuueld fay 434

uoizejsiBa) ajgeaydde
yum Juerjdwoad aie sassaooid Huipodas jersueuy pue jefipng jedidiunw ayg JeYj iNsua a 1

fuopd gibajens jediojunyy

suwajsfs pue saunpasdold ‘saoijod Juawabeuew
jeroueuy sjeudoldde Buguswsidwi pue Buidojanap Aq Juswabeuew [ejaueuy Jjedano anoddw) o)

3An93[90 dal PauILLE)ep-aid

33ueuIanol poof pue uoneJ}SIUIWPE Jusialg

aAnoelqQ aibajeng [enuAoig

gje}s [eyusudojanap pue sjqedes e Buidojanag

anoalgo 4an

wajsds juswuianoh |edo] JUalILJe PUE BANDaYA 'B|QEJUNCIJE PUE BAISUOASa]

8WAN() [EUOHEN

(£202-9202 d190S) ueld uogejuawsldw) pue Alanjag saias |y ] aqniely

Bunsodal pue yefpng :jun gL




9T
9z0g ysnbny
L€ Ag ¥Sov
0} papiugns pue SauljaLu
pajidwod (S4y) pasinbay sy}
sjuawselS Uiy pags|duscs uawsbeuey
uo|ssiLgns leoueLy st Bupoday pue fqpgeln
jojooud | jenuuy juedwos Buipodau pasnnbay [eloueuy
2] Q 4] L UOLINN #u I L Pue Sy | dvHo J0 Jaquinn laguiny pue jabpng 1Bl aunsua oy lediownpy | 9701
LE0E Yaie
LE Aq Iounog o}
payugns spodas
{z/ uonosg) Jawsbeuew
SluBSSassY [ElouEuY Juswabeuely
SoUBLLIONa punos jo pue fiqep,
¥ £ z ] LZ/920T JUIPIAT Jojedipuj EQlYy
Jauenp | Japenp | Japeng | Jspeny yabie] Jojeaipu) paululalag aoueLLOUEd ainseay juswayels aauewodad "oON
sjabie) Spapenn pauuejd 12bpng [enuuy auljaseq -ald Aay 4o pun Swwelbolg Buluuejyg Kay 494

uonejsifal sjgeandde

i Juejdwod aue sassasosd Huodal jejaueuy pue 3aBpng jedioiunw 3L Jey) aunsua o

fjuolid a1Bsjeng |edisjunpy

swajsAs pue saunpasoid "saiojod Juswabeuew
Jeraueuy sjendosdde Buguawsidwi pue Guidojassp Aq Juswabeuew |ejoueuY [JEIBAD anoudw) o)

any3fqQ 4al pauluajep-aid

83ueusanob pooB pue UORENSIUIWPE JUaIaiLg

anpaslqQ d1B3jeng |epuold

2)eys |ejuswdolanap pue ajqedes e Buidojanag

sapaslqo dam

w2)shs Jusuuianoh [e30] JUSIDYJa PUE SAlIaYS ‘a|qejunoade pue aalsuodsal y

EL R e R O ]

(£202-920Z d18as) Ueld uoliejuswsidw) pue Aanjaq saiuas [y ] agnepy




LT
LE0E sunp
0t Ag unsesl )
[euciep o} ‘S30INSS pue JuswsBeueyy
papigns spodsy Spoog jo pue fujigesp,
Apapenb uleys juawabeuely | juswsinoosd [eisuBUl
I I L L "N v 0 spoday Addns jo Jagunp Jaqunp [ weyn fddng amsus 0] jedoiungy | &1L
uogn|osal
[rounog LE0E
pue fayod | aunr gg Ag ounon
uswainoosd Ag pancudde pue "S8aIMSS pue juswabeuey
[enualajasd pamainat faljod Spoog Jo pue Siigery
pue Ajad | | Juswabeueyy uieyn uawabeuepy | uswainooid |eraueul 4
& 1] 0 4] 1IN Z | 0 s panouddy | Addng josaguiny | sequiny | uleyd Ajddng aunsua o) lediounpy | 211
uonn|osal
[raunog L1202
pue uepd | sunp gg Ag lounog $32IMES pUE uawabeuep
juswaInoodd 0} pajiugns SpPOOC) j0 pue fpgein,
palEposuo uepd juawainsold juawsabBeuep | Juaweainaoid [[=fteLHI={TH]
I 0 0 0 N L L panosddy jo Jaquiny Jaquiny | weyg Alddng ainsua o) lediungy | oL
¥ € [4 L LZI9ZOT aauaping Hary
Jayeny | Jaueny | Jepeny | Japeny yofue] | Jogesipu) | pauluwualag Jojeaipu| ainseap juswale)s Jjuewuopad | o
sjabie] Apaypenp pauueld 186png | [enuuy | sulaseg -aid aJueuLONS] Koy 10 pun awweifold Bujuueyy fay 434

