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Performance agreement made and entered into by and between

The Umsobomvu Municipality and represented by A Mpela , the Municipal Manager
(herein and after referred as Employer)

and

Birtus Jacobus Kapp, the Director: Corporate Services (herein and after referred as
Employee) for the period 1 July 2014 to 30 June 2015

Where as

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
Employee are hereinafter referred as "the Parties”;

Section 57(1)}b) of the Systems Act, read with the Contract of
Employment concluded between the parties, requires the Parties to
conclude an annual performance agreement;

The Parties wish to ensure that they are clear about the goals to be
achieved, and secure the commitment of the Employee to a set of
outcomes that will promote local government goals; and

. The Parties wish to ensure that there is compliance with Sections 57(4B)

and 57(5) of the Systems Act.

1. INTERPRETATION

1.1

In this Agreement the followings terms will have the meaning ascribed
thereto:

1.1.1 “this Agreement’ — means the performance agreement between
the Employer and the employee and the Annexures thereto;

1.1.2 “the Executive Authority” — means the Mayoral Committee of the
Municipality constituted in terms  of Section 55 of the Local
Government:  Municipal Structures Act 117 of 1998 (‘the
Structures Act”) as represented by its chairperson, the Executive
Mayor,

1.1.3 ‘the Employee” means the Director appointed in terms of Section
82 of the Structures Act;

1.1.4  “the Employer” means Umsobomvu Municipality; and

1.1.5 ‘the Parties” means the Employer and Employee.
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PURPOSE OF THIS AGREEMENT

2.1

2.2

2.3

2.4

2.5

2.6

2.7

To comply with the provisions of Section 57(1)(b),(4B) and (5) of the
Systems Act as well as the Contract of Employment entered into between
the Parties;

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

To specify accountabilities as set out in the Performance Plan (Annexure
A);

To monitor and measure performance against set targeted outpuis and
outcomes;,

To establish a transparent and accountable working relationship;

To appropriately reward the employee in accordance with section 11 of
this agreement; and

To give effect to the Employer’s commitment to a performance-orientated
relationship with the Employee in attaining improved service delivery.

COMMENCEMENT AND DURATION

3.1

3.2

3.3

34

3.5

This Agreement will commence on 01 July 2014 and will remain in force
until 30 June 2015 where-after a new Performance Agreement shall be
concluded between the parties for the next financial year or any portion
thereof;

The Parties will conclude a new Performance Agreement that replaces
this Agreement at least once a year by not later than 31% of July of the
succeeding financial year,;

This 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; and

Any significant amendments or deviations must take cognizance of the
requirements of sections 34 and 42 of the Municipal Systems Act and
Reguiation 4(5) of the Regulations.
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4.

PERFORMANCE OBJECTIVES

4.1

4.2

4.3

4.4

The Performance Plan (Annexure A) sets out —

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

4.1.2 The timeframes within which those performance objectives and
targets must be met; and

4.1.3 The competencies (Annexure B -~ definitions in terms of
Regulation 21 of 17 January 2014) required to operate effectively
as senior managers in the local government environment.

The performance objectives and targets reflected in Annexure A are set
by the Employer in consultation with the Employee and based on the
Integrated Development Plan, Service Delivery and Budget
Implementation Plan (SDBIP) and the Budget of the Employer, and shall
include:

4.2.1 Key objectives that describe the main tasks that need to be done;

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

4.2.3 Target dates that describe the timeframe in which the targets must
be achieved; and

4.24 Weightings showing the relative importance of the key objectives
to each other.

The Personal Development Plan (Annexure C) sets out the Employee’s
personal development requirements in line with the objectives and targets
of the Employer; and '

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.

PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

The Employee agrees to participate in the performance management
system that the Employer adopted for the employees of the Employer;

The Employee accepts that the purpose of the performance management
system will be to provide a comprehensive system with specific
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5.3

54

55

56

57

performance standards to assist the employees and service providers to
perform to the standards required;

The Employer must consult the Employee about the specific performance
standards and targets that will be included in the performance
management system applicable to the Employee;

The Employee undertakes to actively focus on the promotion and
implementation of the key performance indicators (including specia!
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, Operational Performance and
Competencies both of which shall be contained in the Performance
Agreement;

The Employee’s assessment will be based on his performance in terms of
the outputs/outcomes (performance indicators) identified as per attached
Performance Plan, which are linked to the KPAs, and will constitute 80%
of the overall assessment result as per the weightings agreed to between
the Employer and Employee:

& Service Delivery and
frastructions

= pMunicipal Transtynmation
andd Institutional
Develapiment

= Lacal Economig Develepment

“ Municipal Finandal Viabilin:
and Management,

& Good Governance, Public
Partieipation Accountability
and Transparency

The Competencies will make up the other 20% of the Employee's
assessment score. The Competencies are spilt into two groups, leading
competencies (indicated in blue on the graph below) that drive strategic
intent and direction and core competencies (indicated in green on the
graph below), which drive the execution of the leading competencies.
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H Strategic direction and feadership
# People management

i Program and preject management
H Financial management

# Change leadership

i Governance leaderslp

# Moral competence

# Planning and arganising

id Analysls and Innovaticn

L Knowledge and infarmation
management

I Communication

o 44 Results and quality focus
20 %

PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

8.5

6.6

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.

