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Performance agreement made and entered into by and between

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

and

Themba Mosompha, the Director: Technical Services (herein and after referred as
Employeé) for the period 1 July 2015 to 30 June 2016

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 perfermance 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 1988 (‘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

26

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 outputs 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 2015 and will remain in force
until 30 June 2016 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

Regulation 4(5) of the Regulations.

e-f
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4.

PERFORMANCE OBJECTIVES
4.1 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

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

42  The performance objectives and targets reflected in Annexure A are set
by the Employer in consuitation 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:

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

422 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

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

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

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

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

) Dir.:,j\- /@ 2 . MM: W
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5.3

5.4

5.5

56

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 fargets that will be included in the performance
management system applicable to the Employee;

The Employee undertakes fo actively focus on the promotion and
implementation of the key performance indicators (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, 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 outputsfoutcomes (performance indicators) identified as per aftached
Performance Plan, which are linked to the KPAs, and will constitute 80%
of the overall assessment result as per the weightings agreed {o between
the Employer and Employee:

i Service Daelivery anc
lalrastructure

“ Municipal Transformation
vt [nstitution:l
Ueavelopmoent

- Local Economic Davelopment

= NMunicipal Finoncial Viability
anct Management

40 Good Governancs, Public
Pairticipation Accountabitily
and Transparency
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57

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.

¥ Ssrategic direction and leadership
& Penple management

i Program and project management
4 Financial management

& Change Iealdershlp

-1 Goverpance leadersip

& Mora! competence

¥ Planning and organising

+| Analysis and innovation

* Knowledge and information
management

! Communication

&1 Results and guality focus

20 %

PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

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 Employer's 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

e-f /Y
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6.6

6.7

6.8

performance assessment meetings to the Evaluation Panel Chairperson
for distribution to the panel members for preparation purposes;

Assessment of the achievement of resulis as outlined in the performance
plan:

6.6.1 Each KPIl 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;

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

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

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

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

Assessment of the Competencies:

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

6.7.2 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

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

Overall rating

6.8.1 An overall rating is calculated by adding the overall scores as
calculated in 6.6.5 and 6.7.3 above; and

6.8.2 Such overall rating represenis the outcome of the performance
appraisal.
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6.9

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

aagstanding eriormance  fully sfferties 1 fully riccetaile
Sugstand Pari |3y atffert Nt faiby Urmecaatahl

perdormance  significantly effective prerfonnance
abiea

axpactations

- Description:
Performance far exceeds the standard expected of an employee
at this level. The appraisal indicates that the Employee has

Outstanding achieved above fully effective resuits against all performance
performance criteria and indicators as specified in the PA and Performance
plan and maintained this in all areas of responsibility throughout
the year.
Performance is significantly higher than the standard expected in
Performance the job. The appraisal indicates that the Employee has achieved
significantly above | above fully effective results against more than half of the
expectations performance criteria and indicators and fully achieved all others
throughout the year.

Performance fully meets the standards expected in all areas of
the job. The appraisal indicates that the Employee has fully

Fully effective achieved effective results against all significant performance
criteria and indicators as specified in the PA and Performance
Plan.

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 resuls against more than half the
key performance criteria and indicators as specified in the PA
and Performance Plan.

Performance does not meet the standard expected for the job.
The review/assessment indicates that they employee has
achieved below fully effective results against almost all of the
Unacceptable performance criteria and indicators as specified in the PA and
performance 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.

Not fully effective -
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6.10 The assessment of the competencies will be based on the following rating
scale:

Poor Basic Competent Advanced Superior

» concepts and methods to proof a basic
Poor understanding of local government operations and requires
exiensive supervision and development interventions.

Applies basic concepts, methods, and understanding of local
Basic government operations, but reguires 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

6.11 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 — .

E

E

|

E 6.11.1 Municipal Manager,

E 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 Commitiee (Portfolio Chairperson).

9 i '
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6.12

6.13

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

The Municipal Manager will give performance feedback to the Employee
within five (5) working days after each quarterly and annual assessment
meetings.

SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2

7.3

74

7.5

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

2 October — December February 2016

Jdanuary - March Aprit 2006 dndorms)

I
7

4 April - June September 2016

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 consuited before any such change is made;
and '

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

DEVELOPMENTAL 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.

e ) (T

et e




Performance Agreement 2015716

9. OBLIGATIONS OF THE EMPLLOYER

9.1

The Employer shall-

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

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.

