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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

Bitus Kapp, the Manager; Corporate Services (herein and after referred as Employee) for
the period 1 July 2017 to 30 June 2018

Where as

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 between the parties, requires the Parties to conclude an annual
performance agreement;

The Parties wish fo 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.

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

21

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 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 2017 and will remain in force
until 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;

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 ionger
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.
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4.

41

42

4.3

4.4

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

4.21 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:;

4 )
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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;
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6.4

6.5

6.6

6.7

6.8

The Employee’s performance will also 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 KPIs 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 KPI 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

6.6.4 An overall score will 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) 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 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 6.6.4 and 6.7.3 above: and

8.8.2 Such overall rating represents the outcome of the performance

appraisal.
Manager:t—j MM:
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6.9  The assessment of the performance of the Employee will be based on the
following rating scale for KPis:

L BTS84 1 A L L Y SR A 301 S Sy

5

Tutstanding  Performaace Folly eflective Mot Fufly Urseepptohle
pesfarmance signifoentdy edfective performance
abrree
axprctations

Terminology Description

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

Qutstanding achieved above fully effective results 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

zg:t‘i’gmm"n‘;fe in the job. The appraisal indicates that the Employee has
above y achieved above fully effective resuits against more than half of

the 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 results 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 aimost all of the
Unacceptable performance criteria and indicators as specified in the PA and
performance Performance Plan. The employee has failed to demonsirate the
commitment or ability to bring performance up to the level
expected in the job despite management efforts to encourage
improvement.

expectations

Not fully effective

7 4
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6.10

6.11

The assessment of the competencies will be based on the following rating
scale;

Basic Competentd Advanced® Superior

Achievement
Level

Description

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

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

Superior

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 Committee (Portfolio Chairperson),
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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 document a summary of the
discussions; and

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

7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2
7.3

7.4

7.5

The performance of the Employee in relation to his performance agreement
shall be reviewed 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
1 July - Beptember
2 Qctober - December

January ~ March

Hw

April - June

The Employer shall keep a record of the 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 reascnable changes to
the provisions of Annexure A from time to time for operational reasons. The
Employee will be fully consulted before any such change is made; and

The Employer may amend the provisions of Annexure A whenever the
performance management system is adopted, implemented and/or
amended as the case may be. In that case, the Employee will be Tully
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 will be fully
consulted before any such change or plan is made.
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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 fto 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;
e T
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12.

11.2

1.3

11.4

The payment of the performance bonus is determined by the performance
score obtained during the 4" 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 hisfher evaluated performance
for the period of actual service; and

The Employer wiit 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 OUTCOMES

12.1

12.2

12.3

12.4

Where the Employer is, any time during the Employee’s employment, not
satisfied with the Employee’s performance with respect fo any matter dealt
with in this Agreement, the Employer will give notice to the Employee fo
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 wili confer with a view to
resolving the dispute or difference; and

In the case of unacceptable performance, the Employer shali —

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

12.4.2 After appropriate performance counseliing and having provided the

necessary guidance andfor support as well as reasonable time for
improvement in performance, the Employer may consider steps to

n @
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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

141

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.

12 ) \
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Thus done and signed @a&\:@e\i\ on the gQ—_ day of July of 2017.

AS WITNESSES:
0
1. Wil
, [CIPAL MANAGER
2. o J&Mfif

S
"

Thus doneand signed Qﬁ_ﬁ\')pﬁq on the @sk day of July of 2017

AS WITNESSES:
MANAGER
2.

13
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Performance Plan

Manager: Corporate Services
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The Performance Plan sets out:

a) Key Performance Araas that the empioyee should focus on, performance objectives, 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 senier managers, R21 of 2014.

Performance shouid 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 scale of 1 — 5 as outlined in paragraphs 6.9 — 6.10 of the agreement;
c)

In the instance where an indicator do not have a target or is not applicable due fo valid reason or where the performance coutd not be delivered for a valid

reason outside of the control of employee, the indicator will not be evaluated, the weighting will be cancelled and the score total will be re-calculated to calculate
the final score;

d} The employee must submit his/her assessment of hisfher own performance 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 mat within the agreed timeframe are described below.
The assessment of these performance indicators will account for eighty percent of the total employee assessment score.