juawafieuew ureyo Ajddns Jo wajsks Juaioyja pue sARdaYa UE Juawajdw) oL

Ruoug vBsieng edisungy

swa)sfs pue ssunpadoid ‘saijod Juswabeuew
[e1oueuy sjeudosdde Buguaswaldun pue Buidojanep Aq JuawsBeueww [BIOUEUY [[EISAC aroudwy o)

anpa3(qo daj paulwiasp-aid

aJuewiaaoh pooB pue uonensIUIWpPE JUaPIT

aanoslqQ J)Bajeng [elourolg

aje)s [ejuswdojanap pue ajgedes e Buidojanag

an323lq0 daN

wa)sis juawiuianol [e20] Juaiaiya pue anjdaye ‘a|gejunodde pue ansuodsal v

2o [EUoneN

(£202-920T d19as) ve|d uonejuaws|dw] pue AlBnag a0nss W ] sanep

juswebBeuey ureys Ajddng :upn -1




ERR 2
8¢
ECENTH
padinbas
LE0E sunp YL Uiy
0g Ag 1=gsiBay pajs|dwos Uawsabeuepy|
Hoday 8} uo paganpuog s Bulodal pue fupgelp,
uoiesyen SUOIEDL| 1N awsbeueyy paunbal [e1aueUy
L 0 L 0 N z 0 slassy 12SSE Jo 13quinpy lagquinp Slassy | Jey) sunsua o) ediuny | ZZL
LE0T 8uUnr O "SI
Aq syuswannbay paunbal
dWHO Ui aul| L S Ui
Ajlenuue pajepdn pajadwos Juswaheueyy
i=siBas pue pajdwos si Buoday pue Aypgein,
19SSe paxy (4} 13ys1Bay Juswabeuey pannbay [B1ouBL| 4
L a 1] a O i L pejepdn 1988y JO Jaquinpy Jaqunpy sjassy jeu} aunsua o ledioungy | gL
¥ £ z I LZI9T0C SJuapia3l p ealy
Jauenyy | Jepenp lapeny Jageny yabue) Jojedpu) | aunwsaag Jojeanpuy ainseapy Juawage)g JIueulopad "ON
sjabie] Alaueny pauuelg jabpng [enuuy aujjeseg -ald souBwIOdad Aoy 10 Jun awwesfold Buuuejg Aay 43y
uone|st ajqeaydde

Wim juer|dwaod ase sessasold Buipodal [eloueuy pue 3eBpng pedivunw sy 1By} aunsua oj

fuoug wbaeng jedioungy

swa)shs pue sainpasoid ‘sa1oijod Juswabeuew
|eroueuy sjeudoidde Buuawaidwy pue Guidojanap Ag Juswabeuew [eloueuly [jetano aaosdw o)

an1alq0 dq) peuluualap-aid

soueuiarch pool pue uolesSIUIWPE JUaIdLYS

aagaalqo 21G3jens |e1ouiAolg

2)e}s [ejuawdojanap pue ajqedea e buidojanag

aAllaslq0 dan

waysAs Juawuiaaoh [e90] Jualalye puUE aARJaYP 'B|qEIUN0IIE PUE aAISUOdSal

8WoNQ [BuUoneN

(£202-9202 d180S) veld uohejuswajdw pue Aaajaq saas |y ] aqnyejy

awsbeueyy sjassy uun g1




J\ th J.._\h.rﬂzﬁ.ﬁlﬂu

Q,../\

S\A

sbed|-0z-

21038 |euly 001 llejo L

L

9

S

¥

13

4

I

sl NaTeay SI0IG PANERIIOSUO] | [l Bupey 040 AR Bupybapm | earny ssuziuiojiag £a)

jodiarumpy

Bunoy

j@ayg 21098 pajepijosuon

°8



7. CONTROL SHEET

TO BE UPDATED BY ACTING MUNICIPAL MANAGER

PLANNING PHASE

Date of 1% planning meeting Date of 2" planning
meeting

Date copy of perfermance Acting Municipal

plan handed to CFO Manager

COACHING PHASE

(Keep a record of meetings held to give feedback to the CFO on performance related issues)

Date of Feedback Meeting

Performance Issue discussed and corrective action to be taken

Date of formal half year
review

REVIEWING PHASE

Date CFO notified of formal
review meeting

Date of 1% review meeting

Date of 2" Review meeting

Date of 3™ Review meeting

Date of 4'" Review meeting

Acting Municipal Manager

Signature
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