10. CONSULTATION

10.1

10.2

The Employer agrees to consult 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 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
clause 12.1 as soon as is practicable to enable the Employee to take any
necessary action with delay.

1. REWARD

11.1

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

: Dir.: .~ _MM: @ Z@
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12

11.2

11.3

11.4

11.5

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:
Performance Rating Bonus Calculation:

0% - 45% Poor performance 0% of Total package

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 Empioyee 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 entitied 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.

MANAGEMENT OF EVALUATION QUTCOMES

121

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.
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13. DISPUTE RESOLUTION

13.1

13.2

13.3

13.4

13.5

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
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;

If the Parties cannot resolve 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;

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

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

In the event that the mediation process contemplated above fails, the
relevant clause of the Contract of Employment shall 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,
or the effects of existing or new regulations, circulars, policies, directives
or other instruments.
Thus done and signed at COLERKEL - on the day July of 2015.
AS WITNESSES:
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Thus done and signed at _(_/9/ (SSRED (G- on the day July of 2015,

AS WITNESSES:

%%)ﬂ\vﬁ/ ),

DIRECTOR
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Performance Plan

Director: Technical Services




Annexure A 2015516

The Performance Plan sets cut;

a) Key Performance Areas that the employee should focus on, performance objectives, key vm;oﬂ_:._m:om indicators and targets that must be met
within a specific timeframe; and

b) The Competencies required from employees prescribed in the Regulations on the appointment and conditions of employment of senior
managers, R21 of 2014.
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KEY PERFORMANCE INDICATORS

The key performance areas, the performance objectives, key performance indicators and targets that must be met within the agreed timeframe are

described below. The assessment of these performance indicators will account for eighty percent of the total employee assessment score.

SDBIP Basic Service mcwwmm_m% R_Mﬂwmmmmnwm_ﬁ wﬁsm m%%n%ﬁmmwwmw_ﬂwh _w_wmmﬂ
Graohs Delive KPiIs of Sub-Directerate: Building met as per lanite N/A 90% | 90% | 90% | 90%
P v Control, Maintenance & Solid Dasht owa ﬁm ot
Waste P
. 90% of the KPI's of the
. . Effective Management and !
mm.wﬂ mmw_m_mm&_om supervision of the SDBIP on the | SU° ﬁwﬁo%qw%qwum%m% N/A 90% | 90% | 90% | 90%
KPIs of Sub-Directorate: Electrical Dashboard report
Effective Management and 90% of the KPI's of the
SDBIP Basic Service supervision of the SDBIP on the sub directorate have been 5 o o
Graphs Delivery KPIs of Sub-Directorate: Planning met as per Ignite NiA 9% | 80% | 0% | 90%
& Infrastructure Dashboard report
Effective Management and 90% of the KPI's of the
SDBIP Basic Service supervision of the SDBIP on the sub directorate have been o o o o
Graphs Delivery KPls of Sub-Directorate: Roads & met as per Ignite N/A 90% | 90% | 80% | 90%
Stormwater Dashboard report
Effective Management and 90% of the KP{'s of the
SDBIP Basic Service supervision of the SDBIP on the sub direciorate have been o o 0 0
Graphs Delivery KPls of Sub-Directorate: Water & met as per Ignite N/A 0% | 0% | 90% | 80%
Sanitation Dashboard report
New Key
TL10 Local Economic Create temporary jobs - FTE's in Number of FTE's created | Performance 0 o 0 28
Development terms of EPWP by 30 June 2016 by 30 June 2016 Indicator for
201518
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Limit unaccounted for electricity to
less than 25% by 30 June 2016
{(Number of Electricity Units
Basic Service Purchased and/or Generated - % of unaccounted 0 9 o o

Delivery Number of Electricity Units Sold) / electricity 27% 0% 0% 0% 25%
Number of Electricity Units
Purchased and/or Generated) »
100}

TL24

90% of the electricity maintenance
budget spent by 30 June 2016
Basic Service {{Actual expenditure on % of the maintenance 5 o 0 o
Delivery maintenance divided by the total budget spent 100% 25% | 40% | 60% | ©0%
approved maintenance
budget)x100}

TL25

90% of the roads and stormwater
maintenance budget spent by 30
Basic Service June 2016 {(Actual expenditure on % of the maintenance o o o o o
Delivery maintenance divided by the total budget spent 100% 25% | 40% | 80% | 90%
approved maintenance
budget)x100}

TL26

90% of the solid waste
maintenance budget spent by 30 :
Basic Service June 2016 {(Actual expenditure on % of the maintenance o o o o

