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Performance Agreement

Performance agreement made and entered into by and between

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

and

Dionne Visagie, the Manager: Financial Services (herein and after referred as Employee)
for the period 1 July 2017 to 30 June 2018

Where as

1.
1.1

. 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 hetween 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 geals; and

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

and 57(5) of the Systems Act.

INTERPRETATION

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 60 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 Manager appointed in terms of Section
56 of the Systems Act;

1.1.4 ‘“the Employer” means the 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

24

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 fargeted 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 atfaining improved service delivery.

COMMENCEMENT AND DURATION

31

3.2

3.3

34

3.5

This Agreement will commence on 01 July 2017 and will remain in force
untit 30 June 2018 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;

i at any time during the validity of the agreement the work envirecnment
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 significan{ 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.
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4,

4.1

4.2

4.3

44

5.1

52

PERFORMANCE OBJECTIVES

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 by the employee;

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.

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

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
performance standards to assist the employees and service providers to
perform to the standards required;
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5.3

5.4

5.5

5.6

57

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 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 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;

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.

PERFORMANCE ASSESSMENT

6.1

6.2

6.3

The Performance Plan (Annexure A) to this Agreement sets out key
performance indicators and competencies that needs to be evaluated in
terms of —

6.1.1 The standards and procedures for evaluating the Employee’s
performance; and

6.1.2 During 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;

5
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6.4

6.5

6.6

6.7

6.8

The Employee's performance will alsoc 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
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:

6.6.1 Each KPI or group of KPls shall be assessed according to the
extent to which the specified standards or performance targets have
been met (qualitative and quantitative) 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 KFI 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; and

66.4 An overall score will be calcutated based on the total of the
individuai scores calculated above. .

Assessment of the Competencies:

6.7.1 Each Competency will be assessed in terms of the descriptions
provided (Annexure B) during the mid-year and year-end reviews;

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 fo calculate the final score; and

6.7.3 An overall score will be calculated based on the total of the
individua!l scores calculated above.

Qverall rating

6.8.1 An overaltl rating is calculated by adding the overall scores as
calculated in 6.6.4 and 6.7.3 above; and

6.8.2 Such overall rating represents the outcome of the performance
appraisal.
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8.9  The assessment of the performance of the Employee will be based on the
following rating scale for KPls:

5

Cutslanding,  Performaace  Fully eMective Mot Fubly Unacceptadie
performance Signifcantyy effactive perforrmrice
ahbivve
expaclatiany

Terminology 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 resulfs 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

:%:;Emff in the job. The appraisal indicates tha_t the Employee has
above achieved above fully effective results against more than half of
expectations the performance criteria and indicators and fully achieved all
others througheut 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
Pian.

Performance is below the standard required for the job in kay
areas, Performance meets some of the standards expected for
the job. The review/assessment indicates that the employee
has achieved below fully effective results against more than half
the key performance criteria and indicators as specified in the
PA and Peiformance 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 fo the level
expected in the job despite management efforts to encourage
improvement.

7
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6.10 The assessment of the competencies will be based on the following rating

6.11

scale:

Poord

Basicl Competenti Advanced® Superiord

Achievement
Level

Poor

Description

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

Basic

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

Competent

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

Advanced

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

Superior

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

For purposes of evaluating the annual performance of the Employee, 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 Commitiee (Portfolio Chairperson).

8
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6.12 The Municipal Manager will evaluate the performance of the Employee as
at the end of the 1% and 3™ quarters and document a summary of the
discussions; and

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

Quarter Months

July - September

October - Decemnber

January — March

WS IN]

April - June

7.2 The Employer shall keep a record of the year-end assessment meetings;

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

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

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

8. 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 wil! be fully
consulted before any such change or plan is made.

9
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9. OBLIGATIONS OF THE EMPLOYER

9.1

The Employer shall-

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

9.1.2 Provide access to skills development and capacity building
opportunities;

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  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.
10.2  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.
11. REWARD
11.1 The evaluation of the Employee's performance will form the basis for

acknowledging outstanding performance or correcting unacceptable

performance;
10 ///7 @
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12.

11.2  The payment of the performance bonus is determined by the performance

11.3

11.4

11.5

score obtained during the 4t quarter;

The performance bonus will be awarded pro-rata according to the period of
this agreement based on the following scheme:

Performance Rating Bonus Calculation

0% - 64% Poor Performance 0% of total package
65% - 69% Average Performance 5% of total package
70% - 74% Fair Performance 9% of total package
75% - 79% Good Performance 11% of total package
80% - 100% Excellent Performance 14% of total package

In the event of the Employee terminating his services during the validity
period of this Agreement, but only after three months after the start of this
agreement’s inception date, the Employee’s performance will be evaluated
for the period during which he/she was employed and he/she will be entitled
to a pro-rata performance bonus based on his/her 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/for support as well as reasonable time for
improvement in performance, the Employer may consider steps to

o B
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13.