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 Employers Integrated
Development Plan (IDP) as described in 6.6 — 6.13 below;

The Employee will submit quarterly performance reports (SDBIP) and a
comprehensive annual performance report at least one week prior to the
performance assessment meetings to the Evaluation Panel Chairperson
for distribution to the panel members for preparation purposes;

Assessment of the achievement of results as outlined in the performance
plan:
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6.7

6.8

6.9

6.6.1

6.6.2

6.6.3

6.6.4

6.6.5

Each KPI or group of KPIs shall be assessed according to the
extent to which the specified standards or performance targets
have been met and with due regard to ad-hoc tasks that had to be
performed under the KPI;

A rating on the five-point scale described in 6.9 below shall be
provided for each KPI or group of KPIs which will then be
multiplied by the weighting to calculate the final score;

The Employee will submit his self-evaluation to the Employer prior
to the format assessment;

In the instance where the employee could not perform due to
reasons outside the control of the employer and employee, the
KP! will not be considered during the evaluation. The employee
should provide sufficient evidence in such instances; and

An overall score will be calculated based on the total of the
individual scores calculated above.

Assessment of the Competencies:

6.71

6.7.2

6.7.3

Each Competency will be assessed in terms of the descriptions
provided (Annexure B) on a 360 degree basis during the mid-year
and year-end reviews and will inform the final score awarded by
the evaluation commitiee. 360 degree means that the employee's
peers and managers reporting to him will assess his/her
Competencies;

A rating on the five-point scale described in 6.10 below shall be
provided for each Competency which will then be multiplied by the
weighting to calculate the final score; and

An overall score will be calculated based on the total of the
individual scores calculated above.

Overall rating

6.8.1

6.8.2

An overall rating is calculated by adding the overall scores as
cailculated in 6.6.5 and 6.7.3 above: and '

Such overall rating represents the outcome of the performance
appraisal.

The assessment of the performance of the Employee will be based on the
following rating scale for KPis:
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Qutstanding
performance

Bt Fuily Hriasneg
effartine performiaree

& far exceeds the standard expected of an employee
at this level The appraisal indicates that the Employee has
achieved above fully effective results against all performance
criteria and indicators as specified in the PA and Performance
plan and maintained this in all areas of responsibility throughout
the year.

Performance
significantly above
expectations

Performance is significantly higher than the standard expected in
the job. The appraisal indicates that the Employee has achieved
above fully effective results against more than half of the
performance criteria and indicators and fully achieved all others
throughout the vear.

Fully effective

Performance fully meets the standards expected in all areas of
the job. The appraisal indicates that the Employee has fully
achieved effective resulis 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 resuits against more than half the
key performance criteria and indicators as specified in the PA
and Performance Plan. '

Unacceptable
performance

Performance does not meet the standard expected for the job.
The review/assessment indicates that they employee has
achieved below fully effective results against aimost all of the
performance criteria and indicators as specified in the PA and
Performance Plan. The employee has failed fo demonstrate the
commitment or ability to bring performance up to the ievel
expected in the job despite management efforis to encourage
improvement.

6.10  The assessment of the competencies will be based on the following rating

scale:
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6.11

6.12

Poor Basic Compeient Advanced Superior

Do not apply the basic concepts and methoeds to proof a basic
Poor understanding of local govemment operations and requires
extensive supervision and development interventions.

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

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

Develops and applies complex concepts, methods and
Advanced understanding. Effectively directs and leads a group and
executes in-depth analysis.

Has a comprehensive understanding of local government
operations, critical in strategic shaping strategic direction and
change, develops and applies comprehensive concepts and
methods.

Superior

For purposes of evaluating the performance of the Employee for the mid-
year and year-end reviews, an evaluation panel constituted of the
following persons will be established —

6.11.1 Municipal Manager;

6.11.2 Municipal Manager from another municipality;

6.11.3 Chairperson of the Performance Audit Committee or in his/her
absence thereof, the Chairperson of the Audit Committee: and

6.11.4 The Member of the Mayoral Committee (Portfolio Chairperson).

The Municipal Manager will evaluate the performance of the Employee as
at the end of the 1*' and 3™ quarters; and




Performance Agreement  2014/15

6.13 The Municipal Manager will give performance feedback to the Employee

within five (5) working days after each quarterly and annual assessment
meetings.

