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LEKWA-TEEMANE LOCAL MUNICIPALITY "NW 396"

PERFORMANCE AGREEMENT 2025/2026

Mr. Serame Moses Lesie

In his capacity as Acting-Director Technical Services

And

Mr. Kopano Jeffrey Leseisane

In his capacity as Acting-Municipal Manager
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PART A

PERFORMANCE AGREEMENT ENTERED INTO BY AND BETWEEN:

Lekwa-Teemane Local Municipality, herein represented by Mr. K J Leseisane in his

capacity as Acting-Municipal Manager (hereinafter referred to as the Employer or

Supervisor)

And Mr. Serame Moses Lesie as Acting-Director Technical Services of Lekwa-Teemane

Local Municipality (hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. Purpose of performance agreement

The purpose of the agreement is to:

1.1

1.2

1.3

1.4

1.5

Employee Signaturj.. o A,

Comply with the provisions of Section 57(1)(b), (4A), (4B), and (5) of the
Municipal Systems Act, 2000, 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 employee the employer's expectations of the employee's
performance and accountabilities in alignment with the Integrated
Development Plan, Service Delivery and Budget Implementation Plan (SDBIP),
and the Budget of the municipality;

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 appli¢gble to his or her job;

<.....Date: O1st July 2025 Employer Si o ate: 3oth June 2026
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1.6

1.7

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

Give effect to the employer's commitment to a performance-oriented
relationship with its employees in attaining equitable and improved service

delivery.

2. Commencement and Duration

2.1

2.2

2.3

2.4

This Agreement will commence on 01 July 2025 and will remain in force until
30 June 2026, whereafter 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 must review the provisions of this agreement during June each
year and must 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.

The agreement will terminate on the termination of the employee's contract of

employment for any reason.

If at any time during the validity of the agreement the work environment alters
to the extent that the contents of the agreement are no longer appropriate,
the contents must, by mutual agreement between the parties, immediately be

revised.

3. Performance Objectives

3.1

The performance plan sets out:
a) The performance objectives and targets that must be met by the employee;
and

~date: 3oth June 2026
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3.2

3.3

3.4

b) The time frames within which those performance objectives and targets

must be met.

The performance objectives and targets reflected in the performance plan 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 municipality. They 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
indicate the relative importance of the key objectives in relation to one another.
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.

4. Performance Management System

4.1

4.2

The employee agrees to participate in the performance management system

that the employer adopts or introduces for the municipality.

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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4.3 The employer will consult the employee about the specific performance
standards that will be included in the performance management system as

applicable to the employee.

44 The employee undertakes to actively focus on the promotion and
implementation of the Key Performance Areas (KPAs) (including special
projects relevant to the employee's responsibilities) within the local

government framework.

4.5  The criteria upon which the performance of the employee must be assessed
consist of two components, both of which must be contained in the
performance agreement. The employee must be assessed against both
components, with a weighting of 80: 20 allocated to the Key Performance Areas
(KPAs) and the Core Competency Requirements (CCRs), respectively. Each
area of assessment will be weighted and will contribute a specific part to the
total score. KPAs covering the main areas of work will account for 80% and
CCRs will account for 20% of the final assessment.

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

assessment result as per the weightings agreed to between the employer and

employee.
Key Performance Areas (KPA's) for managers directly Weighting
accountable to the municipal manager
Institutional Development and Transformation %
Good Governance and Public Participation %
Infrastructure development and Basic Service Delivery %
Local Economic Development %
Municipal Financial Viability and Management %
Spatial Rationale fy %
r

~
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Total

100%

4.7 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.

4.8 The CCRs will make up the other 20% of the employee's assessment score.

CCRs that are deemed to be most critical for the employee's specific job should

be selected from the list below, as agreed to between the employer and the

employee

4.9  and must be considered with due regard to the proficiency level agreed to.