14.

terminate the contract of employment of the Employee on grounds
of unfitness or incapacity to carry out his or her duties.

DISPUTE RESOLUTION

13.1

13.2

13.3

Disputes will be dealt with in terms of Section 33 of the Local Government:
Municipal Performance Regulations for Municipal Managers and managers
directly accountable to Municipal Managers (Regulation 805 of August
20086).

Any disputes about the nature of the employee's performance agreement,
whether it relates to key responsibilities, priorities, methods of assessment
and/or salary increment in the agreement, must be mediated by the
executive mayor or mayor within thirty (30) days of receipt of a formal
dispute from the employee whose decision shall be final and binding on
both parties.

Any disputes about the outcome of the employee's performance evaluation,
must be mediated by a member of the municipal council, provided that such
member was not part of the evaluation panel, within thirty (30) days of
receipt of a formal dispute from the employee whose decision shall be final
and binding on both parties.

GENERAL

14.1

14.2

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
Empioyer; and

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.
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Thus done and signed at QLESM onthe =2/ day of July of 2017.
AS WITNESSES:
1 = \

e
i UNICIPAL MANAGER

J

Thus done and signed at CotEs8e7s onthe o day of July of 2017

AS WITNESSES:

1. y

" MANAGER

13 :
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Performance Plan

Chief Financial Officer
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Annexure A 2017/18

The Performance Plan sets out:

&) Key Performance Areas that the employee should focus on, performance abjectives, key performance 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,

Performance should be evaluated:

a) Quarterly of which the annual evaluation must be done by the panel as constituted in paragraph 6.11 of the agreement;
b} Performance should be assessed on a scafe of 1 — 5 as outlined in paragraphs 6.9 — 8,10 of the agreement;

¢} In the instance where an indicator do not have a target or is not applicable due to valid reason or where the performance could not be delivered for a valid
reason ocutside of the control of employee, the indicator will not be evaluated, the weighting will be cancelled and the scare total will be re-caloulated to calculate
the final score;

d) The employee must submit his/her assessment of hisfher own performarnce to the employer three days prior to the assessment date.
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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.