7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2

7.3

7.4

7.5

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

1 July - September COctober 2014 (infc}ral)
2 Ociober - December February 2015

3 January - March Agaril 2018 (Informai)
4 April - June September 2015

The Employer shall keep a record of the mid-year and year-end
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 consulted before any such change is made;
and

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

DEVELCPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is
attached as Annexure C. Such Plan may be implemented and/or amended as the
case may be after the each assessment. In that case, the Employee will be fully
consulted before any such change or plan is made.

9.1

OBLIGATIONS OF THE EMPLOYER
The Employer shall-

9.1.1 Create an enabling environment to facilitate effective performance

by the employee;

10
Dir.:7
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10.

1.

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

CONSULTATION

10.1

10.2

The Employer agrees to consuit the Employee timeously where the
exercising of its 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 substantiai financial effect on the Employer.

The Employer agrees to inform the Employee of the outcome of any
decisions taken pursuant to the exercise of powers contemplated in
clause 12.1 as soon as is practicable to enable the Employee to take any
necessary action with delay.

REWARD

111

11.2

11.3

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

The payment of the performance bonus is determined by the performance
score obtained during the 4™ quarter and as informed by the quarterly
performance assessments;

The performance bonus will be awarded based on the following scheme:
Bonus Calculation:
0% of Total package

Performance Rating
0% - 45% Poor performance

11
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11.4

11.5

46% - 55%  Average Performance 5% of Total Package
56% - 65%  Fair Performance 8% of Total Package
66% - 75%  Good Performance 11% of Total Package
76% - 100% Excellent Performance 14% of Total Package

In the event of the Employee terminating his services during the validity
period of this Agreement, the Employee’s performance will be evaluated
for the portion during which he was employed and he will be entitled to a
pro-rata performance bonus based on his evaluated performance for the
period of actual service; and

The Employer will submit the total score of the annual assessment and of

the Employee, to full Council for purposes of recommending the bonus
allocation.

12. MANAGEMENT OF EVALUATION OUTCOMES

12.1

12.2

12.3

12.4

Where the Employer is, any time during the Employee’s employment, not
satisfied with the Employee’s performance with respect to any matter
dealt with in this Agreement, the Employer will give notice to the
Employee to attend a meeting;

The Employee will have the opportunity at the meeting to satisfy the
Employer of the measures being taken to ensure that his performance
becomes satisfactory and any programme, including any dates, for
implementing these measures;

Where there is a dispute or difference as to the performance of the
Employee under this Agreement, the Parties will confer with a view to
resolving the dispute or difference; and

In the case of unacceptable performance, the Employer shall -

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

12.4.2 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.

13. DISPUTE RESOLUTION

13.1

In the event that the Employee is dissatisfied with any decision or action
of the Employer in terms of this Agreement, or where a dispute or
difference arises as to the extent to which the Employee has achieved the
performance objectives and targets established in terms of this

12
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Agreement, the Employee may within 3 (three) business days, meet with
the Employer with a view to resolving the issue. The Employer will record
the outcome of the meeting in writing,;

13.2  If the Parties cannot resclve the issues within 10 (ten) business days, an
independent arbitrator, acceptable to both parties, shall be appointed to
resolve the matter within 30 (thirty) business days;

13.3  In the instance where the matters referred to in 13.2 were not successfully
resolved, the matter shall be referred fo the Executive Mayor to mediate
the issues within 30 (thirty) business days of receipt of a formal dispute
from the Employee.

13.4 The decision of the Executive Mayor shall be final and binding on both
patties; and

13.5 In the event that the mediation process contemplated above fails, the
relevant clause of the Contract of Employment shalt apply.

14. GENERAL

14.1 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; and

14.2 Nothing in this agreement diminishes the obligations, duties or
accountabilities of the Employee in terms of his contract of employment,

g or the effects of existing or new regulations, circulars, policies, directives
5 or other instruments.