Delivery maintenance divided by the total budget spent 100% 25% | 40% | 60% | 80%

approved mainienance e .
budget)x100} ’ @/

TLZ7

90% of the sewerage maintenance ,.N
budget spent by 30 June 2016
Basic Service {(Actual expenditure on % of the maintenance o o o 0 a
Delivery maintenance divided by the total budget spent 100% 25% | 40% | 60% | 0%
approved maintenance
budget)x100}

TL28

.
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TL28

Basic Service
Delivery

Achieve an average 70% green
drop status in terms of SANS 242

% status in terms of SANS
242

50%

70%

70% | 70%

70%

TL30

Basic Service
Delivery

90% of the water maintenance
budget spent by 30 June 2018
{(Actual expenditure on
maintenance divided by the fotal
approved maintenance
budget)x100}

% of the maintenance
budget spent

100%

25%

40% | 60%

80%

TL31

Basic Service
Delivery

Limit unaccounted for water to less
than 40% by 30 June 2018
{{Number of Kilolitres Water
Purchased or Purified - Number of
Kilolitres Water Sold) / Number of
Kilolitres Water Purchased or
Purified » 100}

% of water unaccounted

41%

0%

0% 0%

40%

TL32

Basic Service
Delivery

90% spent of the approved budget
for the Noupoort Bulk Water
supply Upgrade by 30 June 2016
{(Actual expenditure divided by the
total approved project
budget)x100}

% of total approved project
budget spent

30%

0%

0% 0%

90%

TL33

Basic Service
Delivery

90% spent of the approved budget
for the Norvalspont Bulk Water
supply Upgrade by 30 June 2016
{(Actual expenditure divided by the
total approved project
budget)x100}

% of total approved project
budget spent

New Key
Performance
ndicator for

2015/18

0%

0% 0%

90%

To be
removed,
same as

above

TL34

Basic Service
Belivery

50% spent of the approved budget
for the upgrading of Norvalspont
Sewer Network by 30 June 2016

{(Actual expenditure divided by the

total approved project

% of total approved project
budget spent

New Key
Performance
Indicator for

2015/16

0%

0% 0%

50%

Only 50%
can be
spent if

award is
made in
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budget)x100} November
2015
90% spent of the approved budget
for the retrofitting of street lights New Kay
Basic Service with energy saving technology by | % of total approved project | Performance ° or 1 o o
L35 Delivery 30 June 2016 {(Actual expenditure budget spent Indicator for 0% 0%.| 0% 90%
divided by the total approved 201516
project budget)x100}
90% spent of the approved budget
for the Rooting Out the Dust and ‘ New Key No funding
Basic Service Storm water Projects by 30 June | % of total approved project | Performance 0 o o :
TL36 Delivery 2016 {(Actual expenditure divided budget spent Indicator for 0% 0% 0% 90% nwwm ﬂMQWﬂ@mM
by the fotal approved project 201516
budget)x100}
Basic Service Achieve an average 95% water o ; o
TL37 Delivery quality as per SANS 241 criteria % water quality level 78% 05% | 95% | 95% | 95%
Municipal
Transformation Liaise with line managers monthly .
D161 and [nstitutional | except for December and January Number of meetings held 10 8 2 2 3
Development
Municipal
D162 Transformation Submit quarterly management Number of reports 4 1 1 1 1
and Institutional reports to council via the MM submitted
Development
. . Engage CoGTA on the services of
Dle3 | Da5CSeMICe | outstanding sites in Norvalspont by Engagement sompieted &Y | New kPl 1 o | o 0
Y 30 September P
. Thisis a
. . Conclude a lease agreement with Lease agreement i
D164 mmw_m_wmz_om the Taxi Association and stalls by concluded by 31 New KP 0 1 0 0 _m%m“ 3%@.
Q 31 December December wm_wmom