LEADING COMPETENCIES WEIGHTING
Strategic e Impact and Influence
Leadership and o Institutional Performance Management
Direction e Strategic Planning and Management
e Organisational Awareness
People e Human Capital Planning and Development
Management o Diversity Management
o Employee Relations Management
e Negotiation and Dispute Management
Program and e Program and Project Planning and
Project Implementation
Management e Service Delivery Management
e Program and Project Monitoring and
Evaluation
Financial e Budget Planning and Execution
Management ¢ Financial Strategy and Delivery
e Financial Reporting and Monitoring
Change e Change Vision and Strategy
Leadership e Process Design and Improvement
e Change Impact Monitoring and Evaluation
Governance e Policy Formulation
Leadership e Risk and Compliance Management
o Cooperative Governance
CORE COMPETENCIES <7\  \WEIGHTING
Moral Competence BN
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Planning and Organising

Analysis and Innovation

Knowledge and Information Management
Communication

Results and Quality Focus

TOTAL | 100%

5. Evaluating Performance

5.1 The performance plan sets out
a) the standards and procedures for evaluating the employee's performance; and

b) the intervals for the evaluation of the employee's performance.

5.2 Despite the establishment of agreed intervals for evaluation, the employer may,
in addition, review the employee's performance at any stage while the

employment contract remains in force.

5.3  Personal growth and development needs identified during any performance
review discussion must be documented in a personal development plan, as well
as the actions agreed to, and implementation must take place within set time

frames.

5.4 The annual performance appraisal must involve:
a) Assessment of the achievement of results as outlined in the performance plan:
i. Each KPA should be assessed according to the extent to which the
specified standards or performance indicators have been met and with
due regard to ad hoc tasks that had to be performed under the KPA.

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

iii. The applicable assessment rating calculator must then be used to add

the s ores and calculate a final KPA score,

Jate: 3oth June 2026
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b) Assessment of the CCRs:
i.  Each CCR should be assessed according to the extent to which the

specified standards have been met.

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

jii. ~ This rating should be multiplied by the weighting given to each CCR
during the contracting process to provide a score.

iv.  The applicable assessment-rating calculator must then be used to add

the scores and calculate a final CCR score.

c) Overall rating:
i. An overall rating is calculated by using the applicable assessment rating
calculator. Such an overall rating represents the outcome of the

performance appraisal.

i. The assessment of the performance of the employee will be based on

the following rating scale for KPA's and CCR's:

Level | Terminology | Description Rating
12| 3| 4

5 Outstanding Performance far exceeds the standard expected of an

performance 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.

4 Performance Performance is significantly higher than the standard

expected in the job. The appraisal indicates that the

....Date: 01st July 2025 Employe gna : ‘..date: 3oth June 2026
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significantly The employee has achieved above fully effective results

above against more than half of the performance criteria and
expectation 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 effective results against all significant
performance criteria and indicators as specified in the PA

and Performance Plan.

2 Performance Performance is below the standard required for the job in
not fully key areas. Performance meets some of the standards
Effective 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.

1 Unacceptable Performance does not meet the standard expected for the
performance 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 Performance Agreement 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.

d) 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).
6. Schedule for Performance Reviews

FA—
Employee Signature.l......Z..o...........Date: 01st July 2025 Employer Signature=ro.......cen. date: 3oth June 2026

PERFORMANCE AGREEMENT 2025/2026

QlPaeocsa



6.1 The performance of the employee in relation to his or her performance
agreement must be reviewed on the following dates, with the understanding
that reviews in the first and third quarter may be verbal if performance is
satisfactory:

Quarter 1:  July — September 2025 [no later than 2" week of October]
Quarter 2:  October — December 2025 [no later than 2" week of January]
Quarter 3:  January — March 2026 [no later than 2" week of April]

Quarter 4:  April — June 2026 [no later than the 2" week of July to prepare for
the annual]

6.2 The employer must keep a record of the mid-year review and annual

assessment meetings.

6.3 Performance feedback must be based on the employer's assessment of the

employee's performance.

6.4 The employer will be entitled to review and make reasonable changes to the
provisions of the performance plan from time to time for operational reasons,

on agreement between both parties.

6.5 The employer may amend the provisions of the performance plan whenever
the performance management system is adopted, implemented, and/or

amended, as the case may be, on agreement between both parties.

7. Developmental Requirements

7.1 A personal development plan (PDP) for addressing developmental gaps must

form part of the performance agreement.