4y i
Thus done and signed at (@{(&@’Lﬂ& o onthe X day July of 2014

MUNICIPAL MANAGER

13
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Thus done and signed a@&\s&ﬁ

AS WITNESSES:

on the \g“"&‘m day July of 2014

DIRECTOR
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Annexure B

2014415

Cluster

Leading Compelencies

Competency Name

Strategic Dirgction

angd Leadership

Competency Definition

Provids and direct a vision for the institution, and inspire and deploy others
to defiver on the strategic institutional mandate

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

SUPERIOR

e Lnderstand
institutional and
departmental
strategic
objectives, but
tacks the ability
{o inspire others
to achiave set
mandate
Describe  how
specific  tasks

fink o
institutional
strategies  but
hag limited
influence in
dhrecting
strategy

eHas a basic
understanding of
institutional
performance
management,
but lacks the
ability o
integrate
systems into a
collective whole
Demonstrate a
basic
understanding of
key  decision-
makers

1]

e Give direction t0 a
team in reafising the
institution's  strategic
mandate and set
objectives

Has a positive impact
and influence on the
morale, engagement
and pariicipation of
team memkbers
Develop actions plans
fo execute and guide
strategy
implementation
Assist in  defining
performance
measures to monitor
the progress and
effectiveness of the
institution

Displays an
awareness of
insttutional structures
and political factors

@

o Effectively
communicate barriers
to  execution o
relevant parties

Provide guidance to
all stakehoiders in the
achievement of the
strategic mandate
Understand the aim
and objectives of the
institution and relate i
to own work

e Bvajuate all activiies o
determine  value and

alignment  to  strategic
intent

= Display in-tepth
knowledge ang

undarstanding of strategic
planning

» Align strategy and goals
across all functionat areas

o Actively define
performance measures 10
monitor the progress and
effectiveness of the
institution

» Consistently challenge
strategic plans to ensure
relevance

» Understand  institutional
structures and  polifical
factors, and the
conseguences of actions

» Empower others to follow

strategic  direcion  and
deat with complex
situations

e Guide the  institution
through  complex and
ambiguous soncern

s Use understanding of
power relationships and
dynaenic tensions among
key players to  frame
communications and
develop strategies,
positions and alliances

o Struciure and position
the institution to local
government priorities

« Actively use in-depth
knowledge and
understanding to
develop and implement
a comprehensive
institutional framework

s Hold self accountable
for strategy execution
and resulls

+ Provide impact and

infiuence through
building and
mainfaining  sirategic
relationships

= Create an environment
that facilitates loyalty
and innovation Display
a superior lavel of self-
discipline and integrity
In actions

s Integrate vasious
systems into a
collective  whole to
optimise  instiutional
parformance
managemsnt

e Uses understanding of
competing interests o
manoeuvre
successfully to @
winfwin outcome
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Cluster Leading Competencies
Competency Name People Management

Competency Definition

Effectively manage, inspire and encourage paople, respect diversity,
optimise tatent and build and nurture relationships in order to achieve
institutionai objectives

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED _SUPERK}R
s Participate  in | » Seék opportunities to » identify ineffective team | » Develop and
feam goal- incraase team | and work processes and | incorporate  best
setting and contribution and | recommend remediai | practice  people
probiem responsibility interventions management
solving sRespect and support | e Recognise and reward | processes,
einteract and | the diverse nature of | effective and desired | approaches and
coltaborate others and be aware of | behaviour tools across the
with people of | the benefits of a diverse | e Provide mentoring and institution
diverse approach guidance fo others in | eFustera culture of
backgrounds s Effectively delegate | order to  increase discipling,
» Awvare of | tasks and empower| personaleffectiveness responsibility and
guidelines for | others to  increase | »identify  development accountability
employee confribution and | and leaming needs | s Understand the
development, execule functions | within the team impact of diversity
but  requires optimally » Build a work | in perfarmance
support in | «Apply relevant | environment condutive | and actively
implementing employee  legislation | to sharing, innovation, incorporate a
development fairly and consistently ethical behaviour and | diversity strategy
initiatives sEaciltate team goal-| professionalism in the institution

setting and problem-
solving
= Effectively identify
capacity requirements
to fulfil the sirategic
mandate

sinspire a culture of
performance excellence
by giving positive and
eonstruciive feedback to
the team

s Achieve agresment or
CONSensus in
adversarial
gnvironments

elmad and unite diverse
feams across divisions
to  zchieve - institutional
chjectives

s Develop
comprehensive
integrated
strategies and

approaches to
human capital
development and
marnagement

» Actively  identify
trends and predict
capacity
reguirements  to
fachitate  unified
fransition and
performance
management




