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UGU District Municipality

PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN

UGU District Municipality herein represented by DR EMS Ntombela in his capacity as
Acting Municipal Manager (hereinafter referred to as the Employer)

And Mr K Audan
Chief Financial Officer of the UGU District 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 Systems Act’). The Employer and the
Employec 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.

2. PURPOSE OF THIS AGREEMENT

21

2.2

2.3

2.4

25

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;

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 in 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

andfor to assess whether the Employee has met the performance
expectations applicable to hisfher job;
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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 fo a performance-orientated
relationship with the Employee in attaining equitable and improved
service delivery.

3. DELIVERY

3.1

3.2

3.3

3.4

3.5

This Agreement will commence on the 01 July 2022 and will remain in
force until 30 June 2023 where after 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 successlve 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 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

4.1

4.2
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The Perfarmance Plan (Annexure A) sets out —

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

412 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 shail
include key objectives; key performance indicators; target dates and
weightings.



4.3

4.4

5.1

52

5.3

5.4

5.5

5.6
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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 fo 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.

PERFORMANCE MANAGEMENT SYSTEM

The Employee agrees to participate in the performance management
system that the Employer adopts or infroduces 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.

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.

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.

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

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

5.5.3 KPA's covering the main areas of work will account for 80% and

CFS'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,
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and will constitute 80% of the overall assessment result as per the
weightings agreed to between the Employer and Employee:

No Key Performance Area Weight

1 Municipal Financial Viability and 85
Management

2 Municipal Institutional Development )
and Transformation

3 Local Economic Development -

4 Basic service delivery -

5 Good Governance and Public )
Participation

6 Cross-cutting Interventions 15

Total 100%

B0 The CFS'S will make up the other 20% of the Employee’s assessment
score. CFS’S that arc decmed to be most critical for the Employee’s
specific job are reflected in the list below as agreed to between the
Employer and Employee:

CCR No | Competency Framework Structure Weight

Leadership and core Competencies

1 Strategic Direction and leadership 10
2 People management 5
3 Programme and Project Management 10
4 Financial Management 15
5 Change Leadership 5
6 Government leadership 10
7 Moral competence )
8 Planning and organising 10
9 Analysis And innovation 5
10 Knowledge and information management 5
11 Communication 10
12 Results and quality focus 10

Total (Cannot exceed 100%) 100%

6. PERFORMANCE ASSESSMENTS

6.1 The Performance Plan (Annexure A) to this Agreement sets out —

6.1.1 The standards and procedures for evaluating the Employee’s

performance; and

6.1.2 The intervals for the evaluation of the Employee’s performance.
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6.4

6.5
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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:

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

6.5.1.1 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.

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

6.5.1.3 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.

6.5.2 Assessment of the CFS'S

7.5.2.1. Each CFS should be assessed according fo
the extent to which the specified standards
have been met.

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

7.5.2.3. The applicable assessment rating caiculator
{refer to paragraph 7.5.1) must then be used to
add the score and calculate a final CFS 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.
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6.6 The assessment of the performance of the Employee will be based on the
following rating scale for KPA's and CFSs:

Level Terminology Description Rating

1712[3]4]| 5

Has a comprehensive understanding of local
government operations, crifical in shaping
strategic direction and change, develops and
applies comprehensive concepts and methods
Develops and applies complex concepts,
methods and understanding. Effectively directs
4 Advanced and leads a group and executes in-depth
analyses

5 Superior

Develops and applies more progressive
concepts, methods and understanding. Plans
and guides the work of others and executes
progressive analyses

Applies basic concepts, methods, and
understanding of focal government operations,
2 Basic but requires supervision and development
intervention

Applies basic concepts, methods, and
understanding of local government operations,
1 Basic but requires supervision and development
intervention

3 Competent

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

6.7.1 Municipal Manager

6.7.2 Chairperson of the Audit Committee in the absence of a
performance audit committee;

6.7.3 Member of the Executive committee or in respect of a plenary type
municipality, another member of council; and

6.7.4 Municipal manager from another Municipality.

7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of each Employee in relation to hisfher performance
agreement shall be reviewed on the following dates with the
understanding reviews in the first and third quarter may be verbal if
performance is satisfactory:
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7.3

7.4

7.5
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First quarter : July — September 2022
Second quarter : October-December 2022
Third quarter : January-March 2023
Fourth quarter : April-June 2023

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

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 consuited 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. In that case, the Employee will be fully consulted before any
such change is made.