Employee Signature....... w......Date: O1st July 2025 Employer Sig
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8. Obligations of the Employer

8.1

The Employer must:

a) create an enabling environment to facilitate effective performance by the
employee;

b) provide access to skills development and capacity building opportunities;

c) work collaboratively with the employee to solve problems and generate
solutions to common problems that may impact the performance of the
employee;

d) on the request of the employee, delegate such powers reasonably required
by the employee to enable him or her 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 or her to meet the

performance objectives and targets established in terms of the agreement.

9. Consultation

9.1

9.2

The employer agrees to consult the employee timeously where the exercise of
the powers will have, amongst others,

a) a direct effect 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

c) 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 Local Government:

Municipal Performance Regulations for Municipal Managers and Managers

Directly Accountable to Municipal Managers, 2006 sub-regulation 31 (1) as

soon as is practicable to enable the employee to take any necessary action

without delay.
Employee Signature.. / AL oarciirrnens Date: O1st July 2025 Employer Signatures....ors—mn.s date: 3oth June 2026
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10.Management of Evaluation Outcomes

10.1 The evaluation of the employee's performance will form the basis for rewarding

outstanding performance or correcting unacceptable performance.

10.2 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 determining the performance bonus, the relevant
percentage is based on the overall rating, calculated by using the applicable
assessment-rating calculator, provided that:

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

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

10.3 In the case of unacceptable performance, the employer shall:
a) provide systematic remedial or developmental support to assist the
employee to improve his or her performance; and

b) after appropriate performance counselling and having provided the
necessary guidance and/or support and a reasonable time for
performance improvement, and performance does not improve, 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.

11.Dispute Resolution

Employee Signature......; ..Date: 01st July 2025 Employe

O . o date: 3oth June 2026
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11.1 Any disputes about the nature of the employee's performance agreement,
whether it relates to key responsibilities, priorities, methods of assessment,

and/ or salary increment in the agreement, must be mediated by:

a) In the case of the municipal manager, the MEC for local government in
the province, within thirty (30) days of receipt of a formal dispute from
the employee, or any other person designated by the MEC: and

b) In the case of managers directly accountable to the municipal manager,
the executive mayor or mayor, within thirty (30) days of receipt of a
formal dispute from the employee, whose decision shall be final and
binding on both parties.

11.2  Any disputes about the outcome of the employee's performance evaluation
must be mediated by:

a) In the case of the municipal manager, the MEC for local government in
the province, within thirty (30) days of receipt of a formal dispute from
the employee, or any other person designated by the MEC; and

b) 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 Local Government: Municipal
Performance Regulations for Municipal Managers and Managers Directly
Accountable to Municipal Managers, 2006 sub-regulation 27(4) (e),
within thirty (30) days of receipt of a formal dispute from the employee;
whose decision shall be final and binding on both parties.

12.General

12.1 The contents of the performance agreement must be made available to the

public by the employer in accordance with the Municipal Finance Management

Act, ZO(ZZQ/d/Eection 46 of the Municipal Systems-

Employee Signature....{,..4i{.rmoe. Date: O01st July 2025 Emploxgnsignatu’lfé':.... seenennaneeasdate: 3oth June 2026
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12.2  Nothing in this agreement diminishes the obligations, duties, or accountabilities
of the employee in terms of his or her employment contract, or the effects of

existing or new regulations, circulars, policies, directives, or other instruments.

12.3 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 Christiana on this 315t day of July 2025

AS WITNESSES:

1,

—.....Date: 31st July 2025 Employer Signature ........ccceeueenne. date: 31st July 2025
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PART B

PERFORMANCE PLAN 2025/2026
Entered into by and between

Mr. Serame Moses Lesie

In his capacity as Director Technical Services

= And

Mr. Kopano Jeffrey Leseisane

In his capacity as Acting- Municipal Manager

1. Purpose

The performance plan defines the Council’s expectations of the Manager’s
performance agreement to which this document is attached, and Section 57 (5) of
o the Municipal Systems Act, which provides that performance objectives and targets
must be based on the key performance indicators as set in the Municipality’s

Integrated Development Plan (IDP) and as reviewed annually.
2. Key responsibilities

The following objects of local government will inform the Municipal Manager’s

performance against set performance indicators:

2.1  Provide democratic and accountable government for.local- cammunities.

te: 31stJuly 2025  Employe L: 31st July 2025
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2.2
2.3
2.4
2.5

Ensure the provision of services to communities in a sustainable manner.
Promote social and economic development.