-

VX"
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Erect height restriction beams at
Basic Service | the entrance of Earl Haig, Hospital, Number of height
D165 Delivery Bains and Target Streets by 30 restrictions erected New KPI 0 0
June
Engage the Department of
Environmental Affairs to determine
Basic Service the progress wiih the registration | Engagement completed by ,
D166 Delivery process of a license for the 30 September New KP| 04 0
Norvalspont landfill site by 30
Sepiember
Submit application to DEA:
. . Municipal Waste Support —_— ;
D167 mmwmnwm_d_nm Directorate by 30 September for >v_o__wwn_MM wmw:q.m_wﬂm dby. New KPI o 0
v funding to erect fences around all P
landfill sites
. . Complete a physical ingpection of :
D168 mmw_m_wﬂgnm all the water meters in the _:mvmnﬁ_mﬁ _,nw_wﬂoﬂmnma by New KP! 0 1
v municipality by 31 March
Application
submitted
for
Submit application to ACIP for Colesberg
D169 Basic Service funding to replace AC pipes in Appilication submitted by New KPI 0 0 and not
Delivery Colesberg and Noupoort by 30 30 September Noupoort.
September The KPI
should be
moved to
2018/17
Allocated
Compile a tender document and mZM:oﬁ Mocw_m
D170 Basic Service go out on tender for the Tender compiled and New KP| 0 0 vmo\_m:m g
Delivery Norvalspont small bore sewer published by 30 June Appoi niment
network replacement by 30 June by 30 Nov
2015
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Basic Service Spot-check three households per | Number of households per
D171 Delive extension per month to check for extension spot-checked New KPI 9 9
v tampering with electricity meters per month
Basic Service Ingtall bulk meters at New Ouboks, Number of bulk meters
D172 Delivery Towervailei and Colesberg installed by 30 June New KPI 0 0
Municipat
Transformation Procure civil design sofiware Civil design software
D173 and Institutional before the end of June procured by 30 June New KP| 0 0
Development
. . Re-gravel 2km of sireets in
D174 | BasSeNiCe | ooechergand 1 km of strestin | oo Mg T A New KPI o | o
Y Noupooert by 30 June Y Y .
Develop a policy to deal with
Basic Service alternative energy in households Policy developed by 30
D175 Delivery and energy farms and submit to June New KP! 0 0
council by 30 June
Implement a written complaints
. . registration system by 30 June and . .
D176 mem_wmz_om monitoring register to ensure that ﬁ%nﬂ?ﬂﬂﬁﬂﬂ:ﬁ% “wﬂmw: New KPI 0 0
Y complaints dealt within the agreed P y
time frame

80

]
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COMPETENCIES

The competencies required from employees prescribed in the Regulations on the appointment and conditions of employment of senior managers,
R21 of 2014. The assessment of these competencies will account for twenty percent of the total employee assessment score.

Annexure B describes the different achievement levels for each Competency and should therefore form part of this section of the Performance
Plan.

LEADING COPETENCIES

Provide and direct a vision for the institution, and inspire and deploy others to deliver on the sirategic institutional
mandate. It inciudes;

Strategic direction and * Impact and influence

leadership e Institutional perfermance management 1.67
¢ Strategic planning and management
¢« QOrganisational awareness
Effectively manage, inspire and encourage people, respect diversity, optimise talent and build and nurture
relationships in order to achieve institutional objectives. It includes:
e« Human capital planning and development
People management 1.67

Diversity management
Employee relations management
Negotiation and dispute management

Able to understand program and project management methodoiogy; plan, manage, monitor and evaluate specific
activities in order to deliver on set objectives. It includes:

Programme and project » Program and project planning and implementation 1867
management . .

s Service delivery management
e Program and project monitoring and evaluation

Able to compile, plan and manage budgets, control cash flow, institute financial risk management and administer
procurement processes in accordance with recognised financial practices. Further to ensure that all financial
transactions are managed in an ethical manner. It includes:

Financial management « Budget planning and execution 1.87
» Financial strategy and delivery
+ Financial reporting and delivery
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Able to direct and initiate transformation on all levels in order to successfully drive and implement new initiatives
and deliver professional and guality services to the community. It includes:

Change leadership ¢ Change vision and strategy 1.67
»  Process design and improvement
+ Change impact monitoring and evaluation
Able to promote, direct and apply professicnalism in managing risk and compliance reguirements and apply a
thorough understanding of governance practices and obligations. Further, able to direct the conceptualisation of
relevant policies and enhance cooperative governance relationships. It includes:
Governance leadership « ° Policy formulation 1.87
+ Risk and compliance management
» Cooperative governance
CORE COMPETENCIES
Able to identify moral triggers, apply reasoning that promotes honesty and integrity and display behaviour that
Moral competence reflects moral competence. 167
. - Able to plan, prioritise and organise information and resources effectively {o ensure the quality of service delivery
Planning and organising and build efficient contingency plans to manage risk. 167
. : . Able to critically analyse information, challenges and trends to establish and implement fact-based solutions that
Analysis and innovation are innovative to improve institutional processes in order to achieve key sirategic objectives. 167
Knowledge and information Able to promote the generation and sharing of knowledge and information through various processes and media, 167
management in order to enhance the collective knowledge base of local government ’
Communication Able to share information, knowledge and ideas in a clear, focused and concise manner appropriate for the 167
audience in order to effectively convey, persuade and influence stakeholders to achieve the desired outcome. '
Able to maintain high quality standards, focus on achieving results and objectives while consistency striving to
Results and quality focus exceed expectations and encourage others to meet quality standards. Further, to actively monitor and measure 1.87
results and quality against identified objectives.
TOTAL 20