Annexure B

2014f15

Clusier

Competency Name

Leading Competencies

Program and Project Management

Competency Definition

Able to understand program and project management methodology,
pian, manage, monitor and evaluate specific activities in order 10

defiver on set objectives

_ ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
Initiate projects Establish broad { = Manage mulliple | « Understand and
after approval from stakeholder programs and conceptualise
higher authorities frvolvernent  and balance priorities the long-term
Understand communicate  the and conflicts implications  of
procedures of project status and atcording to desired project
program and key milestones institutional goals ouicomes
project Define the roles Apply effective risk | e Direct a
management and responsibilities management comprehensive
methadalogy, of the project team shrategies  through strategic magro
implications  and and create clarily impact assesement and FiGTo
stakeholder around and resource analysis and
involvement expectations requirements scope  projects

Understand the
rational of projecis
in relation 1o the
institution's
strategic objectives
Document and
communicate
factors and sk
associated with
own work

se resulis and
approaches of
successful project
implementation as
guide

Find & balance
between project
deadiine and the

guality of
deliverables
identify appropriate
project resources to
facilitate the
effective
compietion of the
deliverables
Comply with
statutory

requirements  and
apply policies in a
consistent manner

Monitor  progress
and use of
resources and
make needed
adiustments (V]
fimelines, steps,
and TESOUrcE
allocation

Modify project scope
and budget when
required without
compromising  the

guality and
chjectives of the
project

involve top-level
authorities and
relevant
stakeholders in

seeking project buy-
in

identify and apply
contemporary
project managemant
methodology
influence and
mctivaie - project
feam o deliver
exceptional results
Monitor policy
implementation  and
apply procedures to
manage risks

accordingly
realise
institutional
obiectives

o Consider and
initiate projects
that focus on
achisvement of
the long-term
objectives

e |nfluence people
in positions of
authority fo
implement
ouicomes of
projects

e lead and direct
translation of
policy nto
workabie
actions plans

e Ensures that
programs  are
monitored o
track  progress
and optimal
Fesource
utilisation, and
that adjustmenis
are made as
needed
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Cluster

Leading Competencies

Competency Name

Financial Management

Able to compile, plan and manage budgets, confroi cash flow,
institute financial risk management and administer procurement

Competency Definition | processes in accordance with yecognised financial practices. Further
to ensure that all financia! transactions are managed In an ethical
mannes .
ACHIEVEMENT LEVELS
BASBIC COMPETENT ADVANCED SUPERIOR
o Understand basic Exhibit knowledge |+ Take active Pevelop planning
financial concepts of general financial ownership of tools to assist in
and methods as concepts, planning, planning, evajuating and
they relate 1o hudgeting, and budgeting, and monitoring future
institutional forecasting and foracast processes expenditure
processes and how they interrelate and provides frends
activities Assess, identify credible answers to Set budget
« Display and manage gueries within own frameworks for
awareness into financial risks responsibility the institution
the various Assume a cost- = Prepare budgets Set strategic
sources of saving approach o that are aligned {0 direction for the
financial data, financial the strategic ingtitution on
reporting management objectives of the expenditure and
mechanisms, Prepare financial institution other financial
financial reports based on a  Acldress complex processes
governance, specified formats hudgeting and Build and nurture
processas and Consider and financial partnesships to
systems understand the management improve financial
» Understand the financiat Concems management and
importance of implications of « Put systems and achieve financial
financial decisions and processes in place savings
accountability suggestions to enhance the Actively identify
s Understand the Ensure that quality and integrity and implernent
importance of delegation and of financial new methods o
asset control instructions as managemant improve asset
required by practices control
National Treasury | * Advise on policies Display
guidalines are and procedures professionalism in
reviewed and regarding asset dealing with
updated comrol financial data and
tdentify and « Promote National ProCesses
impltement proper Treasury's
monitoring and regulatory
avaluation practices framework for
to ensure Financial '
appropriate Managemant
spending against

hudget
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Clusier

Leading Competencies _

 Compeiency Name

Change Leadership

Compeienoy Definition

ABle 1o direct and infiate institutionat transformation on all levels in
order to successfully drive and implement new initiatives and
deliver professional and quality services to the community