Ratio

e .-Nalio'nal_i.iPA e

Welght

SDBIP ””“‘:irf::gs'ua.?uﬁo"r‘]‘:f""“ Manage and achieve 90% of the KPIsolthe |  S0% of the KPI's of the sub directorate have 3
Graph sub-directorate: Corporate Section been met as per Ignite Dashboard report
Davelopment
sppip | MUNICRE TEISIOMEN | \ionage and actieve 903 of e KPFs afthe | 90% of the KPHs of e sub drecorale have wn | o | o w1 3
Graph sub-directorate: Community Section been met as per Ignite Dashboand repart °
Development
Municipa! Transformation Submil the Workplace Skills Pian and ATR " .
SE and Institufonal ¢Annal Trairing Report to LGSETA by 0 Apri | Workplace Sl igggf\ART submitied to 0 0 0 1 2
Deveicpment 2018
Municipal Transformation , " .
T2 and Inttutional Reviewed tho orgﬁaggjmazfgj?;ubmu o Countil | Roviewed organngram subrited to Council 0 6 0 1 !
Develapment Cuplicafion
Tha percantage of the Municipality's personnel
Munkdipal Teansformation budgat actually spent on implementing its % of the Municipality's perscnnel budget spent
L4 and Institstional workplace skills plan by 30 June 2018 [(Actual | on tralning (Actual amount spent on training/total 0% 0% 0% 050% | 4
Davelopment amount spent on tralningotal operational operational budgel)x100
budget}x 100
. " Limil the vacancy rale to less that 10% of
Tis M”"':ﬁ’:ﬂs'fi‘;m""" budgetd post by 30 Jun 2018 (Nurtberof | S6vecancy ot o budgetsd posts umberal | 1o | - - %
Development posis filled/Tolal number of budgeted pests filled/Zotal aumber of hudgeted posisix100 o
P posisix100) 4
Good Governance and
L6 Pubiic Particlpation Establish a call centre by 30 June 2018 Call centre established by 30 June 2018 L} 0 Q 1 3
Good Govemance and Submit the Dralt Arnual Perormance Report to .
L7 Putiic Pariiipalion the AG by 3% August 2017 Draft Annual Repost submitled io the AG 1 0 1] ] 2
Good Govemance and Submit the Draft Annual Report to Council by 31 .
L8 Public Partcipation January 2018 Draft Annual Report submitted to Council 0 0 1 1 2
19 Lecal Economic Review the LED strategy and submit fo council Reviewed strategy submitted to council by 30 0 0 0 1
Development by 30 June 2018 June 2018 2
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Local Econpimic Slgr afeasa agreement with the Investor or the
Lo Develapment development of a theme park by 34 March 2018 Lease agreemeat signed by 3 March 2018 0 0 L 0 2
Spent 0% of the maintenance budgel for Spart
\ and Recreation by 30 Juna 2018 ({Actual % af the budget spent {(Actuat expenditure
Lk Basic Service Delivery expenditure divided by the approved divided by the appraved budgath100) 0% 0% 0% o
budget}x190) 4
Spend 100% of the Fbrary geant by 30 June 2018 | y .
. h A % of the library grant spent {{Actual expenditure
¥L12 Basic Servica Delivery {{Actual expenditure divided by the approved divided by the approved budgaty100) 0% 0% 0% 100%
buxdget)x 100) 4
. . . Submit the reviewed the Disaster Management ' !
L3 Basic Service Delivery Planto Council by 31 March 2018 Reviewed Disaster Management Plan submitied 0 9 1 0 2
TL14 Basic Service Delivery Estabiish a muicipal pound by 30 June 2018 Municipal pound established by 30 June 2018 0 0 [ 1 2
L1 Basic Servics Delvery | DCveiopanew mmf:ﬁgzsgfa“’rmes“e’g BY 30 | oy cametery site ceveloped by 0 June 2018 | 0 0 0 1 4
: . Submit a business plan for the demalifen of 190 .
TL16 Basic Service Delivery Tioksvile houses to COGTA by 31 March 2018 Business plan submitted by 3t March 2018 0 ] 1 0
Good Govemance and Review \he Communication Strategy and subrmit - )
L7 Public Participation o cauncil by 31 March 2018 Sirategy submitted to touncif by 31 March 2018 0 ] 1 0 2
TL18 Good Govemance and Compile quartesty external newsletiers Number of extemal newsletlers compiled 1 1 t 1
Public Participation pe quancrly 3
Good Govemance and Submit the reviewed IDP ta Councit by the 31 -
Te19 Pyblic Participalion March 2018 Reviewed IDP submitted 1o Council ] 0 1 0 "
Murigipal Transformation -
o Conduct monthly meetings with fine managers "
D55 and Institutional monihly (sxcluding December znd January) Number of mestings conducted 3 2 4 3
Development ”
Municipal Transformation
DS6 and Institutional Submit quartedy management reports fo the MM Number of reports submitted i 1 1 1
Davelopment n
Municipat Transformation i ’
D57 and Institational S”"‘““i; Quartery Fopor ,‘S"Dg‘l’;"c“ an Number of regorts subitied 1 1 : 1
Davalopmant P 2
; . . Bubmit a request to CoGTA by 31 Decomber .
D58 Basic Sarvice Delivery regarding the Lnbacking of housing projects Numnber of requests submitted 0 1 1 0 9
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ReiNo . -NaionalKPA