~-10 -
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Clustar

Leading Compatencies

Campeiency Name

Peaple Maragement

Competency Definition

Effectively manage, inspire and encourade neople, resoect diversity,
optimise takent and bulld and nurture relationshios in order o achieve
institutionst objectives

ACHIEVEMENT LEVELS

BASIC COMPETENT ___ ATVANCED ) ~ BUPERIOR
s Participaie  In | »Sesk opportunitiss o] o ldentify ineffective team | = Develop and
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Cluster

Leading Competencies

Competency Name

Financial Management

Competency Definition

Able to compile, plan and manage budgets, control cash flow,
institute financial risk management and administer procurement
processes in accordance with recognised financial practices. Further
to ensure that all financial kransactions are managed in an ethical

S %, @

manner
AGHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
= Lnderstand basic e Exhibit kriowledoe [+ Take active = Develop planiing
inancial concepls of general financial ownership of fools to assist in
and methods a3 concepts, planning, pranning, evaluating and
they refate o budoeting, and budgeating, and raonitaring fb%a.’e
institutionsg forecaating and foracast orocesses expenditure
processes and how they interrelate and provides frends
activitias = A‘%ﬁ;é—‘%"—e identify credible answers o | o Sal budost
Mhgnlay and manags aueries within own framaworks for
AWETENESS NN finsncial xhkq rasponsibiity the instifuiion
ihe various @ Aég;%s_; e 8 coal- s Prenare budgsts ¢ Setsirategic
saurees of #23 \;mt anproach o thist are stignad © giraction for the
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Cluster

Leading Competencies

Competerncy Name

Change Leadership

Competency Defiiiition

Able to direct and initiate institutional tfransformation on alt levels in
order to successfully drive and implement new initiatives and
deliver professional and guality services to the community

ACHIEVEMENT LEVELS
BASIC _ COMPETENT ADVANCED SUPERIOR
Display an « Pearform an analysis {»  Actively monitor Sponsor
awareness of change of the change impact change impact and change
interventions, and on the social, results and convey agenis and
the benefits of political and progress to relevant create a
transformation 2Conomic stakeholders network of
initiatives emvironment s Securs buy-in and change
Able to identify basic  |= Maintain calm and sponsorship for leaders who
neesds for change foous during change change initiatives support the
Identify gaps = Able to assist feam [+ Continuously interventions
betwesn the current members during avaluate change Actively
and desired state change and keap sirategy and dasign adapt current
Idantify potentisl ek them focused on the and introduce new struciures
and challangss io deliverables approgohes o and
fransfonmstion, = Solintesr (0 ead erhances the procassas o
inciuding resistance chatige efforts institution's incorporats
s chiangs faciors onitsice of own wosk affactivenass the change
Paricipaie in change toarm s Buiid and nurture intervention
programs and s Able {0 gain buy-in rafaticnships with Menior and
piloting change and approval tor various stakeholders guide eam
interverdions chngs frorm o estebiish strategic mermbears on
Lindarstand the velavant ailfiancs in fmcilitating the effects of
imnact of changs stakeholders change change,
intepventions onthe [« identify change = Taxes the lead in rasistance
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Cluster

Laading Combstencias

Guvernancs Leads

sshin

_ Compstoncy Mams

Competency Definiion

Abde {o promots, direct ond apoly professionailsm in managing risk
and compliance requirements and apply & thorough undsrsiending
of governance practices and opligations. Further, able {o direct the
conceptusiisation of reiovart ooficies and enhance couperative
govarnanse reistionsnins