- ACHIEVEMENT LEVELS
] BASIC _ COMPETENT ADVANCEDR SURERIOR
Display an - Perform an analysis |» Activaly maonitor Sponsor
awareness of changs of the change impact change impact and change
interventiohs, and | onthe socis, results and convey agents and
the benafits of putitical and progress fo relevant vreate 8
fransformation acanomic stakeholdars network of
initiatives arvirenmend = Secure buy-in and change
Able to idendify basic Maintain calm and sponsorship for leaders who
needs for change fogus during change change inlfiatives support the
identify gaps Able to essist team  |=  Continuously interventions
betwesn the current members during eyaluate change Actively
and desired siate changs and keep strategy and design adept current
identify potential tisk them focused on the and introduce new strymtures
and challenges to deliverables spproaches to and
transformation, Volunteer to lead enhante the processes o
ingiuding resistance change efforls instiiution's incorporate
to change factors outside of own work effectivensss the change
Parlicipate in change team » Build and nurture interventions
programs and Able to gain buy-in setationehips with Mertor and
piloting change and approval for various stakeholders fuide feam
interventions change from o establish sirategic members on
Understand the relevant alliance in facilitating | the effects of
impatt of change stakeholders change change,
interventions on the ldentify change + Taketheleadin resistance
institution within the readiness levels and mgactid change faciors and
broader scope of assist in resolving programs how to
Hocal Sgovernment, resisiance io change |=  Benchmerk change integrate
fators interventions ageainst change
Design change hast change Mativate and
intarventions that practices inspire others
are afigned with the  |{»  Understand the around
institution's sirategic impact and change
objectives and goals psychology of Initiatives
change, snd put
rernadial
interventions in
place o faciitate
effactive '
transformation
Take calculaied risk

and seek new ideas |

from hest practics
scenatins, and
idenify the potential
for implementadion
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Clusier Leading Competencies
Competency Name Covernanee Leadership N _
Able to promote, direct and spply professionalistm in managing risk
| and compliance requirements and apply & thorough understanding
Competency Definition | of governance practices and obligations. Further, ade fo direct the
conceptualisation of relevant policies and enhance codperative
govemnance reiationships

ACHIEVEMENT LEVELS N
BASIC COMPETENT ADVANCED ; SUPERIOR
+ Displayabasic e Displaya +  Able fo fink risk {# Demonsirate s
avwvareness of thorawughs initiatives into key | highlevel of
rizk, compliance understamding of insiiutional objectives | commitmignt in
ard governancs governance ard and drivers complying with
factors bui | riskand » Identify, analyse and goverance
require guidance | compliance measune gk, create requirements
Al factors and valid risk forecasts, s impement
development in implemeant plans and mag sisk profiles governance and
irnplementing to sddress these |« Apply risk control compliance
such « Damonstrate rethodology and strategy 1o ensure
requiremenis undarstanding of approaches to prevent | achievement of
+» Understand the e technigues and reducs risk that instituonal
struoture of and processes for | impede on the whjectives within
cooperative aptienising risk | achievernent of the legislative
goverrunent but taking decisions instituiionsl objectives framawork
requires witkin the s Trmonshaie o + Al to advise
guidance on institution tharough Local Government
fostering s Actively drive understanding of risk or rigk
workable polisy formulation ratendion plans management
relationships within the o |dentify and - sirategies, best
hetwean institution to implement - practice
siakeholders ensure the comprehensive risk | interventions and
+ Provige input achievement of management systems complisnce
into poficy ohjectives and processes managemeant
formuiation »  Implement and [+ Ableieforge
moTHior the | positive
formulation of policles, | refationships on
idertify and anslyse cooparative
constramis and govermnantes level
chalisnges with enhance the
implementation and |  effectiveness of
provide Llooal govermment
recommendations for [+ Able to shape,
improvement direct and drive the
- formulation of
polinies on & matro
lgvel
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7 Cluster Core Competencies
Competency Name | Moral Compelence
Competency Able to identify moral triggers, apply reasoning that promoles honesty
Definition and Integnity and consistently display behaviour that reflects ceral
competence _
ACHIEVEMENT LEVELS o
BASIC COMPETENT ADVANCED SUPERIOR
» Realise the Conduct self in = ideniify, develop and s Craale an
impact of alignmeni with the apply measures of self- arironment
acting with values of Local correction conducive of
infegtity, but Governmeant and Able to gain trust and moral practices
requires thie instibution rospect through aligning | = Aciively Gevelop
guidance and Able fo openly sctions with ant implemen
developmaent in admit own commibments measures to
implemanting mistakes and Make proposals and cormbat fraud
principles weaknessss and recoimmendalions thet ang corrugtion
= Follow the seck assistance are transparent and gain | » Set integrity
basic rules and from others when the approval of relevant standarde and
regulations of wnahle to defiver stakehciders shared
T the instilution Agtvely report « Pragent values, beliefy accountability
e Abla to identify fraudulent activity and ideas that are ITRABLINES
basic moral and corruption congruent with the across the
sifuiations, but within focal instiiution's rules and institution o
requires govarnment reguiations support the
guidance and Linderstand and Takes an active stance objectives of
development in honour the againat corruption and local
understanding confidential naiure dishonesty when noted governmernt
and réasoning of mattars without Acthaly promote the ¢ Take
with moral sesking personal vahe of the nstitution o msponsibility for
intent gain internal and external own actions and
Able to deal with gialeaholdons decisions, svan
situations of Able to work in urity with | e
conflict of interest & team and not sesk EONBAGUANCES
prompily and in the personat gain are
best interest of Apply universal moral unfavourable
local government principles consistently to

aohisve moral decisions
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Cluster “Gore Competencies
Compelency Mame | Planning and Organising
Able to plan, prioritise and organise information and resources effectively