spap | MUnGIRE Teneiraton | Manage and achieve 0% ofthe KPrs ofthe | 80% of he KPS of e sub drectoatehave | g - - -
Graph Development subrdirectorate: Expenditure bean met a5 per Ignite Dashboard report ° ° ® 2
spaip | Murihe: Bansomaton | age and achiove 90% of the KPS ofthe | 0% of the KPIs of the sub dresiorste have - - - -
Graph Development sub-directorate: Budget & Credit Contral besn met as per lgnite Dashboard report ° ° 0% 2
sppip | Munica, Tranlomalion | yianage sng achieve 80% of e KPYs of the | ©0%of the KPYs of e sub diectorale have - - - -
Graph Development sub-directorate: Supply Chain Management been met as per |gite Dashboard report ° g ? 2
SDBP M““';’ﬂ";:gﬁ';’:ﬂ;’\‘:f“"“ Manage and achieve 90% of the KPI's of the | 0% of the KPI's of the sub directorate have o0% 0% g
Graph Devciamen sub-Girectorate. icame been met a5 per lgnile Dashboard rapart g 0% 0% 2
SDBIP M”“';:f:j{;ﬁ;ﬁgam’“ Manage and achieve 86% af the KPI's of the |  90%of the KPT's of the sub directorate have a0% !
Graph Devalopment sub-tirectorate; Supply Chain Management beenmet as par ignite Dashboard report ° S0% 0% 0% i
TL20 Mur{:l'c;;;ﬁ:t: I;':\S{:fai Bubmit Ihg draﬂ_main budget to Councit for Draft Mair budgst submitted to Council by 31 9 0 1 0
Management consideration by 31 March 2018 March 10
Municipal Fi jal . . y , .
T2t ";‘I‘f;gﬁw'gs‘d‘°'a Submit the Adjustents budgetto Council for | Subit the Adjustments budget o Councilfor 0 0 ]
Management considaration by 28 February 2018 considaration by 28 February 6 6
Financial viabiity measured in tesms of the
e e Municipality's ability to meet it's setvice debt
Municipal Financial e
e obligatiens as at 30 June 2018 ((Tolal
TL22 l\\;;ba!g r:::t operating revanue-operating grants % of debt coverage 0% 0% 0% 17% 2
received)/debt service payments due within
the year))
- o Financizl viabllity measured in terms of the
Municipal Financial . p
" oulstanding service debtors as at 30 J . .
TL23 h\fabthty anul 209 [T ol ctsian ding service debtorst % of oulstanding service debtors 0% 0% 0% 43% 2
anagemen revenue received for services)X100)
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Financia! vihility measured in terms of the
available cash to cover fixed operating
expenditure as at 30 June 2018 ((Cash and
Municipal Financial Cash Equivalents - Unspent Conditianal .
24 Viskdiy and Granls - Overdraft) + Short Tem Investment] o”L";T’é’lm?.ﬂﬁ’uﬂﬁ’fﬁﬁiifféi’cﬁh 0 0 0 85 5
Management { Manthly Fixed Operational Expenditure peraiing expe
excluding {Depraciation, Amortisation, and
Provision for Bad Debls, Impairment and Loss
on Disposal of Assets))
Municipal Financial , .
TL25 Viabilly and Subeni ?é;gn;: ;qn;:c?é&%?;’eng o Annual financial statements submitied 1 0 0 0 10
Management g
Municipal Firancial Compile Plan lo address audi Sndings in
7L26 Viability and teporis of the AG and submit o MM by 31 Plan compleled and submitled to MM 4 0 1 0 2
Management January 2618
Achieve a deblor payment percentage of 80%
Municipal Financial ty 30 June 2018 {{Gross Deblors Closing
TL27 Viabifity and Balance + Billed Revenue - Gross Deblors % debtor payment achieved 0% 60% 0% 80% 2
Management Opening Balance +Bad Debts Written
Off)\!Billad Revenue) x 100
Municipal Financial . .
TL28 Viability and Develop i:c:()cﬂ:zﬁ"bgﬁjﬁ:g&%"d submit Plan submitted to council by 30 June 2018 0 0 1} 1
Management 3
Municipal Financial :
TL2 Vibilty and Upadz the finances sysiem by 30 June Financial system updated 0 0 0 1 2
Management
The percentage of e municipal capital
budget actually spent on capital projects by 30
Ti.34 Basic Service Detivery June 2018 [(Amount actually spenton capital | % of capital budget spent on capital projects 0% 0% 0% 70% 2
projects! Amaunt budgeted for capital
projects)100]
b7 Muni:irf: taional | Uisse wih e managers monily exceptio Number of mestings held 1 2 3 2
Development December and January 2
Municipal Financial .
o8 Viabiity and Submit quarery managemert repors 1 Number of eparts submitted 1 1 1 1 5
Management
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Municipal Financial . . . . .
- Submit the adjustments budget for Adjustment budget submitted to Council by .
09 I\‘; iabilty and consideration te Council by end February end February 0 0 1 ° D Jplicatlon
anagement
Municipal Financial . - .
010 Vil and Submit the sec :’4‘;0; mn?oimm raparis totha | Number of section T{ {egroﬂs submittad to the 3 3 3 3 6
Management ¥ v a
Municipal Financial Prepare the mid year budget and performance
DH Viability and report in tems of sec72 of the MFMA and Report submilied to the Mayor by 25 January 1 0 i 0
Management submit fo the: Mayor by the 25th of January 10
Municipal Financial N N
012 Viabiity ang Prepare monfly fnancial eporin simpIAEd | Number of the reports submitied o the M 3 3 3 3
Management 2
Muricipal Financial . . .
013 \:'éalgt):klity‘an y ! Enstre 30% of asr:eg l:?fé.nred areproperly | %hof assels acquzr;d r_egt;tstered on the Asset % % % 0% 2
Management g egister
TOTAL 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 wili 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.

ompete 3 0 elg
LEADING COPETENCIES
Provide and direct a vision for the institution, and inspke and deploy others o deliver on the stralegic institutioral mandate. H includes:
«  lmpact and influence

Sirategic direction and leadership «  Institutional performance management 1.67

s Shategic planning and management

«  Omganisaional awareness

Effectively manage, inspire and encourage people, respect ivarsity, oplimise talent and build and nurture refationships in order to achieve institutional
objectives. 1t includes:

«  Human capital planning and development
Peaple managemant - Diversity managament 167
»  Employee relations managament

»  Negotiation and dispute management

Able 1o undsrstand program and project management methodology; plan, manage, monitor and evaluaie speckic activilies in order (o deliver on set
objectives. It includes:

Programme and project maragement «  Program and project planning and implernentation 1.67
= Service dellvery management

«  Program and project manioring and evaluation

Able to compite, plan and manage budgets, control cash flow, institule financia risk management and administar procurement processes in accardance
with recognised financial practices. Further to ensure that all financiat transaclions are managed In an ethicat manner. It includes:

Financiat management «  Budget planning and execulion 167
»  Financial strategy and delivery
»  Financig reporfing and delivary

Able t direct and initiale ransformation on all levels In order to successhally drive and implement new initiatives and deliver professionai and quality
sarvices 1o the community. It includes:

Change feadership »  Change vision and strategy 1.67
+  Process design and improvernent
«  Change impact moritering and evaluatian
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Able to promote, direct and apply professionalism In managing risk and compliance requiremants and apply a thorough understanding of govemance
practices and obfigations. Further, able to direct the conceptualisation of relevant policies and enhance cooperative governance relationships. & includes:

Govemance feadership »  Policy formulation 167
»  Risk and compliznce managerment
«  Cooperative govemance
CORE COMPETENCIES
Moral competence Able to identify moral triggess, apply reasoning that promotes honesty and integrity and display behaviour that reflects morel competence. 167
Planning and orgarising rArgﬁalgep?srll(‘ prioritise and organise Information and sesources effectively fo ensure the quallly of service delivery and bulld efficient contingency plans to 157
. N Able to crilically analyse laformation, challenges and trends 10 establish and implement fact-based selutions that are innovative (o improve institutional
Analysis and inrovalion processes in omer 1o achigve key strategic objecives, 187
. Abte to promote the generation and sharing of knowledge and information through various processes and media, in orier to enhance the collective
Knowledge and information management knowledge base of local govemment 167
Communication Able to share information, knowledge and ideas in a clear, focused and concise manner appropriate for the audience in onder fo effeclively convey, 1.67
persuade and influence stakehclders to achieve the desired outcome. ’
Results and quality focus Able to maintain high quality standards, fecus on achleving results and objectives while consistency striving to exceed expectations and encourage others 167
to meet quatity standards. Further, to aciively montior and measure resulls and quality against identified objectives, :
TOTAL 20
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Competency Framework
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- COMPETENCY NAME :

 COMPETENCY DEFINITIO

L UBASC
Understand Insttuional and
departmental strategic objectives, but

[acks the ability to Inspir others fo
achleve set mandate

Describe how specific tasks link o
inslitutional strategies but has limited
influence in directing a strategy

Has a basic understanding of
instilutional parformance management,
but lacks the abilily to integrate systems
inlo a coliective whala

Demansirate bask: understanding of key
decision makers

LEADING COMPETENCIES

Strategic Direction and Eeadership

Provide and direct a vision for the institution, and inspire and deploy others to deliver on the strategic Institutional mandate

“COMPETENT

Give direction to a tearn in realising the
Institutior's strategic mandate and set

objectives

«  Has apositive Impact and influence on

the marale, engagement and
participation of leam members

»  Davelop aclion plans to execute and

gquide strategy

»  Assistin defining pesformance

measures by monitor the progress and

effectiveness of the institution

«  Displays an awarenass of instilutional

struciures and political factors

»  Effectively communicate bamiers io

exaculion i relevant parties

»  Pmvide guidanca to all stakeholders in
the achievernent of the strategic

mandate

»  tnderstand the aim and objectives of
the Institulion and relals if to own work

Eva!ual alt activities to dlerm Iue
and alignment to strategic intent

Display in-depth knowledge and
understanding of strategic planning

Align stralegy and goals across all
functional areas

Actively define perormance measures
to manilor the progress and
effectiveness of the institution

Caonsistently challenge stralegic plans to
ensure relovance

Understand institutional stnctures and
political factors, and the consequences
of actiens

Empower others 1o follow he strategic
direction and deal with complex
situations

Guide the Institution Through complex
and ambiguous concem

\#se understanding of power
relationships and dynamic lensions
among key players to frame
communications and develop strategies,
posttions and alllances

SUPERIOR .

"~ Sructure and position the institutic to

local government priorities

Actively usa in-depth krowledge and
wderstanging to develop and
implement a comprehensive institutional
framework

Hold seli-accountable for sirategy
execution and results

Provide impact and influence through
building and maintalning strategic
relationships

Create an envirorrent that faciitates
foyalty and innovation. Display a
superiar leve! of selfdiscipine and
inegrity In actions

Integrate various systems into a
aliective whole to optimise institutional
perfarmance management

Uses understanding of competing
interests to maneuver sucoessiully 10 a
winfwin cutcome

Y s>

4§ &
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CLUSTER: . : LEADING COMPETENCIES
COMPETENGY NAVE

Paople Management

Effectively manage, inspire and encourage people, respect diversity, optimise talent and build and nurture refationships It order to achieve
| institutional objectives

| COMPETENCY DEFINITION:

Participate in team goalsetting and
problem solving

«  Inferacl and tollaborate with people of
diversa backgrounds

o Aware of guidelines for employee
development, bt reguires support in
implementing development initiatives

Seek cpportunities to increase team
contribution and responsibility

Respect and support the diverse nature
of others and be aware of the benefits of
adiverse approach

Effectively delegale tasks and empower
others to increase confribution and
execute functions optimally

Apply relevant employee legistation
falrly and consistently

Effectively identify capacity
requirernents to Tulfil the simlegic
mandate

ED :
Identify ineffective team and work

processes and recommend remedial
interventions

Recognise and reward effective and
desired behaviar

Provide mentoring and guidance to
others i order to increase personal
effectiveness

Identify development and leaming neads
within the team

Inspire a culture of perfomance
excellence by giving positive and
constructive feedback ta the team

Achieve agreemen or consensus In
adversarial environments

Lead and unite diverse teams across
divisions fo achieve institulional
objectives

Davelop and incorparale best practice
people management processas,
approaches and tools across the
institution