Promote a safe and healthy environment.

Encourage the involvement of communities and community organisations

in matters of local government.

3. Key Performance Areas

The following Key Performance Areas (KPAs), as outlined in the Local Government:

Municipal Planning and Performance Management Regulations (2001), inform the

strategic objectives listed in the table below:

3.1
3.2
3.3
3.4
3.5
3.6

Employee Signature.../. 2

Basic Services and Infrastructure Development.

Municipal Transformation and Organisational Development.
Local Economic Development (LED).

Municipal Financial Viability and Management.

Good Governance and Public Participation

Spatial Rationale

e

PERFORMANCE AGREEMENT 2025/2026

...Date: 01st July 2025 Employer Signatire.......c.dagsees ate: 3oth June 2026

1281 DAaaAaa



a8ed]| L1
920Z/S20Z LNFWITUOV IDNVIWHOLuId

920t aung 3o w3l  SZOZ AINC ISTO :@3eQT .:w\...:@,_:um:m_m a2hojdwz

0} 559008 \_0) $$920e-1_0}.8s8008 JI1seq 0) Iseq spjoyasnoy 2iseq 0}
upm s ypm s upm s SS900B UM | 0] $S9228 UM 0} Addns SSa20B Yjm
vodas bulg | pjoyssnoH | pioyssnoy | ployasnoH sployasnoH SpjoyasnoyH xado 744 Ayouoa)g spjoyasnoy
vesy 4% vyesy vesy vesk JO uaisinold JO JaquinN
§20¢
I R L 1
pua Jaquisydag | 9z0z aunp pua 3}lomjau ZldyY | semunwwod
Aq Aiddns Aq Aiddns
OHE e Aq Aiddns pua Aq Aq Aiddns u |edioiuniy ay) aUBW3 |
: i uojje Aiddns uon | onejuespamas 0} pajoauuod Alddns -BMya7
JUBS/JIamas | Jlues/omas
podai Buig a1seq e jlues/Jamas | EBJIUBS/1amas olseq xadQ LEOPL sployasnoy uonejues ay} 1o}
o1 mmmuum - mmwuo“ JIseq 2ISeq 0} | 0} SS822e Yyum o} Aiddns u olseq 0} Speols pue
s ' M S 0] SSB00B | SS320B UM spjoyasnoH OllBJIUES/IaMaS SS920B Ylm Aoujosis
u_osmwmoI u_o:mmmo_._ yim s Sp|loyasnoH LEOPL JO UOISIAOIH spjoyasnoy :o_g,m-_cmw
LEobl - ployasnoH LEOPL ; Jo Jaquinp 13jem
LEQPL Se yons
SaoIAlas
BIjUSSS
o | 90| ot S0z e e
aunr pua | yolew pua i Jaqualdag 9z0g aunr yiomlau LIdM IqEUE:
Aq Aiddns Aq Aiddns A >am:m pua Aq | pua Aq Aiddns jedipiuny ayy 3nlIsp oL
Isjem 2iseq | Jayem oiseq an Aiddns Jajem lajem 2iseq 0} pajoauuod | Aiddns Jajem
uodai Buig 19)em d1seq xadQ L0LvL
0} $s320E 0} SS8208 IR - DISEQ 0} | 0} SS90 UY)IMm sployasnoy o} 2ISEq 0}
yim s yims s SS5320E YIm SployasnoH >_n_n_:w lajem SS220E YlIm
ployasnoH | pjoyasnoH u_o_._wmw_.._o_._ sployasnoH 10/¥L JO UOISIAOIH spjoyasnoy
0 Jagqun
L0Lp) FAOVA 4" 1041 FAO YA A" jo JaquinN
up pg g i) J0jeaipy|
uonuye@ | 8JueuLOMed
30d Jobie) Apspend 1obie) enuuy | 3ebpng aujeseg J0jealpu Aay| | ajoalqo dal