ﬁgﬁﬁ?ﬁg ¥ to ensure the guallty of sarvice delivery and build efficient cortingangy
plans 1o manage sk e
ACHIEVEMENT LEVELE _

BASIC COMPETENT ADVANCED SUPERIOR
Able to follow s Actively and = Able fo define Fogus on broad
bagic plans and appropriately institutionat strategies and
organiss tasks orgenise ehjectives, develop initistives whan
arcund sat inforrmation and gomprehansive devaloping
objectives TREOUIGES plans, integrate and plang and
Understand tha required for & comdinate activities, acitons
process of task aret assign Able to project
planning and + Hecognise the appropriate and forecast
organising bul urgensy and fesourees for short, madium
FEgUirEs importance of sucnessiul and long term
guidance and tasks implementation requirements of
developmentin |  Balance short s ldenily in advance the instiution
providing and long-term regjuired stages and and local
detailed and plans and goals actions 10 complete government
comprahenslve and ingorporate tasks and projects Translale pofloy
plans into the team's &« Bchedile realistic into relevant
Able o follow performance timedines, objechives projecis 1o
existing plans objectives and milestonas for facitate the
and ensure that |« Schedule tasks to tasks and projects achievement of
objectives ang ensure they arg s Produce clear, institutional
mat perfarmead within deipifed snd abinctives
Foets on short- budget and with comprehensive
term objectives efficient use of plans 1o achieve
in devetoping time and instifutional
plans and resoures ghjectivos
actons s heasures s Identify possible risk
Arrange progress and factors and design
infornation and mmonitor aryd mplement
resources peformance appropriate
required for a rasulls contingsnoy plans
tesk, but require e Adapt plans in light
further struchire of changing
and organisation sirelmstances

» Priositise tasks and
projects according to
thedr refevant
drgency and

imporiance
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Clustor Core Compelencies
Competency Mame ' | Analysis and Innovaion ,
Able 1o critically ansiyse information, challenges and trends to
Compelency establish and implement fact-based solutions that are innovative
Definition  to improve institutional processes in order to achieve key strategic
objectives ) ,
. ACHIBVEMENT LEVELS
BABIC COMPETENT ADVANCED SUFERIOR
» Understand the |e Demonstrate fogical | » Coaches team » Demaonsirate complex
basic operation problem sclving members on analyiical and problem
of analysis, but tachniguas and analytical and solving approachaes
lack detall and appivaches and innovative and techniquss
| thoroughness provide rationale for approaches and |« Craste an environment
= Able o balance recommendations technigues condunive o analytical
independent = Demonstrate + Engage with and fact-based
analysis with ohjeclvity, insight, appropriate problem-aoiving
requesting and thoroughness individuads in = Analyse, recommend
sssistance from whan anahysing analysing and sojutions snd monitor
others | problems resolving complex | trends in key
» Recommend | = Able to break down probiems challenges to prevent
rew ways 1o complex problems | » identify solutions and manags
perform tasks into managsable of various areas oocurense
within own parts and identify i the institution. | » Create an environment
furetion | solutions » Formulate and that fostars innovalive
» Propose simple | Consult internal and mplement new thinking and foliows a
remediz external ideas throughout leaming organisation
intarventions gtakshoiders on the irstiution approaach
that marginally ppporunities o s Able io gain » Be a thought leader on
challenges the HRprOvE processes approval and buy- | inncvative customer
sialiie Yuo | and service delivary ins for proposed service delivery, and
» Listen to the s Clearly irterventions fom | process optimisation
idess and cominunicate the relevant » Play an aciive role in
parspeciives of benefits of new stakeholders sharing bhest practice
others and opportunities and » identify rends and | solutions and engage
explore innovative solutions best practices In in national and
opporiunities 1o o sizkeholders process and international locat
snbance such = Continuously identify | service delivary govesnment seminans
Bnovative opporiunities to and propose sl conferences
fhinking enhancs intermal institutionsal
DroCesses application
= identify and analyss | » Continuausly
opporiunites engagein
condutive to research o
innovative identify client
approsshes and neeas
oropose remediad
intervantion
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Cluster Core Compelencies
Gompetency Name | Knowledge and Information Management