Fosler a culture of discipline,
responsibility and accountability

Understand the impact of diversity in
performance and actively incorporate a
diversily strategy in the institution

Davelop compsehensive integrated
stralegies and approaches to human
capital development ang management

Actively identify frends and predict
capacily requirements to facilitate
unified transition and perormance
management
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“CLUSTER:" R E' LEADING COMPETENCIES
"COMPETENCY NAME:

Program and Project Management

Abta to understand program and project management methodology; plan, manage, monitor and evaluate specific activities in ordar to deliver on set
objectives

‘COMPETENCY DEFINITION;

inltiate projects after approval from
higher authorities

«  Understand procedures of program and
project management methodology,
implications and stakeholder
invalvernent

*  Undersland the rational of prejects in
relation {0 the institution's strategic
objectives

*  Document and communicate faciars and
risk associated with own work

o Use results and approaches of
successul project imptemantation as
guide

Establish broad stekeholder involvement
and communicate the project status and
key milestones

Define the roles and responsitilites of
the project team and create clarity
around expectations

Find a balance between project deadline
and the quality of deliverables

Identify approgriale project resources to
fatiiitate the effective completion of the

deliverables

Comply with stalutery requirements and
apply policies in a consistent manner

Monifor progress and use of resources
and make needed adjustments io
fimefines, steps and resource aflocalion

Manage multiple programs and balance
priorities and confiicts according Lo
institutional goals

Apply effective risk management
strategies through impact assessment
and resource requirements

Modify project scope and budget when
required without compremising the
quatity and objectives of the project
Involve top-level authorities and relevant
slakeholders in seeking project buy-in

Identify and apply conlemporary preject
management methodology

Influence and motivaie project team to
deliver exceptional resulls

Monitor policy implementation and apply
procedures ta manage risks

. SUPERIOR
Understand and concepualise the long-
term implications of desired project
outcomas

Direct a comprehensive strategic macro
and micro analysis and scope projects
accondingly to realise insttutional
objectives

Influence peaple in positons of autharity
{o implement outcomes of projects

Lead and direct translaton of policy info
workable action plans

Ensuras that programs are montiored lo
track progress and optimal resource
utilisation, and 1hat adjustments are
made as needed
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CCLUSTER: . LEADING COMPETENCIES
COMPETENCY NAME:
COMPETENCY DEFINITION :

Financial Management

Abla to complle, plan and manage budgets, control cash flow, institute financial risk management and adminlster procurement processes in
accordance with recognised financlal practices. Further to ensure that all financial transactlons are managed In an ethical manner

Understand basic financlal concepts and
methods as they refate {o Institutional
processes and activities

Display awareness into the various
sources of financial data, reporting

meghanisms, financial govemance,
processes and sysiems

Understand the impartance of firancial
accountability

Understand the importance of assat
contro}

Exhibit knowledge of general finangial
concepts, planning, budgeting and
forecasting and how they Intemelate

Assess, enlify and manage financial
risks

Assume a cost-saving approach fo
financial management

Prepare financial reperis based on
specified formats

Conslder and understand the financlal
implications of decisions and
suggestions

Ensure that delegation and instructions
as required by National Treasury
guidelines are reviewsd and updated
identify and implament proper
monlloring and evaluation practices to
ensure appropale spending against
budget

Take active ownarship of pfanning,
budgeting and forecasting processes
and provides credible answers to
queries within own responsibility
Prepare budgels that are aligned to the
sirategic objectives of the Institution

Address complex budgeting and
financial management concemns

Put systems and processas in place to
eahance the quality and integrity of
financlal management practices
Advise on policies ang proceduras
reganding asset corirol

Promole National Treasury's regulatory
framawork far Financial Managemant

S SUPERIOR ..
Develep planning fo0ls ip assist in
evaluating and monttoring future
expenditure trends

Set budgal framewsrks for the institution

Sel sirategic direction for the institution
on expenditure and other financial
processes

Build and nurture parinerships to
improve financial management and
achiova financial savings

Aclively identify and implement new
methods to Improve asset control

Display professionalism in dealing with
financlal data and procasses
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CLUSTER: L
'COMPETENCY RAME ;

*COMPETENGY DEFINITION :

o BASC
Display an awareness of change

intarventions and the benefits of
transformation lnigatives

Able to identify basic needs for change

Identify gaps between the cument and
desired state

Identify potential risk and challenges to
transformation, including resistance lo
change factors

Paricipate in change programs and
piloting change interventions
Understandg tha impact of change

Interventions on the institution wilhia the
broader scope of local govemment

LEADING COMPETENCIES

Change Leadership

Perform an analysis of the change
impact on the social, political and
|econemic environment

Maintzln ¢alm and focus during change

Able to assist leam members during
change and keep them focused on the
deliverables

Volunteer te lead change efforls oulside
of own work team

Able to gain buy-in and approval for
change from relevant stakeholders

Identify change readiness levels and
assist in resolving resistance fo change
factors