NOILVYINHO4SNYHL ANV LNINJOTINIA TYNOILNLILSNI ‘v VIHY FONVYINHOLH TS ATM L 8iqel

22140 s JaBeuey _mq_u_czzu- seajAteg 0jel0di0)=8'd) 40 Anseal) pue uwmv:mu. O m.._o>mEuﬂ EERIIVED bE:EEoon. S99IAJ3S [BIIUYDD hun




aded|sr
920Z/STOZ LNIWIFUOV IDONVIWHO4uId
9z0z 2ung ﬁomw.wmv ......:.?f...EEm:m_w Johojdwy  szoz AInC ISTO 3R o .&.E.._um:m_m aaho|dwz

2209 oyipan | uedwosoe BulAuedwosoe aInjonusesul 1a]eMWIO)S
uonadwon pue speol pue ove 12]eMLLIO)S pue
|lewsajul a}is uo su a)is uo su dllsuos Speo! |eusajul €85 7y peoy pue | paaed speol
suyodal ssalboud [ediounw | ONONIISUOYD | OBONJISUOD | UONIONJISUOY |edipunw [9ABID | speol paned Jo |eusaul
Aapenp | Joswy z'z JOSNM 22 uoljonisuo) JO SIIM
mcmwmm cu_mmhmm umemM 520z 938 SCOE BUnE e g S r.“
sainjoid Jaye pue pus au Aq | pus swAq | pus aup kg | 0 PUe 2 Aq Jo pua ay} SBiEiD 1o} sjuawipaduwi
81042 Yum poday ; P | paulejutew | Aq paurejuiew 000 | ierimons Ile Butrowsar Siieiiisi
SouUBUBUIB BRIEIR | pRUBIUIRIY | pekHopew abeuielp abeuiesp 00S 1Y ) J Aq waejss pediE
! abeuielp abeuiesp abeulelp j ; Wwys abeuieip
pano.ddy 13)EMULIO)S 13)emuLIols abeuielp
J91BMULIOIS | JI)JBMWIO)S | Jojemuuio)s inge o sy ' Jajemuio)s
ouigz | jounsz| jouycy 3y} jo buues|o 10 SN
920T 920¢ §202
aunrjo | yosep jo oaqo |  Se0Cdes Sene el buipejq/Buipes6 1IN
sainjoid Joye pue jo pus ay} iq jo pua ay} ‘Guiymed
a10jaq Yim poday pusauifa | pusayifq | pusay 4q paulejuiew | Aq pauleiew 000 SRBO! W
’ paulgjulew | paulejulew | paulejuiew Al T pajppu | peos ‘Buieasal paulejuiew
aoUBUUIBI speol Speol | gog TY
speol speol speo. ajoyiod sapnjoul SpEo.
panoiddy jedidiunw |edioiunw
[edoiunw |edounw [edioiunw 1O W SZ'L 10 W S oUBUBJURI [edipiunw
JOWMGZ'L | JOWMGSZ'L | JOWMSZ'L 10 N
9202 Ge0e
9chz sunp yosey | Jequaoaq 5¢0¢ s
pua Aq i dg piislg Jaquiaydag | 9zoz aunr pus idM
uoi93)|09 UOROBII0D uoRoRAjo pua Aq uonoajjoo
a)sem : - ,Emm_s Aqg uonoajoo a)sem 2)sEeM uonoa||09
vodai Bulig | pijos oiseq e i - 9)SEM pljos o1seq xadQ vesselL 10 UoORO8)|02 3)SeM
0} §S@00B ﬁ_.w_ DR _un,“ mmmoom pIloS 2I1SEq 0) | O} $S800E YIMm Apaap | plos oiseq o)
yim s ! WM s } s SS8008 YjIm sSpjoyasnoH SS302E YIM
! : sployasno
" | P | oy | O | v i
¥2a8L ¥Zs8L
§e0e
9202 9z0z | JequadeQ 5202 s
sunr pua | yosep pue pua laquisydag €'I1dM
Aq Aiddns Aq Aiddns Aq Aiddns pua 9z0oz aunp }lomjau
Aouos|g Aoumos|3 Aouog|3 Aq Ailddns | pus Aq Aiddns ledioiunpyy ayy Aiddns
oiseq olseq oIseq Ayouyos)3 Ayouyoal3 0} P3}o8UL0D Ayouyos|3