8. DEVELOPMENTAL REQUIREMENTS

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 each assessment. In that case, the
Employee will be fully consulted before any such change or plan is made.

9. OBLIGATIONS OF THE EMPLOYER
9.1 The Employer shall-

9.1.1 Create an enabling environment to facilitate effective performance
by the employee;

9.1.2 Provide access to skills development and capacity building
opportunities;

0.1.3 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 assisting him/her to



10.

1.

UGU District Municipality

meet the performance objectives and targets established in terms
of this Agreement.

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 ouicome 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.

MANAGEMENT OF EVALUATION OUTCOMES

11.1

11.2

11.3

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

A performance bonus may be paid to the Employee in recognition of
outstanding performance. Such bonus will be determined in terms of this
agreement,

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 performance; and

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 unfithess or incapacity to carry out his or her duties.

Performance Bonus criteria

The regulations provide that a performance bonus between 5% and 14% of the inclusive
annual remuneration package may be paid to the employee after the end of the financial
year and only after an evaluation of performance and approval of such evaluation by the
Municipal Council, as a reward for excellent performance. In determining the bonus
payment, the regulations specify that the relevant percentage depends on the overall
rating, calculated by using the applicable assessment rating calculator:

Performance Agreement- General Manager Budget and Treasury -9-
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1. A score of 130% - 149% is awarded a performance bonus ranging between 5%-
9%.
2. A score of 150% and above is awarded a performance bonus ranging 10% -
14%.
Bonus system: Regulations
16%
14% s S =
12% — — -
g ~ 10% | -
s 8% —— ——
~ 6% | — —
A 4 e e .
2% 4+——— : .
0% ‘ — —&
0% 20% 40% 60% 80% 100% 120% 140% 160% 180%
Performance score (%o)
[—0— RegulationsJ
12. DISPUTE RESOLUTION
12.1  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 municipal manger, 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; and
Whose decision shall be final and binding to both parties.

12.2  Any dispute about the employees performance evaluation, must be

mediated by-

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

Whose decision shall be final and binding to both parties

Performance Agreement- General Manager Budget and Treasury
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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 fo the public by the
Employer.

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

Thus done and signed at Port SuePsTENE on this the 3] 8T day
Juey of 2022

AS WITNESSES:

RS 35t
Trltgg. done and signed at 10RY HwEpSioNeE on this the day of
Ui 2022

AS WITN

2

1. >
. ACTING MUNICIPAL MANAGER

=
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Annexure B

PERSONAL DEVELOPMENT PLAN (PDP)

Entered into by and between

THE MUNICIPALITY OF UGU
AS REPRESENTED BY THE ACTING MUNICIPAL MANAGER

Dr M NTOMBELA

[THE EMPLOYER]

AND

MR KUSHI AUDAN

[THE EMPLOYEE]

PERIOD: 1 JULY 2022 - 30 JUNE 2023




Personal Development Plan

1.1.1

1.1.3

114

UGU District Municipality is committed to —

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

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

The municipality shall follow an integrated approach fo Human Resource
Management, that is:

(a) Human resource development forms an integral part of human resource
planning and management.
(b) In order for training and development strategy and plans to be successful it shall

be based on sound Human Resource (HR) practices, such as the (strategic) HR
Plan, job descriptions, the result of regular performance appraisals and career
pathing.

(c) To ensure the necessary linkage with performance management, the
Performance Management and Development System provides for the Personal
Development Plans of employees to be included in their annual performance
agreements. Such approach will also ensure the alignment of individual
performance objectives to the municipality’s strategic objectives, and that training
and development needs can be 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 Managers are aftached and these shall 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 prescribed
Workplace Skills Plan, which municipalities are required to compile as a basis
for all training and education activiies in the municipality in a specific
financial year and report on progress made to the Local Government Sector
Education and Training Authority.

The aim of the compilation of Personal Development Plans is to identify, prioritise and
implement training needs.

Compiling the Personal Development Plan attached as Appendix.

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

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

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




(¢}

(d)

(d)

{®)

(9)

(h)

(i)

o} The competency requirements of individual jobs. The
relevant job requirements (job competency profile) as identified in
the job description shall be compared to the current competency
profile of the employee to determine the individual's competency
gaps.

o Specific competency gaps as identified during the probation
period and performance appraisal of the employee.

(i) Individual training needs that are job / career related.

Next, the prioritisation of the training needs shall 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 shall be prioritized for
purposes of accommodating critical / strategic training and development needs
in the HR Plan, Personal Development Plans and the Workplace Skills Plan.