Design change inferventions that are
aligned with the institution's strategic
objectives and goals

Ablete diract and initiate Institutional transformatian on all levels In order o successfully drive and Implement naw Inltiatives
and deliver professional and quality services to the community

Actively monitor change Impact and
results and convey progress 1o relevant
stakeholders

Secura huy-in and spansership for
change initiatives

Continuously evafuale change strategy
and design and intraduce new
approaches {0 enhance the inslitution's
effeciiveness

Buiki and nurlurz relafionships with
various stakeholders (0 eslablish
stralegic allianca in facilitating change
Take the lead in impactiul change
programs

Benchmark change interventions
against best change practices

Understand the impact and psychology
of change and put remedial
interventions In placa to faciiitate
effective ransformation

Take calculated risk and seek new ideas
from best practice scenarics and idenlify
the potential for implemerntation

 Sponsorc

gen and aea B
netwark of change leaders who support
the interventions

Aclively adapt cument structures and
processes 1o incomerate the change
interventions

Mentor and guide team members on the
efiects of change, resisiance Taciors and
how to integrate change

Motivate and inspire ofhers arund
change iniliatives
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CwsTER: T LEADING CONPETENCIES
_COMPETENCYNAWE:

Governance Leadership

@ Ableto promote, direct and apply professionalism In managing risk and compliance requirements and apply a thorough understanding of governance
practices and abfigations. Further, able to direct the conceptualisation of relevant palicies and enhance cooperative governance relationships

HEVENEN

COMPETENCY DEFENITJDN o

Display a basic awareness of gk,
compliance and govermance factors but
fequire guidance and developrent i
Implementing such requirements
Understand the structure of cooperative
gevernment but requires quidance on
faslering workable relationships
between stakeholders

Provide input into policy formulation

Display a thorough understanding of
govemance and risk and compliance
Tactors and implament plans to address
these

Demonstrate understanding of the
techiniques and processes for optimising
tisk faking decisions within the institution

Actively drive poficy formulation within
the institution to ensure the achievement
of objectives

Institubional objectives and drivers

Ideniify, analyse and measure rigk,
create valid risk forecasts and map risk
profiles

Anpy risk contro! methodoiogy and
approaches to prevent and reduce risk
that impede on the achievament of
Instifutional objectives

Demonsirate a themugh understanding
of disk retention plansg

Identify and implement comprehensive
fisk management systems ard
pricesses

Implernent and monitor the Tormulation
of palicies, identify and analyse
consiraints and challenges with
Implementation and provide
recommendations for Improvement

Damanstrate a high level of commament
in complying with govemance
requirements

Implement govemance and compliance
siralegy to ensure achievement of
institutional objectives within the
legislative framework

Able to advise loca government on rigk
rmanagement, best praclice interventions
and compliance management

Able lo forge posilive relationships on
cooperative govemance level to
enhance the effectiveness of local
govemment

Able Yo shapa, direct and drive the
fosrmulation of policies on a macy favel
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1 core COMPETENCIES
j Moral Competence
B Able to identlfy mora! triggers,

'COMPETENCYNAWE:
. COMPETENCY DEFINITION :

BASC -
Realisa the impact of acting with
integrity, but requires guidance and
development in implementing principles
Follow basic rules and regulations of the
institution

Able to identify basic moral situations,
bul requires guidaace and development
in understanding and reasoning with
moral intent

COMPETENT
Conduct self in alignment with the

valuas of iocal govemment and tha
Institution

Able to openly admit own mistakes and
weaknesses and seek assistance from
others when unable {o defiver

Actively report fraudulant activity and
coeruption with local govemment

Understand and hoaor the confidential
nature of matters without seeking
personal gain

Able to deal with siluations of conflict of
interest promptly and in the best inlerest
of locaf govemmeant

ANC g
develop and apoly measuses of
self-correction

Able to gain trust and eespect through
gligning actions with commitments

Maka propasals and recommendations
that are transparent and gain the
approval of relevant stakeholders

Prasent values, befiefs and ideas that
arg congruent with the Instifuiion's niles
and regulations

Takes an aclive stance against
conuption and dishonesty when noled

Actively promote the value of the
institution to intemal and external
stakeholders

Able to work in urity with a leam and not
seek personal gain

Apply universal moral priaciples
consistently lo achieve moral decisions

' SUPERIOR

Create an environment conducive of

moral practices

Aclively develop and implerment
measires 4 combat fraud and
comuption

Sat Integrity siandands and shared
accountability measures across the
institution te support the objectives of
focal government

Take responsibility for own actons and
decisions, even if the consequences are
wniavorable
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GLUSTER: . - < T B | CORE COMPETENCIES
GOMPETENCY NAME:

Planning and Organising

Able to plan, prioritise and organise Infarmation and resources effectively to ensure the quality of service delivery and bulld efficient contingency
pfans to manage risk