93ed|e61

9Z02Z/ST0Z LNIWITUOV IDNVWAUOLUId
9Z0z 2ung Wpog @geprrreeeeee ey Ieubis 1pAojdwg

SZ0Z AInf 3510 (9jeq

- .N:u.:..um:a_w a9hkojdw3z

9Z0g sunr
0 Aq ‘al
njonJselul
19)eMWI0)S
pajeioosse m::mq.mmm Aq
Buipnpou '(
: : ‘ainjonseyul Alsanoaye
BUBASLYD) Jajemuulols Jjouny a
€ pajeloosse 19)BMLLIOIS L1
13]EMULIO)S pue uoIsuaixg i P
peoJ siafe| aseq p PnioLl (euensuyn)
'(euensuyg) puE SuoHIpPUod
-qQns pue pagpeos | J00SyNBD) €13
€ uoIsuax3y peos arosdwi
O} PajanJjsuoo wy ui (|e10 pJoos)yN|a9
g'L 40 91E0URID pauued aJIs uo su aJls uo su a)suo s pioosyn|ag ul ov6 peo) 0} (euensuyn) ul
tisiude ; A ononJIsuoD | ononaisuod | uononisuod | (lejol pauueld | gzg ey paned € uoIsSuax3 202.5:8
d A 2yl J0 %0t ploosynjs ul P
J0 %01 0} Jalemuols
0} Juajeainba) alnjonJiseyul
syodas ssaiboid | juaeainba) Mt N O e — pue
Jayeny) y speol uho mwm;m_u : plie paned speol
leusajul leulayul
aseg-qns speols pased jo
jo i) ue BOJ UOI}oNJISUo 30 S
aseq pue pagp onijsuod
10} pajanljsuod
-gns pue oy
pagpeo.
Jojp
8JonIsuoD
wy g’
9202
aunr ot Aq
(joywaog)
OL pueg
uoisualxy 920¢ aunr o¢ "S}sl pooy)
up Aq (joywsaolg) aonpaJ pue s
81on.1suod 0l pue Aigisseooe 9L’ldM
al G uoISuaxg anolduwn
njonJsesyul ul pajonJsuod 0} joywsaoig (joywao|g)
J3)eMULIO)S | JB)EMWIO)S ainjonJisesul jooLpue | QLesIX3 W
pue peoi pased BuiA 19]EMLLIO)S G uoIsua3 ul pajonsuod




a8e4d|ot

920TZ/SZ0Z LINIWITYOV IDONVYWAO0I¥3d

&

9Z0T 2uUNn[ Yog :agep e injeubis ahojdwy  §Z0Z AN ISTO @Ry .\.......EBm:n_m CELLIGITE |
" Aq adoos
0} dn (joywaoig) : [l\ panoidde
Buojawnyog ui oEle ay
; ; aunr pua Aq 51
lley esodind-pinw 10 %08 .
SHIOM |Bulaul 61°1dM
ay} pnJsuo)d pue ‘Bulyoos o) dn () - (joywaoig)
UonINASUOS ‘aInjoni)s 2lIs U0 s ajsuos a)is uo su oywaoig) €9% | asodindynw 0} Guojsuiniog Buojawnyog
10} ajeoyiuad Buo ui |jey asodind
Buipnjour | uononysuo) | uonONUSUCY | ORINISUOYD 9¢6 7Y jo Ul PajoNJJsuoo
uawied ; [awnyog -pnw e jo
paje|dwoo uoloNsSuU0D e
3Jom Jo adoas 1IN uonanAisuey asodind-ninpy
yodai ssaiboid asodind ' 9oueuIan0b
panoidde Jo JaquinpN
Japenb b sl -pnww ayy poob
° JonIsuoy aInsua 0}
uf pif 4 ) Rl
1061B ) uoniuyaq S0UBWLIONE aAnoalqo
30d Joble) Apapend [enuuy |  yabpng aujjaseg Jojealpu Aoy dal
NOILYdIOILEYd O179MNd ANV FONVYNEINOD OO0 ‘G VIHVY FJONVINHOFYTd ATM ¢ 8lqel
‘Aijioey pods 9202 sl
JO uoionAsuod | aunr g Ag 8L'IdM
Joy ajeoyueo | Bueuempn 920z aunf 0E L5¢ Ajioey BusuEmn
9IS uo su a)Is uo su ajsuos Aq Bueuemjin ul Ayjioey
uosidwon up CEEZY | vodsejou Bueuempn ul
0NoNJISU0Y | ONONJISUOD | UONONSUOD | Ul PajonJsuod Mods e jo :
2)onJjsuod St ononsuo) S pajonJisuoco
syodal ssaiboid Aunoe4 URRI IS L : 9 Aupoe4 podg
Aapenp Hog | jo JaqunN