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.

An appropriate intervention shall be identified to address training needs / skills
gaps and the outcome to be achieved but with due regard to cost effectiveness.
These shall be listed in column 3 of Appendix 1, entitied: Suggested training and /
or development activity in line with the National Qualificalions Framework, which
could enable the trainee to obtain recognition towards a qualification for training
undertaken. 1t 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 shall on average receive at least five
days of training per financial year and not unnecessarily be withdrawn from
training interventions.

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 / deveiopment activity shall 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, eiC.

The suggested time frames (column 5 of 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 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 regard to the area of
learning.
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UGU DISTRICT MURICIPALITY SDBIP 2022/2023 FIHANCIAL YEAR

Adopt Draft
100% compliance with al To enswe full Date 202372024 2022/2023 Annuat Approved 202342024 Adopt budget wou“w%umm%mﬁﬁ Adopt Final
HFVM 1 > Somp ) compliance with | MFVM 4 | Preparation of Annual Budget Annual Budgot N/A NIA Annual Budgel by 31 process pian by 31] Council reselution A NiA P Council resolutien | 202312024 Annual | Coungil reschaion NfA N/A All Wards/LMs BT
faws and regulations WMEMA approved Budget May 2023 August 2002 comments and Budaet
pp ¥ g advertise budget 9
1hereafter
Approve
Dale 2022/2023 Approve 202212023 2022/2023 Mid
Mid Year 202372022 Mid Year parformance Year Budgat &
100% compliance with all To ensure full Preparation of Mid- Year Budgel & erformance Adjusted Budgel & assassment by 25 Porformance
HMFVM 2 ° COmp! - compliance wilh | MFVM 4 |  Porformanca Assesemeant and ° Mid Year WA NA 4 NiA NIA NtA NiA Assessment by 25| Couneil resolution NIA NiA NA NIA All Wards/LMs 8TO
laws and regulclions MEMA Adi assessment and January 2023 and
justment Budget " performance " January 2023 and
adjustrment budget! ‘assgssment adjuslment budget by Adjustment
appoved 28 Fobruary 2023 Budgat by 28
February 2023
MEVIE 3 100% complianca with all | TOCWWORA 1 i yeor Reporting on Budget | MUIbe of Data " " A 12 Dates Extracts . DATA STRINGS N DATA STRINGS s DATA STRINGS 3 DATASTRINGS | ¢ g0 oo 00 A Al WarderLis &0
taws and regufations msv.g.» Implementalion submitted SUBMISSION SUBMISSION SUBMISSICN SUBMISSION ;
Date Annwsal . N Review and submit
. Annual Financial
" 3 Ta ensure full Freparation of Annual Financial Financial AFS 2021/2022 1o
9
MEVH 4 amwu Mﬁﬁ:ﬂﬁﬂ% compliance with | MFVM 4 | Statoments for submissiorto AG | Statomonts M-Aug-21 31-Aug-22 Nona Ncmmﬁwm.u__w““w od Audit Committen & bﬂ“ﬂ__ﬂﬁhﬂm NiA Wi WA NIA NIA NA R 1500 000.00 NIA ANl Wards/LMs BTO
°d MFMA by 31 August 2022 submitted fo by 31 August 2022 Auditor General by P
Auditor Goneral ¥ 31 Aug 31 August 2022
i . Review and submit
Preparation of Consalidated | D218 Consolidated Cansatidated Annuad AFS 202112022 Lo
MFYM 5 100% compliancavith o | TOSNE A || At FnaneialStataments for N oments | 30-sep21 I-Sep22 Nene et Audit Committep 8 Acknowdedgement Nin A NiA NiR NA A R 500 000.00 N All Wards/| Ms BTO
iaws and regulations ﬂ_ut.» submission 1¢ AG by 30 submitted to The P s submitted by 30 Auditor General by ] of Receipt from AG
September 2022 Auditor Ganertal Saptember 2022 0 mmm_mwacm—