COMPETENCY DEFINITION: ~

BASC. LT
Able to follow basic plans and omanise
tasks around set objectives

Undersiand the precess of planning and
arganisiag but requires guidance and
development in providing detalleg and
comprehensiva plans

Able to follow exisling plans and ensure
that objectives are met

Focus on short-tem objectives in
developing plans and actions

Arange information and resources
required for a task, but equire further
structure and organisation

clively and appopziately omanise
information and resources required for a
{ask

Recognise the urgency and importance
of tasks

Batance shod and iong-term plans and
goals and incosporate inte the team's
performance objectives

Schedule tasks o ensure they are
performed within budget and with
efficient use of ime and resources

Measures progress and monitor
perfomance results

Able to define institutional objectives,
davelop comprehensive plans, kntegrale
and coordinate activifies and assign
appropriate resources for succassful
implamentation

Identify in advance required stages and
aclions 10 complele tasks

Schedule realistic imelines, objeclives
and milestones for iasis and projecls

Produce clear, detailed and
comprehensive plans lo achleve
institutionaf objectives

Identily possible risk factars and design
and implement appropriate contingency
plans

Adap! pfans in fight of changing
circumstances

Prigritise lasks and projects according to
their relevant urgency and importance

Focus on bad stegie a Initiatives
when developing plans and actions

Able to protect and forecast short,
medium and long tamm requirements of
the instilution and local govemment

Translate policy into relevant projects to
facilitate the achievement of instifutionat
abjectives
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CLUSTER: i bl core compeTenciEs
_COMPETENCYNAME: - B /nalysis and innovation

RS Ablo to critically anatyse information, challenges and trends to estabiish and implemont fact-based solutions that 2re innovatlve to improve
COMPFTENCYDEEINI_T'ON_ T institutlonal processes in order to achieve key strateglc objectives

OMPETEN

Understand the basic operation of Demonstrate loglcal problem solving Coaches leam members on analytical Demenstrate complex analytical and
analysis, but lack detall and techniques and approaches and provide and innovative approaches and probilem solving approaches and
thoroughness raiionale for recommendations techniques techniques
«  Able to balance independent analysls +  Demonsirale objectivity, insight and ' Eng!aygze Mm: ppmﬁm mdw:duais " ) gn’:ﬁgca;?::; ifr:cr;mbasedm wpnrmive °
: " - e analysing and resohving complex 1 lem
wilh requesting assistance from others theroughness when analysing problems problems 1 come solving
»  Able to break down complex problems " " . . «  Analyse, recommend solutions and
. R_ecgmrrend new ways to perform fasks into manageabie parts and identify »  Identity solulions on varius areas in the monitor trends in key challenges 1o
withls 0wt function solutions instiuton prevent and manage occumence
»  Propose simple remedial inlerventions +  Consult Intemal and external . . _Creale an envirpnment that fosters
that marginally challenges the stalus stakehoiders on opportunties to imprave * E]?J"“Laoial“h: :;"gte";ﬁt new ideas innavalive thinking and follows a
qu prcesses and service delivery ug v leaming organisation approach
+  Lislen {0 the ideas and perspectives af +  Cleary communicate the benefits of new «  Able lo gain approval and buy-in for »  Baathought leader on innavative
others and explore opportunities i oppartunities and innovative solutions proposed interventions from relevant customer service gelivery and process
enhance such innovative thinking and stakeholders stakeholders oplimisatien
. «  Play an active role in sharing best
*  Conlinuausly identfy opportunities to * Id;giysl?n%d:emﬁige and fn practice solutions and engage in
enhance intemal processes o ot ery nalional and Intemational lacal
propose institutional application govemment seminars and conferences
+  ldenbfy and analyse opportunites «  Conlinuously eagage in research to
conducive to innovalive approaches and identty client needs
proposa remedial lntervertion

- 10 -
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clstER: T I CORE COMPETENCIES
COMPETENCYNAME: ‘

Knowledge and Information Management

Able to promote the generation and sharing of knowledys and information through various processes and media, in orderto
enhance the collective knowledge base of focal wovernment

- COMPETENGCY DEFiﬂIT!QN H

. BASIC

Collect, calegorise and track relevant

information required for specific tasks
and projects

Analyse and interpret information to
draw conclusions

Seek new soures of information lo
increase the knowledge base

Regularly share information and
knowiedge with intemat stakeholders
and team members

- ACHIEVEMENT

se apppn'ale lnraon systems
and tachnology 1o manage institutional
knowledge and information sharing

Evaluate data from varicus sources and
use informaticn effectively 1o influence
decisions and provide solutions

Actively create mechanisms and
sinuctures for sharing infermation

Use external and Internal resotrces to
research and provide refevant and
cutiing-edge knowledge to enhance
Institutional effectiveness and efficiency

Effectively predict future infarmation and
knowledge maragement requirements
and systems