aded| 1z
9Z02Z/SZ0Z LNIWITUOY IDONVIWHOLAAd

9z0z 2ung Yiog "BmB:::E jeubis-Jahojdwy  SZOT AINC ISTO 19jRQrriistiesrsdeees .\:.a._.nmcm_m EETGILITE |
TS ol
= -
/
/
9¢0¢
aunr og
Ag ‘aumy
anJisequl
iE]
JEMLUIO)S
9202 p
aunr og Aq
; 9lelo0sse
aInjonJselul Buipnioul Aaanoaye
191EMULIOIS e jouns sl
JOIEMUWIOIS puB pajeloosse uensuy) 1ajemwiols 211N
Buipnjout abeuew
——_ ‘(euensuyn) eu UE SUOl}Ipuod
-gns pue pagpeol AsUuO oIsua)x3 P P (euensuyn)
€ uoisuaixg peos aroidwi
404 PRRASUOD Y ploosyn|an ul B)s U0 s ajsuo s 8IS Uo su R or6 o} (euensuyn) €3
BiLJeRiEiilgo (jey0) pauue d | uononnsuo uononasuoy | ononssuoy | COSANRO RO pRtEd UOISUBIX FUDOR0
awAeg |ejo} p | onJjsuo) nonnsuo) | ondNJIsSU0D ui (leyoy | 679 €Y € uoisuax3y Ul PIONISUOD
U0 %0p pauuerd RIOSENNERI 13)eMULIO)S
0} Jugjeainba) ainjonJyisenul
SjibdelSsautoxd SPEO! [BUIB)UI aujo 13jemuwlols pue
sapenp p | SPEC! IBMEI %0k 0} Ju 1BMUIOI | paned speos
0 2168 gleainba) pue BUJAIIJO S
aseq-qns _ ooy speol paned jo _ 140 SN
pue pagpeol mcwm i uoljaNIISuU0D)
Joj pajanljsuod | il
wy gL jo siafe|
aseq
-gns pue
pagpeol
1oy pa
1oNJISuU0D
uwy gL
-adoos pasoidde ‘9202
8u} JO %08 aunr og