Able to promote the generation and sharing of knowledge and

approaches

Competency Definition | nformation through various processes and madia, n order o
enhance the coliective knowledge base of local govemment
ACHIEVEMENT LEVELE
BASIC COMPETENT ADVANGED SUPERIOR
¢ Collect, . Useappropriate | » Effectively predict Creste and
categorise and information future informadion support 2 vision
track relevand systerns and and knowledge and culture where
information lechnology W managermant team members
required for marnage requirements and are empowered to
specific lagks institutional systems seslk, gain and
and projests knowledge and Develop standards share knowledge
» Analyse and information and processes i and information
interprat shating meet future Establish
inforration to Evaluate data knowledge partnerships
draw fiom various management acrss local
conclusions sources and use rieeds povernment to
= Seek new information Share and faciitate
sources of affectively o promote best- knowletge
information to influence practice raanagement
increase the decisions and krowledns Damonsirate
knowladges providle solutions management mature approach
hase Actively create across various to knowletge and
e Regularly mechanisms and inshtutions information
share sinicturas for Establish accurate | sharing with an
inforenation sharing of measures and | abundance and
and knowledge information monitning assislarce
with intemnal Use external and systems for approach
stakehoiders internal knowledge and Recognise and
and ieam resources i infermiation explolt knowladge
members resagreh and ranagement points in
provide refevant v Create a cullure interactions with
and cuiting-edge conducive of internal and
knowledas to learning and exierngl
enhance knowiedge sharing staksholders
institutiongl | = Hoid regular
effectiveness and | knowiedge and
afficiency infermnation _
sharing sessions
to elicit new ideas
and share best
practice
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Cluster

T Core Compatencies

Lompetency Nams

Communication

Able to share information, knowledge and jdeas in a clear,

Compatency focused and congise manner sppropriate for the audience in
Definttion order Io effectively convey, persuade and influence stakeholders
1o achieve the desired sultome
ACHIEVEMENT LEVELS ) -
BASIC GCOMPETENT __ ADVANCED __SUPERIOR
s+ Demonstrate an ¢ Expressidess | » Effectively Regardedasa
understanding o individuals comnunicate high- specialist in
for and groups In sisk and sansilive pegotiations
oommunication format Bnd matiers o relevant and
igvers and inols informal stakeholdars representing the
appropriate for seftings in an Develop a well- institution -
the sudience, manner that is defired Able to inspire
but retuires interesting and communication andd molivate
guidance in motivating strategy others through
ylilising such e Ableto Balance political positive
tools understand, perspactives with communization
« Express ideasin tolerate and institutional needs that is impactful |
a clear and appreciale when communicating and relevant -
focused manner, diverse viewpoints on Creates an
but does not perspectives, complex iasues anvironment
always take the attitudes and Able to effectively sonducive to
needs of the betiefs direct nagotiations transparent and
audisncs o » Adapt arnund complex productive
consideration communication matters and arrive at communication
s Disseminate and content and a win-win situation and criticat and
convey shyle to suit the that promotes Batho appreciative
information and audience and Pele principies conversations
knowledge facliiate Market ard promote Able to
adequately optimal the institution to coordinate
information axiemnal siekahoiders negotiations at
transfer and seek to snhance different levels
s Deiiver content 2 positive image of within locat
in & manner the ingtihation government and
that gains Able to communicate axternally
support, with the rmedia with
commitment high levels of moral
and agreement competences and
from relevant discigline
stakeholders
» Compile clear,
fosused,
concise and
wedl-structured
writen
docurmerds
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Corg Competencies
Rasulls and Quality Focus

_ Cluster
GCompetency Nams

Competency Definition

Able to mairtain high quality standards, focus on achieving
results and objectives while consistently striving o ewceed
expactations and encourage others fo meet quality standards,
Further, to actively monitor and measure resuits and guakity
- auainst identified objectives

_ACHIEVEMENTLEVELS
_ BASIC COMPETENT ADVANCED SUPERIOR

s Understand Foous on high- s Consistently verily Coath and
guality of work priority actions | own stargdards guide others o
but sequires g does not and oldoamas (o excead quality
guidance in Become ensure quality standards and
atiending to distracted by output resulls
imporkant Inwer-prionty » Feosus on the end Devvalop
rpaters sttivities sasull and avpids challenging,

+ Bhow o basic Display fiom being distracted cllent-focused
commitment to comenitmet « Deomonsirate a goals and sets
achisving the and pride in determined and high standards
corract resulis achieving the commitied for personal

¢ Produce the oorrect resulis approach to performance
minimum lavel . Sat quality achieving resels Comgnit fo
of resuliz starwiards and ang guality gxcaed the
reduirad in the dasign standards rasylts and |
robe processes and Follow task and guslity slandards,
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