Davelop standards and processes 1o
meet future knowledge management
needs

Share and promole best-practice
knewledge management across various
Institutions

Eslablish accurale measures and
meniloring systems for knowledge and
information management

Create aculture condutive of leaming
and knowledge sharing

Hold regutar knowledge and information
sharing sessions to eficit new ideas and

share best practice approaches

- SUPERIOR . o
Create and support a vision and tulure
where team members are empowerad fo
seek, galn and share knowledge and
information
Estabiish partnerships across local
govemment to facilitate knowledge
management

Demanstrate a mature approach

Recognise and exphit knowledge points
in inferaclions with intenal and external
stakehoiders

- 11-
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CLUSTER: .~ CORE COMPETENCIES
COMPETENCYNAME: .

il Communication

H Ablzto share information, knowledge and ideas In a clear, focused and concise manner appropriate far the audlence in onder to effectively convey,
persuade and influence stakeholdars to achieve the desired outcome

-COMPETENCY DEFINITION : .

_ BASC. ‘

Demons!ratﬁ an I:nder:;a;,n?ln? for +  Express ideas toindividuals and groups +  Effectively communicate high-risk and *  Regarded as a specialistin negotiations
communicalion levers and tools in formal and iformal settings in a sensifive matters Lo relevant and representing the Institution
%?g?ﬁé‘;;‘g:ﬁﬂiﬁ;% sl::ih ools manner that is interesting and motivating slakeholders
Express ideas in a ¢lear and focused Abfe Jo undesstand, tolerate and § . Able o inspiﬁa and metivale olhers ]
mancer, bul does not aways tzke fhe appreciale diverse pefspectives, gfa“lfg; awel-dafined communication hrough positive communication thal is
audients into consideration affitudes and befiels impactful and relevant

; . i ] Creates an environment conducive to

Adapt communication cantent and style Balance political perspeciives with fransparent and produciive

Disseminate and convey infarmation
and knowledge adequately

1o suit the audience and facilitate
oplimal information transter

Deliver content in a manner that gains
support, commiiment and agreement
from relevant stakehciders

Compile clear, focused, concise and
well-structured written documents

institutional needs when communicating
viewpains on complex issues

Able fo effectively direct negotiations
anound complex

Market and promote the institution to
external stakeholders ang seek to
enhance a positive image of the
Institution

Able lo communicate with the media
with high levels of moral campetence
and discipline

communication and critical appreciate
conversations

Ablg fo coordinate regotiations at
different levels within acal govemment
and extemally

-12-
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{ CORE COMPETENCIES
| Resuts and Cuality Focus

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

IEVEMENT LEVELS

CLUSTER:
- COMPETENCY NAME :

COMPETENCY DEFINITION

CBASIC
Undersiand quality of work but requires

guidance in altending to important
maters

Shew a basic commitrment to achieving
the correct resulis

Proguce the minimum level of resulls
required in 1he role

Produce cutcemes that is of a good
standard

Focus on the quantity of output but
requires development in incomoraling
the quality of work

Prduce quality work in general
circumslances, hut fails to maet
axpectation when under préssure

OMPETENT
Focus on high-priosity actions and does
nat become distracted by lower-priority
activilies
Display firm commilment and pride in
achieving the carvect resulls

Sel quality standards and design
processes and tasks around achieving
sei standards

Praduce output of high quality

Able to balance the quantity and quality
and quality of resulls in order to achieve
objectives

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

-ADVANCED -

Consistentiy verify own slandard and .

outcomes to ensure quality outpul

Focus on the end zesult an avoids
belng distracted

Demonsirate a detarmined and
commilted approach te achieving resulis
and quality slandands

Foflow task and projects through to
campletion

Sel chalienging goals and objectives o
self and team and display coramitment
lo achleving expectations

Maintaln a focus an geality outputs
when placed under pressure

Establishing instifutionat systems for
managing and assigning work, defining
responsibilitles, tracking, menitoring and
measuring success, evaluating and
valuing the work of the institution

CSUPERIOR ' .
Coach and guide others to exceed
quality standands and resulis

Develop challenging, client-focused
geals and sets high standards for
personal performance

Commit fo exceed the results and
quality standards, monilor own
perfarmance and Implament remedial
interventions when required

Work with leam o set ambitious and
challanging team goals, communicating
long- and short term expectations

Take appropriate risks to accomplish
goals

Overcome setbacks and adjust action
plans fo realise goals

Focus people on crifical activiies that
yield a high impact

-13-
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Personal Development Plan
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— e .
_ : A i g K opportunity
Skils Performance Suggested ;. . treated to practice

.. _G;p o Sttt fopme .T[me.Fran?esﬁ.:.Ski|!{devé[qpm§ﬂ_tarea_.f

Signed and accepted by the Employee

»

L v / Cd

Date: 02/ Z/Ay‘;’g/;.

Signed by the Municipal Manager on behalf of the Municipality

Date: D)/ bZé/‘/ O)U/;z