a8ed|zz

9Z0Z/SZ0T LNIWIFUDVY JIDONVIWAIOIU3d
SZT0Z AInC 3510 tajeq s

7

=-a1meubis aaiojdw3a

/rljm ued jus jesBaul ueid ju
q paplwgns | wdojaasp s Aje awdojanap
920¢ aunr pus ueld ju uediu | pajesbajul dioiunw pajesBajul
Aq payiwgns | awdojsasp awdojaaap s.f) ay) sk
ued pajesBajul pajeibajur | nedounw | jo swia) Jedpunw
Juawdojaaap s, s, ay) ul Jeak ay}
pajeiBayul Ayjedioiunw Ayjedipiunw JO swla) |eloueuly JLENIE)
s Ajediounw | ayyjo sws} | sy jo swia) ul Jeak Je ul Jeak
ay ut Jeak U Jeak [eIouBUY inoiyed [el1oUBUY
JO swua) ul [e1DuUBUY [e1oueUy Jejnoiped B IO} P Jenaiyed
1eak [ejoueuy Jenoiyed JejnoiJed e 10} aynuapi B 10}
lejnoed e e 10} e 10} paynuapl sjoaloid payipuapi
loj paynuap| paynuap| paynuapl sjoalosd [endeo sjoafoud
sjoafoud sjoaloud sjoafoud leydes uo |endeo
|enden [endeo |leudes uo Juads juads uo juads
uo juads uo juads uo juads Ajjenjoe Alienjoe Ajjenjoe
Ajlenyoe Ajlenjoe Ajjenoe 1abpnq 19bpnq 19b6png
suodal 196pnq 186png 196png [eudeo |endes ainypuadxa [endeo s A
aJnypuadxa [endeo [endes s, [endes s, s.A s.Aue [endea 43N pue yedpunw
[endeo | sAyediownw | Ayedounw Ayedipunw | edipiunw dioiunw 000 | aunppuadxgy | 9IW vo Buipuads e Jo
d3NI PUe 9| 10 %SZ 0 %52 10 %S¢ J0 %SZ | Jo %001 chr Or Y | p20e/ec0e lenjoe uo Loday abejuaniad
‘9202
‘adoos pasoidde aunr og
8yl Jo %08 ‘9202 Aq edoos
0} dn (joywao|g) aunp pus £q panoisdde s
Buojswnyog ui | syiom _mEmE_ ay} (joywaog) 6L 1dM
Iley asodind-pinw pue ‘6ulyoos 10 %408 ey
; 0} Buojawnyiog
au) jonJjsuon ainpns ajsuos a)suo s a)is uo su oy dn (3 €9% | asodindnnw i fieti&sadind Buojawnyog
uonoNJSUD Buipnjour | uonongsuo) | uononsuon | onPNIsuo) | oywsaolg) 9¢6 7Y jol| I :_ nwelo | U P3PNISUCO
10j |1eoyis0 ‘pa)e|dwod Buo uonINIsSU0) il ) leH
uononIsuoD
Juswied | iom jo adoos jawnyiog asoding-nin\
paaoidde ul |ley Jo Jaquinp
Hodal ssalboud 10 %08 asodind
Japenb ¢ -Rinw ayy
jonsuo)
"Anioey yods mew s
X s aroumiag | 9202 3unr 08 0¢ Aq 6 fuoey | BuEUEMIN 8Ll
vonsduod | |t | onomasuos | orammeues | onmnousy | U | e bor | wodseio| MM Gy
b‘ 1984 HO! IR0 . Honasaeo 1on; Su0o et HORINASUOD _._o;oEHmcoho Ul PIONASLOD
suodal ssalboud Il9ed Hos | bﬂ__omn_ : Aioe4 podg
AJspenp yods | Jo JaquinN
\h !




aded| g

970Z/ST0T LINFWIFYOV IDNVYIWAO4H3d

-
Gz0Z AINC 3STE o3ep o aumyeubis saAojdwiy  SzZOZ AINC ISTE :93jeg g seganjeubis aakojdwg
—
S20TZ/L0/T€ a3ea
[R] ----.l.Wl&l-hI:“mcm_m
auesiasa Aaiyar ouedo) I
:1abeuey jedpiunp-bunoy
920¢
aunp
pua Ag p
aplwgns
Seog 48 ueld
qualdeg uaw IS
Gzoc pus Aq | dojaasp Ov’IdA
9z02 Jlaquiedeq | paspiwgns pa
yoJep pus pus ued jua yeubaju ued
Aq paniwgns | Ag papiwgns | wdojaasp s, Ane awdoaaap
9z0¢ aunf pua uejd ueidiu | pajesbajul diounw pajelbajul
Ag papiwgns | awdojaasp awdojansp s.A) ay) s A
ued pajelbajul pajelbajul | yedownw | Jo swia) yedoiunw
wawdoaaap S, s, ayl ur Jeak auy)
pajeiboyul | Ayjediownw | Ayedounw joswia) | |eoueuly 10 swia)
s Ajediounw | sy} jo swia) | By} Jo swis) U Jeak e U Jeak
ay} ur Jeak ul Jeak [BlouBUl (nonued |eroueuly
10 swiB} Ul |elouBUl [BIOUBUY Jenoped e 10j p Jejnoiyed
) i



PART C

PERSONAL DEVELOPMENT PLAN (PDP)

Entered into by and between

Mr, Serame Moses Lesie

In his capacity as the Act/ng-D/rector
lechnical Services

And

Mr. Kopano Jeffrey Leseisane

In his capacity as Acting-Municipal
Manager

Employee Signature......%:&....nte: 31stJuly 2025 Employer Signature \...........<...... date

date: 31st July 2025
PERFORMANCE AGREEMENT 2025/2026
24' P 3 g B