_AGMIEVERENT | EVEL S

BASIC COMPETENT ADVANCED BUPERIC:
e Display & basic « [hsplav s Able to iink risk e Damonsise s
sworaness of thorough initiatives into key higsis levad of
risk, compliance undarsianding of institutionst obiottives commitmant in
and governsiice governance and and drivers complying with
factors bt Fisk and ldentify, analvse and governancea
reglire guldance compliance massure risk, creste reguiramenis
and factore and vaid risk furacasis, « implament
development in implament plans and map risk profiles aovarmnancs and
implementing W addiess these Apply risk control complianae
such = [emonsirats methadology and strateoy o ensure
reguirernents understanding of approzchss 1o provent achiovament of
s ilndersignd the the techpiques and reducs risk that insfifutonsd
structure of and processas for impede on the ohjactives within
cooparative optimising risk achigvement of tha legislaiive
government but taking decisions institutonal objectives | framework
reguires within the Denonstate 5 = Able o advise
quidanca on instituiion thorough Local Government
fostaring a  Actively drive undarstanding of risk oft sk
workabie policy fermulation ratention plans MENEESNent
reiationships within tha Identify snd straiagies hant
betuigen institution o inplanent practice
stakehoiders ansure the comprehenshve risk interventions and
s Provide s achiovement of manageyEn sysiems compliance
into policy sijeciives and processas AnRGEmSnt
formuistion e Implement ang |+ Able toiorgs
monitor e positive
formuigtion of nolivias, refationsnips on
gentify and analyse aooparative
constialnts and govamanaos lavel o
chalienges with enhance the
implameaniation  and effectiveness of
nravide Hooal governmant
recomnendations  for f= Able to shaps,
improvement direct and drive the
formulation of
policias on & macrc
lvel ’
et
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Cluster

Core Competencies

_Competency Name

Moral Competence

Able to identify moral triggers, apply reasoning that promotes honesty

Cgff?;i?;‘;y and integrity and consistently display behaviour that reflects moral
compelence
AGHIEVEMENT LEVELS e
BASIC COMPETENT ADVANCED SUPERIOR
o Realise the Conduct self in Identify, develop, and Create an

impact of alignment with tha apply measures of seif- environmant
acting with values of Local correctian conducive of
integrity, but Government and Able to gain trust and meval practices
requires tha institution respact through aligning Actively develop
guidance and Able to openly actions with and implement
development in admit own commitmeants rraasures

implementing
principles

e Follow the
basic niles and
requiations of
the institution

= Able to identify
basic moral
situations, but
FRqUIres
guidance and
develspmeant in
Lnderstanding
gnd reasoning
with moral
intent

mistakes and
weaknesses and
seek assistance
from others when
unable o deliver
Actively report
fraudulent activity
antd corruption
within local
govamnment
Lindarstand and
honour tha
corfidential nature
of mallers without
seaidng personal
gain

Able 0 deal with
situations of
conflict of inferest
promptly and in the
bezst infarast of
Incat government

Make proposals and
recommendations that
are transparent and gain
the approval of relevant
stakeholders

Present values, beliefs
and ideas that are
congruent with the
institution's rules and
regulations

Takes an active stance
against corruption and
dighonasty when noted
Actively promaie he
value of the institulion i
inlernal and exiemal
sigkaholders

Ate 0 wiorle in unify with
5 team and not aesk
perzonal gain

Apply universal morsl
mrincinles consistantly
achigve mora] decisiong

combat fraud
and corruption
Set integrity
standards and
shared
accountability
Msasures
acress the
inatitution 1o
support the
objeciivas of
local
govermment
Take
responsibiity for
own aclions and
decisions, even
if the
COREeUencas
are
unfavourable




Ghugtar

Core Compatencies

Comostency Mams

Planning and Organising

Able to plan, prioritise and organise information and resources affectively

gg?f?;?ﬁg to ensure the quality of service dalivery and build aificient contingancy

SIWHRAR | olans 1o menage risk

ACHICVERENT LEVELS

BARIC COMPETENT ADVANCED _ BUPERIOR
Able 1o follow e Actively and s Able to define Focls on broad
basic plans and approprisisly ingtituticnsd stretegiss and
prgarnise tasks oHgEMise cljectives, develop inifiatives when
around get information and comprehansive developing
objectives resoUInes plans, integrate and plans and
Understand the required for a coordinate activities, actions
nrocass of task and assign Able to project
planning and » Recognise the appropriate and forecast
organising but urgency and resources for short, medium
reguires rnporiance of suceessiul and long term

auidance and
development in
providing
detalied and
comprahensive
plans

Able to follow
existing plans
and ensure that
objectives are
st

Fogus on shori-
tam objectives
in daveloping
plars and
aciions

Arrange
information and
regsolrces
reguired for a
taek, but reguire
farther structure
and organisatiorn

tasks

= Balance short
and long-term
plans and goals
and incorporate
into the ieam's
perfornance
sbjactives