UGU DISTRICT MUNICIPALITY SDBIP 202212023 FINANCIAL YEAR

; Submit 2021/2022
100% comphance with all Ta ensure full Addressing BTO refated AG audit Date of wcmm‘wgﬂ M:n; w._.mO:wu:m_“-MMw%Mnm‘wo: BTO Corredlive | Acknowledgmen! of
MFVM © *° P iy compliance wilh | MFVM 4 |  queries through formulation of po 28-Feb-23 Nene y WA WA NIA NIA aclion planto | receipt from Intemal N/A NIA hIA 15 Al WardsiLMs BTC
! ug p
aws and regulatians . Submission Comective aclion plan to Intemal Audit ! ‘
MFMA comective aclion plan (BTC) lan by 28 February 2023 Intermal Audit by Audil f
P! & 28 February 2023 i
MEVES 7 100% compliance wilh all .“.M.ammmnﬂm ﬁmﬂ_s MFVM 4 Recording all transactions Mumber of cash 12 12 Non 12 Updated cash 5 Cash baoks 3 Cash boak: 3 Cash book a Cash book NIA A Al WardsiLMs aTo
taws and regulations. A i accurately and complelaty books one books A5 boa ash boaks A3 De0ks ash baoks
: To ensure full " Numbar of
100% compliance with afl " " Rocording all transactions 12 Updaled General Updated Genaral Updated Goneral Updated Goneral Updaled General "
MFVH 8 fows and regulalions Saﬂw“...n.” witn | MFVM 4 accurately and complately cvam“.umwmmw:m-m_ 2 12 Nong Ledger 3 Ledger 3 Ledger 3 Lodger 2 Ledger NiA NiA Al Wards/Lbts 870
. - Te ensure Mull " ;
100% compliance with all " p Recarding alk ransactions MNumber of Bank 12 Bank y . Bank
HFVM & faws nd reguiations SEﬂ__wFo.m with | MFVM 4 y and v reconciliati 12 12 Nona roconciiations 3 Bank reconciliations 3 3 Bank reconciliations 3 reconciiations NIA NiA All WardsiLMs BTO
: To ensure full . ! Number of -
100% compliance with af N : Recording all transactions " 12 Creditors Creditors
MFVM 10 i compliance with | MFVA 4 Creditors 12 12 None : 3 3 ) 3 3 " NIA NiA Al WardsiLMs BTC
laws and regulatiens MEMA accuralaty and completaly Recanciliations reconciliations reconciliations reconciliations reconcilialions
, . To ensure full . . HNumber of
100% complianca with all " Recording all transactiens 12 Deblors Dobtors Dablors Debtors BT
MFVM 31 laws and regulations oo_du_“__mn.._u” Wil | MEVM 4 Ty and comp y R meﬂoﬁ 2 2 Nang recanciliations 3 3 reconciliations 8 reconciliations 3 reconciliations RAA & All WardsiLs @
. To ensure full " " Number of VAT . . . . :
100% compliance with all " : Recording all transactiens Submission of 12 VAT Submit 3 VAT VAT Retums and Submit 3 VAT VAT Retums and Submit 3 VAT VAT Retums and Submit 3VAT | VAT Relums and T
HFVH 12 laws and reguiations compliance with | MFVM 4 accurately and campistal o E.Eam 12 iz None 20% relums o SARS relums SARS statement ratums SARS statemenl retums SARS staternent retums SARS slatement R A Al WardsiLM3 81O
MFMA 4 submitted
To ensure fult w_.r‘s}.,ww:-%q zww”_wmm 4 reparts on Reparts on Reports cn Reperls on >nmﬂﬂon“mao~_ui
100% compliance wilh alt " tmplementalien of Supply Chain A - Adjudication of Adjudtcation of Adjudlcation of Adjudication of - e
MFVM 13 laws and regulations Saﬂnwﬁﬁh with | MFYM 4 Management Policy nm_nwmuﬂ Mﬂwﬁ: s 4 4 Hone Projects wilkin 90 1 Projocts within 90 1 Projects within 50 1 Projecls within 80 1 ﬁnﬂuﬁm_,dﬂ:_a 80 NI, A Al WardsLMs EBTO
¥ dale "9 days of closing date days cf closing dale days of closing dale days of clesing date ¥s Mm_Mou_:m
" " To ensure full . . Date of adoption Adopled Adopled Adopl Reviewad SCM Adopt SCM Policy | Councit Resolulion
o
MFVM 14 100 compuance v &l | compliance vith | MFVM 4 1 *MPlerienelion of Supbly CRein |y gy SGM| 202172022 SCM | 202112022 SCM Nore Policy by 30 Juno A NiA A Nis NiA NIA by the 30 Jurs | for budgel relaled WA NIA All Wards/LMs BTO
s arl regulalion: MFMA 9 el Palicy Policy Policy 2022 2023 policies
4 Quarerly 4 Quarterly
Zﬁﬂ_ﬂroﬁ Registers of Reyisters of Guared