Municipal Transformation . i
059 and nsttutional Subrit the reviesed rganogram 1o Councilty | Reviewed arganogram submited fo Couril 0 1
Development 3
D50 Municipal Financlal Viability Subryit reviewed budget related policies o Reviewed budget related policies submitied to 0 q
and Management Couneil by 31 March Council P
Municipal Transfermatian Conduct a workshop on disciplinary procedures v
DAt and Instilutional Tor manayers and middle management by 31 Workshop conducted on disciplinary procedures 1 0
Development December 2017 3
Municipal Transformation _— .
D62 and Institstianal Conduct an orgamsat:oﬂaa] planeiing session by Organisational planning Session conducted 0 1
Developrment Y 4
Local Economic Conduct a session with potential investors by 31 )
D63 Develapment December Session with potential Inveslors conducted i 0 4
TOTAL 80
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The competencies required from employees prescribed in the Regulations on the appointment and conditions of employment of senior managers, R21 of 2044. The

COMPETENCIES

assessment of these competencies will account for twenty percent of the total employee assessmeant scora.

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

LEADING COPETENCIES

Provide and direct a vislon for the institution, and insplre and deploy others ta deliver on the strategic institutional mandate. It includes:
+«  Impact and inflience

»  Procass design and improvement
»  Change impact monilaring and evaluation

Straleglc direction and leadership +  Instiutional performance management 167
+  Strategic planning and management
+  Omanisational awareness
Effectively manage, inspire and encourage people, respect diversity, optimise talent and build and nurture retationships in order to achieve institutional
chjectives. It includes:
e Human capital planning and development
People management «  Diversity management 167
«  Employee relations management
»  Megotiation and dispute management
Able to understand program and project management methodology; plan, manage, monitor and evaluate specific activities ia order to deliver on set
objectives, 1l includes: ’
Programme and project management + Prograim and project planaing and implementation 167
«  Sanice dalivery management
o  Program and project monitoring and evaluation
Able to compile, plan and mznage budgets, contro! cash fiow, Institute financial isk management and administer procurement processes in accordance
with recognised financial prastices. Further to ensure that all financial fransactions are managed in an ethical manner. Itincludes:
Financlal management »  Budget planping and execution 167
»  Financlal strategy and defivery
s Financial reporling and delivery
Able to diract and inibiate transfornation on 2!l levels in order {o successfully drive and implement new inifatives and deliver professicnal and quality
services 10 (he community, # includes:
Change leadership »  Change vision and slralegy 167
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-Competency* .+

Able lo promote, direct and apply professionalism in managing risk and compliance requirements and apply a thorough understanding of governance
practices and obilgations. Further, able to direct the conceptualisation of relevant policies and enhance cooparative govemance relalionships. It includes:

Govemance leadership *  Policy formulation 167
*  Riskand compliance management
*  Cooperative govemance

GORE COMPETENCIES
Mora! competence Able fo ideatity moral triggers, apply reasoning that prometes honesty and iegrity and display behaviour that refiects moral competenice. 167
Planning and organising al;l: at;epﬁ;, priorilise and organise information and resources effectively to ensure the quality of service gelivery and bulld efficient contingency plans ta 167
; . Able to critically analyse information, challenges and trends o estabiish and implement fact-based solutions that are innovative to improve Institwtionat
Analysis and innovaton processes in order 1o achleve key strategic abjecives. 167
. Able 1o promote the generation and sharing of knowledge and information threugh various processes and media, s arder to enhance the collective
Knowledge and infarmation management knowisdge base of local govemment 1.67
Communication Able {o share information, knowledge and ideas ina Clear, focused arg concise manner appropriate for the audience in erder o effectively convey, 167
nersuads and influence stakeholders to achieve the desired gulcome, .
Results and qualily focus Able {o maintain high quality standards, focus on achleving results and objectives while censistency striving to exceed expectalions and encourage cthers 167

to meet quallty stancards. Further, to actively manitor and measure results and quality against identified objectives,

TOTAL 20
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d LEADING COMPETENCIES
Strategic Direction and Leadership

EIr—
COMPETENCY NAME:
COMPETENCY DEFINITION :

B Provide and direct a vision for the Instisution, and inspira and deploy others to deliver on the strategle instifutional mandate

e

Understand [nstitutional and
departmerta sralegic objectives, but
lacks the ability to inspire athers to
achleve sel mandate

Describe how specific tasks liak o
Instiutienal strategies but has imited
influence in directing a strategy

Has a basic understanding of
instilzonal pedormance managament,
but {acks the ability to integrate systermns
Inlo a collective whole