= Schadule tasks o
ensure they are
performed within
bugdget and with
efficient use of
time and
rescurces

+  Peasures
prixyress and
manitor
perfarmance
reayits

&

implementation
identify in advance
required stages and
actions o complets
tasks and projects
Scheduie realistic
fimalines, ohiectives
and milesiones for
tasks and projects
Produce clear,
detailed and
comprebensive
plans io achieve
institutional
ochiectives

Idendify nousible risk
factors and design
and implement
appropriate
contingancy plans -
Adapi plans In light
of changing
glreurmnstances
Pricritise tasks and
projects according o
their relevant
Urgensy and
imporiances

requirerments of
the instituiion
and local
government
Transiate policy
into relevant
projecis to
facilitate the
achievement of
institutiona!
objectives

C:?’ -

¢
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Cluster

Core Competencies

~ Competency Name -

Analysis and innovation

Able to critically analyse information, challenges and trends to

Compatency astablish and implament fack-based solutions that are innovative
Befinition to improve institutional processes in order to achieve key strategic
ohjectives
e . ACHIEVEMENT LEVELS .

BASIC COMPETENT __ ADVANCED SUPERIOR
Understand the |« Demonstrate logical | = Coaches team = Demonstrate complex
bagic oparation problem solving members on analytical and problem
of analysis, but technigues and analytical and solving approaches
lack detaii and approaches and Innovative and fechniques
thoroughness provide rationale for approaches and |e Create an environment |
Able to balance recommentations techniques sonducive to anaiytlcai
independent ¢ Demonstrate » Engage with and fact-based
analysis with objectivity, insight, appropriate problem-solving
requesting and thoroughnass individuals in e Analyse, recommend
agsistance fron when anaiysing analysing and soiutions and monitor
others problems resobving complex trends in key
Hecommend = Able to break down problems challenges to prevent
new ways {0 complex problems = idenlify solutions and manage
perform tasks nto manageable an varlous areas Qcourence
within own parts and identify in the institution « Create an envirorimart
function solutions e Formulate and that fosters innovative
Propose simple |« Consult internal and irplement new thinking and illows a
rernedial extarnal idens throughout lemriing oraanisalion
interveniions atakenolders an the institution anproach
that marginaily opportunitias o s Ahls o gain s Ba o thousht laadsr on
challenges the Hmprove processaes anorwval and buy- innovative customer
status quo and service delivary irs for prososad zarvice delivery, and

Ligten o the
irdpie mmed
perspaniives of
athers snd
BRPIOIS
spporiuniiies o
SMhEnce such
WS
ihiriking

s Qlogrhy
sommunicals the
henefits of naw
opportunities and
inovative soiglions
t-} 'EEL{E%; li}gﬂégg

¢ Dontinuously idantfy
opporiuniges ©
snhances jrternal
DICGRSSes

« {dentify and analyse
opporiuries
condicive to
innovative
approaches and
propose rameadial

irterventions frovn
ralevant
siakeholdars
Identfy rands amd
past prantives in
provess and
servioe delivery
and progose
ingtitutions]
application
s Continuousty
angags in
resaaich o
identify client
nesis

i

intervention

process oplimisation
Flay an active role in
sharing best practios
solutions and engags
in nationat and
imemationsl ioos
govarnment seminsrs
ana conferences
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~ Cluster

Core Competencies

Competency Name

| Knowledge and Information Management

Competency Definition

Able to promote the generation and sharing of knowledge and
information through varlous processes and media, In order to
enhance the coliective knowiedge base of local government

ACHIEVEMENT LEVELS
BASIC COMPETENT |  ADVANCED SUPERIOR
+ Collect, Use appropriate | = Effectively predict Create and
categorise and information future information support a vision
frack relevant systems and and knowiedge and culture where
information fechnology to management teamn members
required for manage requirements and are empowered o
specific tasks institutionat systams seek, gain and
and projects knowledge and Develop standards share knowledge
s Analyse and information and processes (0 and information
interpret sharing meet future Establish
information to Evaluate data knowledge parinerships
draw from vatious management acrose local
conclusions sources and use needs government to
e Soek new information Share and faciiitate
sources of effectively to promote best- knowledge
information to influence practice management
increase the decisions and knowledge Demonstrate a
knowledge provide sojutions management mature approach
base Actively create ACross various to knowledge and
s Regularly mechanisms and institutions information
share structures for Establish accurate sharing with an
information sharing of measures and abundance and
and knowledge information monitoring assistance
with internal Uze external and systems for approach
stakeholdars internal krowledge and Recognise and
and team resources to information exploit knowledge
rmermbers research and management poinis in
provide relevant Create a culture interactions with
and cutling-edge conducive of internal and
kaowladge o learning and external
enhance knowledge sharing stakeholders
institutional Haold ragular
effectiveness and knowladge and
efficiency information

sharing sessions

o elicit new ideas

and share best
practice
approaches
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Cluster