To ansure full DM.Sm:o:m 2 Devlations & Deviations & 4 Quarterly Daviations| Quartery Daviations. Quarterly Deviations Quanterly Daviations] Uw&m___“_m._mm.w ﬁ_mi
100% compliance wilh all N irmplamantation of Supply Chain HIFW expenditure| UIFW expenditure & LIFW expenditura & UiFW expenditure| & UIFW exponditure & UFW expenditure . "
MFVM 15 faws and regulations SEﬂmﬁ_nM with | MFVM 4 Managoment Policy C,msh uﬂMM__...mEEE {Unauthorised, {Unauthorised, Nong registers submitled to 1 register & email to 1 register & email to i register & omail to ! wﬂanmm.a_”c-m._ to NiA NiA All WardsiLMs BTO
egs Irregular, Fruilless | fregular,Fruitiess COGTA COGTA COGTA COGTA feaisty = oAl
submitted lo & Wastefull & Wastef COGTA
COGTA asteful asteful
expenditure) expenditura)
N y Ta ensure full Date of approvat Approved Approve
100% compliance with alf " y Daveolopmant ef Anauat 2021i2022 202312024
MFVM 16 ) compliance with | MFVM 4 of Pracurement None Frocutament Plan by NIA NiA NA NiA Nfa Procurement Plan { Procurament Plan NIA NA All WardsiLMs BTO
{aws and reguialions MEMA Precurement Plan Plan Procurement Plan | Procuremont Plan 20 June 2023 by 30 June 2023
To aptinise Parcentago of 100% payment of 100% paymaent of 160% payment of 100% payment of 100% payment of
Credilers paid within " Payment of Credifors within 30 - . " " o creditars within 30 creditors wilhin 30 Creditors Age service providers Creditors Age credilers within 30 Creditors Age ereditors within 30| Creditors Age
MFVEE 47 30days expenditure MFVI 2 days n.:wn:ca paid 25.77% 100% Ta23% days en raciapt of days on reciept of Analysis widthin 30 days on Analysis days on raciept of Analysis days on reciept of Analysis Nia WA All Wards/LMs BTO
management ¥ within 30 days i P! s ¥ 0 y.
9 invoice inveice recaipt of invoice invoice invoica
" - To optimise . Paytmont of monthly
Creditors paid wilhin 30 9 Payment of monlhly salaries on Dale by which 20th of each 2Cth of oach . Monthly Salary 201h of each Monihly Salary 20th of each Monthly Salary Monthly Salary W BTOo
MEVEL 18 days expendilure MFVH 2 time salaries are paid month manth Hone salarios by tha 20th of 20thof aach monih Paymant Repert month Payment Report manth Payment Report 20t of each monih Paymeni Roport NA HNIA Al Wards/Lbs
managemant each month
. Date by which
y N To optimise y Payment of monthly : : Manthly
MFVIA 19 n-mn_;u_mm.ﬂ.a within 30 expanditure MFYM 2 Payment of monthly third party “:_qwn_mm”a,:v.a Tth of each monthi 7ih of each month None third parties by the 7th Tth of aach month ,_._Ww:“w.mwmﬁ”ﬁ_ﬂ:w 7ih of each month zwm_qﬁ_aw%m“ﬂ_ﬂ:m 7th of gach monlh z_mar:. me:omw:w 7lh of ezch monlh Deductions NrA NA All WardsiLMs BTO
ays managoment pay ® ol sach month ¥ poA ¥ Po ayment Repo: Paymeni Report
9 made y pol
““_m:am.q of faparts 12 reporis on 12 reporis on
Accurate To improve implamentation of implementation of Debt coltection Debt callection Debt callection Debt collection
MFVH 20 revanue collection MFVM 5 Managoment of c*.u nd “wcmmﬁwhwa ng systam and 2 Hone g syslem and 3 dashbeard report 2 dashbeard reporl 3 dashboard report 3 daghboard repert NiA Ni& Al WardsiLMs BTO
‘collaction ravaune collaction reveuna coilection
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UGU DISTRICT MUNICIPALITY SDEIP 20222023 FINANCIAL YEAR

MEVM 21 GRAP compliant asset To oplimise Assot Compilation of a GRAP compliant Number of 12 Updated Assst Updated Assets | Updated Assets ! Updated Assats Updated Assets

registor Management 1 Registor CUMM%M.W_%» m Regislars per annum Register and Asset Register and Asset Register and Asset Register and Asset

H
Verification Plan | Vetification Plan m Varification Plan Verificalion Plan
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