Dermonstrate basic understanding of key
decigion makers

instiion's stralegic mandate and sel
shjestives

Has a positive impact and influerce on
lhe morale, engagernent and
perticipation of leam members

Develop action plans to execute and
guide strategy

Assist in defining perfarmance
measures 1o monitor the progress and
effectiveness of the institution

Displays an awareness of institutional
structures and political faclors

Effectively communicale barriers to
execution to relevant parties

Pravide guidarice to al stakeholders in
the achieverment of the strategic
mandale

Understand the aim and chjectives of
\he instilution and relate it to own work

Gie Ereclln toa t | re!ns n .

and alignment to stralegic inlent

Display in-depth knowledge and
wnderstanding of strategic planning

Align strategy and gaals acr0ss ai
functional areas

Actively define performance measures
te monitor the prograss and
effectivenass of the inslitutian

Congsisiantly challenge strategic plans to
ensure velavance

Understand institutional structures and
political factors, and {he consequences
of actions

Empower others to follow the sirategic
direclion and deal with complex
situations

Cuide the institution through complex
and ambiguous concem

tUse understanding of power
relationships and dynamiz fensions
amang key players to frame
communications and develop strategles,
positions and alllances

Evaluate all activities lo determine value | " Stchee

SUPERIOR .+ 1
and position the insttution o
local govemment priorities

Aclively use in-depth knowiedge and
enderstanding to develop and
Implement a comprehensive institutional
framawork

Hold self-accountable for strategy
execution and resuits

Provide Impact and influence through
bulding and maintaining strateglic
relatienships

Create an environment that facilitates
loyalty and innovation, Display a
superior level of self-discipline and
integrity in actions

Infegrale various systems inia a
collective whole to oplimise institufional
performance management

Uses understanding of competing

interests fo maneuver successfully fo a
winfwin outcome
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CLUSTER: - S ': o LEADING COMPETENCIES
;GSE;TENQYNAME__: R | People Management

B Effectivaly manage, inspire and encousage people, respect diversity, optimise talent and bulid and nuriure relatlonships In order to achieve

.COMPHENCYDEFlNiTION.: d institutional objectives

| eAsc. © ¢ SUPERIOR .,

ADVANCED -
o Parficipate In team goaisetiing and Seek opportunifies to increase leam tdentify ineffective team and work Develop and incorporate bes! practice
problem salving contribution and respansibility processes and recommend remedial peaple management processes,
interventions approaches and toals acruss the
Institutan
«  Interact and collaborate with peaple of +  Respect and support the diverse nature «  Recognise and reward effective and «  Fosler a culture of dlscipine,
divarsa backgrounds of others and be aware of the benefits of desired behavior responsibility and accountability
adiverse approach
s Aware of guidelings for employee »  Effectively delegats tasks and empower =  Provide mentoring and guidance o »  Ungerstand the Impact of diversity In
development, but requires suppert In others to increase cm_&trihmion and otherg in order to increasg personal p_edur(nanee and acﬁve?y ir!co{parale a
implemenling davelopment initiatives execule functions optimally effectiveness diversity stralegy in the institution
e Apply relevant employee legislation «  |dentfy development and leaming needs »  Develop comprehensive integrated
falily and consisiently within the teant strategies and approaches fo human
capital development and management
»  Effectively identify capacity +  Inspire a culture of peformance o Actively identify trends and pradict
requirements to fulfil the strategic excelience by giving positive and capacity requirements 1o facilitate
mandate consinsctive feedback 1o the team unified transition and perfermance
management
»  Achieve agreemsant or consensus in
adversarial environments
*  Leadand unile diverse teams ac1oss
divisions to achieve institutional
ohjeclives

Y@



Annexure B 2017/18

CLUSTER: ~ . LEADING COMPETENCIES
COMPETENCYNAME:. .

4 Program and Project Manzgement

# Ablato understand program and preject management methodology; plan, manage, monitor and evaluate specific activittes in order to deliver on set

COMPETENCY DEFINITION: -~ | ojectivas

BASC

Initiate projects after approval from
higher autherities

Undesstand procedures of program and
project management methodology,
implications and stakehalder
invoivement

Understang the rational of projecls in
relation to the institution's stralegic
objectives

Document and communicale factors and
fisk assotiated with own wark

Usa resulis and appmaches of
suctessiul project implementation as
guide

Esiablish boad stakehoer involvement
and communicale ihe project stalus and
key milestonas

Define the rofes and respensibllites of
the project team and create clarity
around expectations

Find a balance between project deadling
and the quality of deliverables

Identify appropriate projecl resources lo
{acilhate the effective completion of the
defiverables

Comply with statutory requirements and
apply policies in a consistent manner

Monitor progress and use of resources
and make needed adjustments to
timelines, steps and resource allocation

Manage muiﬂp programs and balance
prionities and conflicts according to

institutional goals

Apply effective 7isk management
strategies through impact assessment
and fesource fequirements

Mocfify project scope and budgel when
required without compromising the
quality and objectives of the project
involva top-leve! authosties and refevant
stakeholders In seeking project buy-in

Identify and apply conternparary project
management methodology

Influence and mativate project team {o
deliver exceptional resulls

Manitor policy implernentation and apply
procedures o manage rgks

| SUPERIOR ]
Understand and conceptualisa the fong-
termimplications of deslred project
ouicomes
Diretd a comprehensive strateglc macro
and micro analysis and scape projacls
accondingly 1o realise insftutional
objeclives
Inflzence people In positions of authority
to implement outcomes of projects

Lead and direct iranstation of poficy into
workable action plans

Ensures that programs are monitored '
track progress and optimal resource
utilisation, and that adjustments are
made as needed
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JETEr (- FARIE R AR | - A0ING COMPETENCIES
COMPETENCYNaME: - . [EEERTTRE—
COMPETENCY DEEINITION : o - Adle to compile, ptan and manage budgets, contral cash flow, institute financial risk management and adminlster procurement processas In
. : accordance with recognised financlat practices, Further to ensure that all financlal fransaclions are managed in an ethical manner
_ : F HIEVEMENT LEVELS ' s T
. BASIC ~ 7 v : IMPETENT : < ADVANGED, * Lo : ' . -SUPERIOR . *
Understand baskc financial concepts and Exhibit knowledge of general firancial Take active awnership of planning, Develop planning toals to assist in
methods as they relate o institutional concepts, planning, bikigeting and budgeling and farecasting pricesses evaluating and moniloring futuse
processes and activities forecasling and how lhey interrelate and provides credible answers o expenditurg trends
queries within gwn respongibitity
«  Display awareness intg the varous = Agsess, identity and manage financial ¢ Prepare hudgets thal are aligned to the e Setbudget irameworks for the institulion
saurces of financiat data, reporéing risks strategic objectives of the inslitulion
mechanisms, financlal govemance,
processes and systems
«  Understand the importance of financial s Assume acost-saving approach to «  Address complex budgeting and »  Selstrategic direction for the inslitution
accountability financial management financial management concems on expendifure and other financial
processes
+  Undersiand the importance of asset »  Prepare financial reports based on «  Putsystems and processes in place to = Buikd and nurlure parirerships to
control specified formals erhance the quafily and integeity of Improve financial management and
financiai management praclices achieve financial savings
«  Considerand understand the financial *  Advise on policies and pmcedures s Actively identify and implement new
implications of decisions and regarding asset control methods fo imprave assel conlrel
suggestions
«  Ensure thal delegation and instructions »  Pmomole National Treasury's requlatory s Display professicnalism in gealing with
as required by National Treasury framework for Financlal Management financial data and processes
guidelines are reviewed and updated
= identify and implement proper
manitoring and evaluation practices to
ensure appropriate spending against
budget
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CuwsTR:
COMPETENCY NAVE

COMPETENCY DEFINITION :

L.BASIC o
«  Display an awareness of change

Interventions and the benefits of
transiomation Iniliatives

*  Able o identity hasic needs for change

»  Ideniify gaps between the curent and
degired state

s Identfy potential risk and challenges to
transformation, including resistance to
change factors

s Parlicipala in changs programs and
piloting change interventions

»  Undersiand the impacl of change
interventions on the Institution within the
broader scape of local govemment

LEADING COMPETENCIES

Change Leadership

ACHI

e chang
impact on the social, political and
econemic environment

Malntain caim and focus during change

Able lo 2ssist ieam members during
change and keep them focused on the
deliverables

Volunleer to lead change efforts oulside
of own work feam

Abla 10 gairs buy-in and approval for
change from relevant stakeholders

Identify change readiness levels and
assist in resolving resistance 1o change
faciors

Desiga change interventions that are
atligned with the institution's stralegic
abjectives and goals

" Aclively monitor change impact and

resuits and cormgy progress 1o relevant
slakeholders

Secure buy-in and sponsorship for
change initialives

Continuously evaluate change strategy
and design and introduce new
approaches lo enhiance the institution's
effectiveness

Build and nurture relationships with
varicus stakeholders fo establisk
strategic alliance in facilitating change

Take the lead in impactiul ¢hange
programs

Benchmark change Interventions
against best change practicas

Undersland the impact ang psychology
of change and put remediat
Intarventions in place lo facllitate
effective transformation

Take caloulated risk and seek new ideas
from best practice scenarios and identify
the potential for implementation

Able to direct and Initiate institutlonat transformation on alt fevels in order to successfully drive and implement new initiatives
and deliver professional and quality services to the community

o SUPERIOR

Spanser change agents and create a

network of change leaders who support

the interventions

s Actively adapt cument structures and
processes b Incorporate the change
Interventions

e Mentor and guide team members on the
effects of change, resistance factors and
how 1a integrate change

«  Motivate and inspize others around
change Initiatives
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cwster: L T S
COMPETENGY NAME : '

Governance Leadetship

B Able 10 promote, direct and apply professionalism in managing risk and compliance requiraments and apply a thorough understanding of governance
practices and obligations, Further, able to direct the concaptualisation of retavant policies and enhance cooperative governznce rlationships

S CHIEVEMENT | EVEL : : L
| BAsiC _ OMPETENT ADVANGED .~ SUPERIOR

COMPETENCY DEFINITION :

DCisplay & basic awarenass of risk,
compliance and govemance faclors but
requite guidance and development in
implementing such requirements
Linderstand the stuctura of cooperalive
govenment but requires guidance on
fostering werkable relationships
between stakeholders

Provide input into policy formulation

Dsp%ay athorough undiandmg f
govemance and risk and compliance
factors and implerment plans to address
these

Demenstrate understanding of the

{echmiques and protesses for optimising
risk taking decisions within the instituticn

Aclively deive pelicy Toriation within
the institution to ensure the achievement
of objectives

‘Abla bo fnk risk Inifaives Inta key
institutional objectives and drivers

identify, anzlyse and measure risk,
tenate valid risk forecasts and map risk
profiles

Apply risk control methodoiogy and
approaches to prevent and reduce risk
that impede on the achlevement of
institutional ehjectives

Demonstrate a thorough understanding
of fisk retention plans

Identify and implement comprehiensive
rish management systems and
processes

Implement and monitor the fomazlation
of palicies, ldentify and anatyse
constraints and challenges with
implementation and provide
recommendations for improvement

Demonsirale a high tevel of commiment
In complying with govemance
requirements

implement govemance and compliance
sirategy to ensure achievement of
institutional cbjectives within the
legislative framework

Able lo advise local goverment on rigk
management, bast practice interventions
and compliance management

Able to forge posilive refaionships on
cooperative governance level to
enhance the effectiveness of local
govemment

Able o shape, direct and drive the
forrmutation of policies on a macre leval
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o R R CORE COMPETENCIES
COMPETENCY NAME : R
COMPETENCY DEFINGTION :

Moral Competenca
| Able to identify moral triggers, apply reasoning that promotes honesty and Intagrity and consistently display behavior that reflects moral competence

BASIC

Realise the impact of acting with
Integrity, but requires guidance and
development in implementing principles

Faliow basic ndes and requiations of the
institution

Able te identify basic mora! situations,
but requires guidance and development
In understanding and reasoning with
moral intent

Conduct seli in alignment with the
values of local govemment and the
institution

Abile 0 openly admit own mistakes and
weaknesses and seek assisiance from
others when unable to defiver

Actively report fraudulent activity and
coruption with focal gevemment

Understand and honor the confidential
nalure of matters without seeking
persongl gain

Able o deal with situaticns of conflict of
imterest promplly and In the best inferest
of local govemment

Identily, deveio and apply measures of
self-comection

Able to gain trust and respect through
aligniag actions with commitments

Make proposals and recommendalions
that are transparent and galn the
approval of refevant stakeholders

Present values, beliefs and ideas that
are cangnuent with the Insitution's rules
and regulations

Takes an aclive stance agalnst
comuption and dishonesly when noted

Aclively promote the value of the
institution to infemal and external
slakeholders

Able o work In unity with a team and not
seek personal gain

Apply universal moral principles
consistently to achieve moral decisions

. SUPE o
Create an environment conducive of
moral praclices

Actively develop and implement
measums 1o combat fraud and
corruption

Set integrity standards and shared
accountablkty measures across the
Instition & support the objectives af
local government

Take responsibility for own acions and

decisions, even if the consequences are
unfavorable
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OLUSTER: L e—
'-COMPETENCYNAME; ) : Planning and Organising

Able to plan, prioritise and organise Information and resources affectively to ensure the quality of service delivery and bulld efficlent contingency
plans to manage risk

COMPETENCY DEFINITION ;

 ADVANCED - . SUPERIOR

BASIC c ] G EERINAL :
Adle to follow basic prans and organlse Actively and appropriately arganise +  Able fo define insfituBional abjectives, «  Focus on broad strateqies and Initiatives
tasks around set objectives information and resources required for a develop comprehensive plans, Integrate when developing plans and actions
fask and coordinate acfivites and assign
appropriale resourcas for succasshl
Implementation
*  Understand the process of planning ard +  Recognise the urgency and imporiance »  Identify in advance required stages and ¢ Ableio protect and forecast shor,
organising but requires guidance and of fasks aclions to complete tasks edium and long ter: requirements of
develapment in providing detziled and the instiliion anetlocal gavemment
tomprehensive plans
«  Able fo follow existing plans and ensure +  Balance short and long-term plans and *  Schedule reafistic imelines, objectives «  Tuanslate policy Into relevant projects to
that objectives are met goals and Incoporate into the team's and mitestones for tasks and projects facilitate the achievement of institutional
performance objectives objectives
*  Focus on short-term objectives in = Schedule tasks lo ensure they are *  Produce clear, detailed and
developing plans and actions performed within budget and with comprehensive plans to achleve
efficient use of time and rescurces Institutional objectives
e Amange infonmation and resources »  Measures progress and monitor *  ldentify possible risk faclors and design
requited for a task, but requlre further perormance resulls and implement appropriate contingency
structure and organisation plans
= Adapl plans in light of changing
ticumstances
*  Proritise lasks and projects accarding lo
thelr relevant urgency and importance
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[N ORI CORE COMPETENCIES
 COMPETENCY NAME ;

Bl Analysis and Innovation

fl Able to critically analyse information, challongas and trends to establish and Imploment fact-based solutlons that are [nnovative to improve

d institutional processes in order to achleve key strategic objectives
L - ACHIEVEMENT LEVI

COMPETENCY DEFINITION: .

.SUPERIOR

_ S - COMPETENT o ADVANG o SRR
s Understand the basic operation of = Demonstrate logical problem solving = Coaches ieam members on analytical »  Demonsirate complex analytical and
analysis, but lack detait and techniques and approaches and provide an innavative appmaches and problem solving approaches and
thoroughress rationafe for recommendations techniques techniques
s i i i i Create an envinonment condcive 10
Able to balance independent analysis Demonstrate objectivily, insight and Engagg vilh appropl:lale Individusals in fytical and fact-hased probl
. N . analysing and resolving complex analytical and fact-based problem
with requasting assistance from athers thoroughrass when analysing problems problems soiving
Atle to break down complax problems " " . s Analyse, recommend solutions and
Recammend new ways {0 perform tasks into manageable parls and Kently :de?t?:fg solutions on various areas in the monitor lrends in key challenges to
within own function solutions nstitton prevenl and manage cocurrence
«  Propose simple remedigl inferventions «  Consultintemal and external . +  Create an environment hat fosters
thal marginally chailenges the stalus stakehokless an opportudites lo improve . ;‘;0""“:;‘5;’:;‘3 :’n“s';'m;“ new ideas innovalive thinking and folows a
quo processes and service delivery g leaming organisation approach
«  Listen to the keas and perspectives of +  Cleary commynicate the benefits of new »  Able to gan approval and buy-in for *  Beathoughl leader on innovalive
ofhers and explare opparunities to opportunities and innovalive solutions propased inferventons from relevam customer service delivery and process
enhance such innovative thinking and stakeholders stakehoiders aplimisaion

»  Play an active role in sharing best
practice solutions and engage in
national and intemationaf local
govemment seminars and conferences

+  Idenlfy frends and best praclices in
process and service delivery and
propose institutional application

»  Conlinuously idenlify opportunities lo
enhance intemal processes

s Identify and analyse oppertunities «  Continuously engage in research 1o
ronducive Lo innovative approaches and ideritfy clieat needs

proposs remedial intervention

-10-
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COMPETENCY NAME :

COMPEFENCY DEFINITION :

BASIC .

Collett, calegorise and track relevant

infarmation required for specific lasks
and projects

Analyse and interpret information (o
draw conclusions

Seck naw sources of informatjon to
increase the Xnowledge base:

Regularly share Information and
knowledge wilh intemal stakeholders
and lsam members

CORE COMPETENCIES

Knowledge and Information Management

U rozial ifon systems
and technology to manage institutional
knowledge and infermation sharing

Evaluate dala from various sources and
use infprmation effectively to influence
decisions and provida solutions

Aclively create mechanisms and
structures for sharing information

Use extesnaf and inlemal resources lo
research and provide relavant and
culling-edge knowledge to enhance
institutional effectiveness and efficiency

Able to promote the generation and sharing of knowledge and information through varlous processes and meda, in order fo
enhance the collective knowladge base of facat govemment

Effestively predict future information and |

knowledge management requirements
and systems

Develop standards and processes fo
meet future knowledge management
needs

Share and promote best-praclice
knawledge management across various
institutions

Establish accurate measures and
monitaring systems for knowledge and
information management

Crezte a cutture conducive of learing
ant knowledge sharing

Hold regular knowledge and information
sharing sessions 10 elicil new ideas and
share bast practice approaches

Credte

. SUPERIOR .
and support a vislon and culture
where team members are empowered to
saak, gain and share knowledge and
information
Establish parinerships across local
govemnmment ko facilitate krowledge
management
Demonstrate a mature approach

Recognise and explolt knowledge points
in interactions with internal and external
stakeholders

-11-
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CLsTER: T CORE COMPETENCIES

COMPETENCY NAME: Communication

Able to shara information, knowledge and ideas in a clear, focused and concise manner appropriate for the audlence In order to effectively convey,
f| persuade and influsnce stakeholders to achiave the desired guicome

COMPETENCY DEFINTION
R L ACHIEVEMENT LEVEL

Basic

Demonstrate an understanding for
commuricalion levers and tools
appropriate for the audience, but
requires guidance i utlising such tools
Express ideas in a clear and facused

manner, bul does not always take the
audience into cansideration

Disseminate and convey information
ang knowledge adaguately

Expross ideas to individuals and groups

‘COMPETENT _:

I formal and Informal settings In a
manner thal is interesting and motivating

Able 1o understand, tolerale and
appreciate diverse perspectives,
atiudes and beliefs

Adapt communication content ang style
1o suit the audience and facilitate
oplimal information transfer

Defiver content in a manner that gains
support, commitment and agreement
from relevant stakeholders

Compile clear, focused, conclse and
well-sinzciured writlen documents

Effectively communicale high-sisk and
sensltive matters to relevant
stakeheiders

Develop a wel-defined communication
Strategy

Balance political perspectives with
Inslitutional needs when communicating
viewpoinis an complex issves

Able 1o effectively direct negotiations
around complex

Market ang promots the institution lo
exlernal siakeholders and seek to
enhance a posltive image of the
institution

Able to communicale with the media
vAth high levels of moral competence
and discipline

L SUPERIOR -

Regarded as a specialist in negatiations
and reprasenting the institution

Able to Inspire and motivate others
through pesitive communication that is
impactiul and relevant

Craates an environment conducive fo
transparend and productive
communication and crilica! appreciate
conversations

Able {0 coordinate negoliations at
differsnt fevels within lecal govemment
and exlernally

-12-
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LolY 1 P R | CORE COMPETENCIES
COMPETENCY NAME : e

Results and Quality Focus

Able to maintain high quakity standards, focus on achieving resulis and objectives while conslstently striving to exceed expectations and encourage
others to meet quality standards. Further, to actively monitor and measure results and qualily against identified objecllves

ACHIEVEMENT LEVELS'

COMPETENCY DEFINITION :

S BASC :
Undersland quality of work but requires

guidance In attending ta important
matiers

Show a basic commitment %o achiaving
the correct results

Pmduce the minimum level of results
required in he ol

Produce outcomes thal is of a good
standard

Focus on the guanlity of output but
requires davelopment in incorporating
the quality of work

Produce quality work in general
cicumstances, but falls to meet
expeciaticn when under pressure

ocus on high-priority actons and does
not become distracted oy lower-prority
activities
Display fim commitment and pride in
achieving the correct results

Setquality standands and design
processes and 1asks around achleving
set standards

Produce output of high quality

Able 1o balance the quantity and quality
and quality of resutts in order to achieve
ohjectives

Manitors progress, quality of work and
use of resources; provide status updales
and make adjustments as needed

ANCED

Consistently ri standards and
outcomes 1o ensure quality outpul

Facus on the end result and avoids
being distracted

Demanstrata a detemmined and
commitied approach to achieving results
and quality slandands

Follow task and projects through to
completion

Set challeaging goals and objectives 1o
self and team and display commifment
to achleving expectations

Maintain a focus on quality outputs
when placed under pressura

Estabiishing institutional systems for
managing and assigning work, defining
responsibiliies, tracking, monitoring and
measuring success, evaluating and
valying the work of the institution

Coh nd gide others to ex
quality standards and resulls

Develop challenging, client-focused
goals and sets high standards for
personal perfermance

Commil io exceed the resulis and
quality standards, monitor own
perfomance and implament remedial
Interventions when required

Work with team lo sl ambitious and
thalienging leam goals, cormmunicaling
lang- and short term expeclations

Take appropriate risks lo accomplish
qoals

Overcome seibacks and adjust action
plans to nsalise goals

Focus people on critical activities that
yiedd a high impact

=13 -
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-~ Skilis Performance reated to practice . - ot
kilidevelopment area -~ . =770 s

Signed and accepted by the Employee

Date: \-:X!-Ug\‘\\ Fe | ?-"\

ya

Si by the Municipal Manager on behalf of the Municipality

!

S ' ]
Date: &\ (‘-—S:‘J‘\)'\“ Dﬂ’ ‘eﬂ‘