1 Core Competencies

" Compstency Name

Communication

Able io share information, knowledge and ideas in a clear,

Competency focused and concise manner appropriate for the audience In
Definition order to effectively convey, persuade and influence stakeholders
i to achieve the desired outeome
ACHIEVEMENT LEVELS ,
BASIC COMPETENT ADVANCED SUFPERIOR
« Demonstrate an s Expressideas | « Effectively Regarded as &
understanding o individugls comrmunicate high- specialist In
for and groups in Fizk and sensitive negotiations
comimunication formal and maiters o relevant and
levers and fools informal stakeholders representing the
appropriate for settings in an Deveiop a well- institution
the audience, manner that is defined Ahble to ingpire
but requires interasting and communication and motivate
guidance in motivating sirategy others throtugh
utilising such s Ableto Balance political positive
tools understand, perspectives with communication
= Express ideasin tolerate and institutional needs thal is impactful
a clear and appreciate when communicating and retevant
foctzed manner, diverse viewpoints on Creates an
but does not perspectives, complex issyes environment
always take the attitudes and Able to effectively conducive to
needs of the betiefs direct negotiations transparent and
audience into » Adapt around complex productive
consideration communication matters and arrive at comemunication
» Disserinate and content and a win-win situation and critical and
conyey style to suit the that promotes Batho appreciative
information and audience and Pele principles conversations
knowladge facilitate Market and promote Able to
adequately optimal the institution to coordinate
information external stakeholders negotiations at
transfer and seek to enhance different levels
s Deliver content a positive image of within local
in & manner the institution government and
that gains Able fo communicate axternally
support, with the media with
commitment high levels of moral
and agreement competance and
from relevant discipline
stakeholders :
s Compile clear,
focused,
congise and

well-structured
written
documents




Annexure B

Cluster

Core Competencies

Competency Name _

Results and Quality Focus

Competency Definition

Able to maintain high quality standards, focus on achieving
results and objectives while consistently striving to exceed
expectations and encourage others fo meet quality standards.
Further, to actively monitor and measure results and quality
against identified objectives

ACHIEVEMENT LEVELS
BASIC COMFETENT ~ ADVANCED 1 SUPERIOR

+ Understand + Fogus on high- + Congistently verify | » Coach and
quality of work priority actions own standards guide others to
but requires and does not and outcomes to exceed quality
guidance in become ensure quality standards and
attending o disiracted by output results
imporiant lower-priority « Foous on the end » Develop
matters activities resuit and avoids challenging,

» Show a basic » Display firm being distracted cliant-focysed
commitment (o commitment + Demonsirate a goals and sets
achieving the and pride in determined and high standards
correct results achieving the cornmitted for parsonal

+ Produce the coirect results approach to performance
rrinimum level s Set quality achisving resulis » Commit to
of results standards and and quality exceed the
required in the desian standards results and
role processes and + Follow task and quality standards,

= Produce tasks around nrojects through monitor own
outcomes that achieving set to completion perforrmance and
is of a goad standards » Set challenging implement
standard = Produce output goals and remedial

s Focus on the of high quality objectives to self interventions
quantity of « Able to balance and teamn and when required
output but the quantity and display = Work with team
requires quality of results commitment to to set ambitious
development in in order to achieving and challenging
incorporating achieve expectations feam goals,
the quality of objectives i s Maintain & focus communicating
work = Monitors on quality outputs long- and short-

= Produce guality
work in general
circumstances,
tut fails 1o meet
expectation
when under
pressure

progress, quality |
of work, and use
of resources; s
provide status
updates, and
make
adjustments as
needed

when placed
under pressura
Establishing
insthutional
systems for
managing and
assigning work,
defining
responsibilities,
tracking,
monitoring and
measuring
SUCCeSS,
evaluating and
valuing the work
of the institution -

term expeciations

» Take appropriate
rigsks to
accomplish goals

+ Qvercome
-getbacks and
adjust action
plans to realise
goals

s Focus people on
critical activities
that yield a high
impact
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Signed and accepted by the Employee

Signed by the Municipal Manager on behalf of the Municipality

)

=

Date:




