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Performance agreement made and entered into by and between

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

and

T Mosompha, the Director: Technical Services (herein and after referred as Employee)
for the period 1 July 2014 to 30 June 2015

Where as

. The Employer has entered into a contract of employment with the

Employee in terms of section 57(1)(a) of the Local Government: Municipal
Systems Act 32 of 2000 (‘the Systems Act”). The Employer and the
Employee are hereinafter referred as “the Parties”;

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

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

. The Parties wish to ensure that there is compliance with Sections 57(48)

and 57(5) of the Systems Act.

1. INTERPRETATION

1.1

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

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

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

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

1.1.4 *“the Employer” means Umsobomvu Municipality; and

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

2.1

2.2

2.3

2.4

2.5

2.6

2.7

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

To specify objectives and targets established for the Employee and fo
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 2014 and will remain in force
until 30 June 2015 where-after a new Performance Agreement shall be
concluded between the parties for the next financial year or any portion
thereof;

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

This Agreement will terminate on the termination of the Employee’s
contract of employment for any reason;

If at any time during the validity of the agreement the work environment
alters to the extent that the contents of the agreement are no longer
appropriate, the contents must by mutual agreement between the parties,
immediately be revised; and

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

PERFORMANCE OBJECTIVES

4.1

4.2

4.3

4.4

The Performance Plan (Annexure A) sets out —

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

41.2 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;

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

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

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

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

The Employee’s performance will, in addition, be measured in terms of
contributions to the goals and strategies set out in the Employer's
Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

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

The Employee accepts that the purpose of the performance management
system will be to provide a comprehensive system with specific
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53

5.4

55

56

5.7

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

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

The Employee underiakes 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:

& Service Deliveryand  y~mf
nfrastructure S pfé

& Municipal Transfermation
and [nstituzionat ¢
Developynent ' 0 /ﬂ

i Local Beonamic Development ) 'd}flﬁ’
& Municipal Financial Viability
and Manngement 1

g }5
= Good Governance, Public
Pzrticipation Accountability

and Transparency ; U Q’,
[

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

B People management

H Program and project management

H Financial management

i Change leadership

L Governance leadersip

K Merat competence

E Planning and organising

1 Analysis and innovation

LU ¥nawledge and information
managemant

.} Communication

# &esults and quality focus

PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

6.6

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

6.1.1 The standards and procedures for evaluating the Employee’s
performance; and
6.1.2 The intervals for the evaluation of the Employee’s performance.

Despite the establishment of agreed intervals for evaluation, the Employer
may in addition review the Employee's performance at any stage while
the contract of employment remains in force;

Personal growth and development needs identified during any
performance review discussion must be documented in a Personal
Development Plan as well as the actions agreed to and implementation
must take place within set time frames;

The Employee’s performance will be measured in terms of contributions
to the goals and strategies set out in the 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:
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6.8

6.9

6.6.1

6.6.2

6.6.3

6.6.4

6.6.5

Each KP1 or group of KPIs shall be assessed according to the
extent to which the specified standards or performance targets
have been met and with due regard to ad-hoc tasks that had to be
performed under the KPI;

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

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

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

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

Assessment of the Competencies:

6.7.1

6.7.2

6.7.3

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

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

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

Overall rating

6.8.1

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

6.8.2 Such overall rating represents the outcome of the performance

appraisal.

The assessment of the performance of the Employee will be based on the
following rating scale for KPls:
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Druzsbanding  Performance  fulby affectien Mot fully Unace egtahha
performance signifoantly elfuking perfutmance
abignee

SHpEELIsinng

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

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

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

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

Performance s 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
Not fully effective | 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 almost all of the
performance criteria and indicators as specified in the PA and

Unacceptable Performance Plan. The employee has failed to demonstrate the

performance commitment or ability to bring performance up to the level
expected in the job despite management efforts fo encourage
improvement.

6.10 The assessment of the competencies will be based on the following rating
scale:
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6.11

6.12

Poor Basic Competent Advanced Superior

Do not apply the basic concepts and m to proof a basi
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
deveilopment infervention.

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

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

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

Superior

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

6.11.1 Municipal Manager,

6.11.2 Municipal Manager from another municipality;

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

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

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

Dir.:_% MM: @)f
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6.13 The Municipal Manager will give performance feedback to the Employee

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

1. SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2

7.3

7.4

7.5

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

July - Septembaer Octabar 2014 (;nforal) B
2 October — December February 2015

3 Jdanuary - March April 2015 {nformal)

4 April - June September 2015

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

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

The Employer will be entitled to review and make reasonable changes to
the provisions of Annexure A from time to time for operational reasons.

The Employee will be fully consulted before any such change is made;
and

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

DEVELOPMENTAL REQUIREMENTS

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

9.1

OBLIGATIONS OF THE EMPLOYER

The Employer shall-

9.1.1 Create an enabling environment to facilitate effective performance

by the employee;
—
Ay Dir.:ﬁ] MM: @/
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9.1.2 Provide access to skills development and capacity building
opporiunities;

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

101 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
rewarding outstanding performance or correcting unaccepiable
performance;

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

11.3  The performance bonus will be awarded based on the following scheme:
Performance Rating Bonus Calculation:
0% - 45% Poor performance 0% of Total package

1
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12.

13.

11.4

11.5

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

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

The Employer will submit the total score of the annual assessment and of
the Employee, to full Council for purposes of recommending the bonus
allocation.

MANAGEMENT OF EVALUATION OUTCOMES

12.1

12.2

12.3

12.4

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

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

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

In the case of unacceptable performance, the Employer shall -

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

12.4.2 After appropriate performance counselling and having provided
the necessary guidance and/or support as well as reasonable time
for improvement in performance, the Employer may consider
steps to terminate the contract of employment of the Employee on
grounds of unfitness or incapacity to carry out his or her duties.

DISPUTE RESOLUTION

13.1

In the event that the Employee is dissatisfied with any decision or action
of the Employer in terms of this Agreement, or where a dispute or
difference arises as to the extent to which the Employee has achieved the
performance objectives and targets established in terms of this
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13.2

13.3

13.4

13.5

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

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

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

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

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

14. GENERAL

14.1

14.2

The contents of this agreement and the outcome of any review conducted
in terms of Annexure A may be made available fo the public by the
Employer; 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.

Thus done and signed at ﬂ@t@;{@ %@@C’k‘ on the %@ day July of 2014,

AS WITNESSES:

MUNICIPAL MANAGER

13
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Thus done and signed at_(_ (Y E&SEEE L~ onthe

day July of 2014
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Annexure B

2014715

Cluster

Leading Competencies

Competency Name

Sirategic Direction and Leadership

Competency Definition

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

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

SUPERIOR

« Understand
institutional and
departmental
strategic
objectives, but
lacks the ability
to inspire others
to achieve set
mandate
Describe  how
spacific  tasks

link (o]
institutional
strategies  but
has limited
influgnce in
dgirecting
strategy

+Has a hasic
understanding of
institutional
performance
management,
but jacks the
ability to
integrate
systems into a
coliective whole
Demonstrate a
basic
understanding of
key  decision-
rakers

L]

» Give direction o a
team in reslising the
institution’s  strategic
mandate and set
objectives

+ Has a positive impact
and influence on the
morale, engagement
and parficipation of
team members

» Davelop actions plans
to execute and guide
sirateqy
implementation

» Agsist in  defining
performance
measures to monitor
the progress and
effactiveness of the
Institution

» Displays an
awareness of
institutional structures
and political factors

s [zffectively
communicate barriers
to  execulion to
relevant parties

e Provide guidance (o
all stakehclders in the
achievermnent of the
strategic mandate

= Understand the aim
and objectives of the
institution and relate it
{0 own work

e Evaluate all activities io
determine  value  and
alignment o strategic

intent
= Display in-depty
knowledge and

understanding of strategic
planning

s Align strategy and goals
across all finclional areas

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

o Consistently challenge
strategic plans to ensure
relevance

« Understand  institutional
structures and political
factors, and the
conseguences of actions

» Empower others fo folliow
strategic  direcion  and
deat with complex
situations

e Suide the inslitution
through complex and
ambiguous concern

= ijse understanding of
powsr reiatiohships and
dynarnic tensions among
key players to frame
communications and
develop strategies,
positions and alliances

e Struclure and position
the institution o local
government priorities

s Actively use In-depih
kKnowledge and
understanding o
develop and implement
8 comprehensive
institutiona! framework

e Hold self accountable
for strategy execution
and resulls

s Provide impact and

nfluence through
building and
maintgining  sirategic
relationships

= Creale an envifonment
that faciitates loyally
and innovation Display
a superior level of self-
discipline and integrity

in actions
¢ Integrate various
systems inta a

coflective whole fo
optimise  institutional
performance
management

e Uses understanding of
competing inferests to
ManaeuvTe
successfully to @
winfwin outcome




Annexure B

2014715

Clusier

Leading Competencies

GCompetency Name

People Management

Competency Definition

Effectively manage, Inspire and encourage people, respect diversity,
optimise talent and build and nurture relationships in order to achieve
nstitytional objectives

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED 3 SUPERIOR
s Participate in | »Seek opportunities to | » ldentify ineffective team o Davelop and
team goal- increase team | and work processes and | incorporate  best
setting and confribution and | recommend remedial | pracfice people

problem
solving
sipteract  and
collaborate
with people of
diverse
backgrounds
s Aware of
guidelines for
employee
development,
but  reguires
support in
implementing
development
inifiatives

responsibility

sRespect and support
the diverse nalure of
othars and be aware of
the benefits of a diverse
approach

= Effectively delegate
tasks and empower

others t0  increase
confribution and
execute functions
optimally

e Apply relevant
employee tagislation

fairly and consistently
sFaciltate team goal-
setting and problem-
solving

= Effactively identify
capacity requirements
to fulfii the strategic
mandate

interventions

= Recognise and reward
effective and desired
behaviour

s Provide mentoring and
guidance fo others in
crder to increase
personal effeciiveness

o jdentify development
and learning needs
within the team

= Build a work

environment conducive
to sharing, innovation,
ethical behaviouwr and
professionalism
einspire a cullure of
performance excellence
by giving positive and
congtructive feedback io
the team

» Achisve agreement or
CONSENsUS in
adversarial
environments

slead and unite diverse
feams across divisions
to achieve institutional
chjsclives

management
ocesses,
approaches and
tools across the
institution

= Foster a culture of
discipling,
responsibiity and
accountability

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

+ Develop
comprehensive
integrated
strategies and
approaches to
human capital
gevelopment and
management

» Actively  identify

frends and predict
capacity
requiremsanis o
facilitate  unified
fransition and
performance

managemert




Annexure B

2014/15

Cluster

Leading Competencies

Competency Name

Program and Project Management

Competency Definition

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

deliver on set objeclives

ACHIEVEMENT LEVELS ~
BASIC COMPETENT ADVANCED SUPERIOR
Initiate projects Establish broad | » Manage multiple | ¢ Understand and
after approval from stakeholder programs and conceptualise
higher authorities iavolvement  and balance priorities the  long-term
Understand communicate the and conflicts implications  of
procedures of project status and according o desired project
program and key milestonas institutionat goals outcomes
project Define the roles Apply effective risk | Direct a
management and responsibilities management comprehensive
methodology, of the project team strategies  through strategic macro
implications  and and create clarity impact agsessment and micro
stakeholder around and resource analysis and
involvement expeciations reqirements scope  projects
Understand the Find a balance Modify project scope accordingly 0
rational of projects between  project and budget when reglise
in relation to the deadline and the required without institutionsl
institution’s quality of compromising  the objectives
shrategic objectives deliverabies Guality and | ¢ Consider and
Document and identify appropriate objectives of the iniflate projects
communicate project resourcss (o project that focus on
factors and risk facilitate the nvolve top-level achievement of
associated with effective authorities and the long-term
own work completion of the relevant obiectives
Use resulis and deliverables stakeholders inje Influsnce people
approaches of Comply with seeking project buy- i positions  of
successfl  project statutory in authority to
implementation as requirements  and Identify and apply implement
guide apply policies in a contemporary oultomes of
consistent manner project management projects
Monitor  progress methodology e Lead and direct
and use of influence and fransiation  of
rasources and motivate profect poticy into
make needed team io  deliver workable
adjustments o sxceptional results actions plans
timelines, steps, Monitor policy | » Ensures that
and rescurce implementation  and programs  ae
allocation apply procedures to menitored  to

manage risks

_track  progress
and optimal
resource

utilisation, and
that adjustments
are made as
needed




Annexure B

2014/15

Cluster

Leading Competencies

Competency Name

Finangial Management

Competency Definition

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

mannger
ACHIEVEMENT LEVELS
BABIC COMPETENT ADVANCED SUPERIOR
» Understand basic Exhibit knowledge |e¢ Take aclive Develop planning
financial concepis of general financia ownership of {ools to assist in
and methods as concepts, planning, planning, evaluating and

they relate {o
instifutional
processes and
activities

+ Display
awareness inio
the various
sourees of
financial data,
reporting
mechanisms,
financial
governance,
processes and
systems

s Understand the
importancs of
financial
accountability

2 Understand the
imporiance of
assef control

budgeting, and
foracasting and
how they interrelate
Assess, idertify
and manage
financial risks
Assume a cost-
saving approach to
financial
management
Prepare financial
reporis based on
specified formats
Congider and
understand the
financial
implications of
decisions and
suggestions
Ensure that
delegation and
ingtructions as
reguired by
National Treasury
guidelines are
reviewed and
updated

fdentify and
implement proper
monitoring and
evaluation praclices
to ensure
appropriate
spending against
budget

budgeting, and
forecast processes
ang provides
credible answers to
gueries within own
responsibility

e Prepare budgets
that are afigned to
the strategic
ohjectives of the
nstitution

e Address complex
budgeting and
financial
management
CONCems

« Put systems and
processas in piace
to enhance the
quality and integrity
of financial
management
practices

« Advise on policies

and procedures
regarding asset
control

= Promote Nationai

Treasury's
regulatory
framawork for
Financial
Management

monitoring future
expenditure
trends

Set budget
frameworks for
the institution

Set stratagic
direction for the
institution on
expentditure and
other financial
processes

Build and nurture
parinerships o
improve financial
management and
achieve financial
savings

Actively identify
and implement
new methods fo
improve asset
control

Display
professionatism in
dealing with
financiatl data and
pIOCesses




Annexure B

2014715

Cluster

Leading Competencies

__Gompetency Name

Change Leadership

Competency Definition

Able to divect and initate instilutional transformation on all levels in

order 1o successfully drive and implement new iniiatives and

deliver professional and quality services fo the community

ACHIEVEMENT LEVELS _

BASIC GUMPETENT - ARVANCED SUPERIOR
Display an Parform sn analysis (o Actively monitor Spotisor
swarenass of change | of the change impsot changs impact &nd chargle
interventions, and on the sosial, results andd convey agents and
the banafis of political and progress to relevant gropte @
transformation £CONOMIc stakeboldars network of
initiatives aryironment a  Securs buy-in and changs
Al to ideniify basike Mastrdain calm and spangorship for leaders who
needs for change focus during change change initiatives suppart the
identify gaps Abde o agsist team | Continupusiy interventions
betwesn the current members during evaluate changs Actively
and desired state change and keep strateqy and design adapt current
Identify potential risk them focused on the and introtuce new shructures
and shallenges o dalivarables approaches to an
tramsformation, Vodurdeer (o lead enhance the processes to
including resistance change efforts instiution's incorporate
{o change factors owlstide of own work affectivenses the change
Paricipate in change team »  Baiid and nurture imterverntions
programs and Able to gain buydn relationships with Mentor and
piloting change arnd approval for various staleholders guide team
interventiona change from to sstablish strategic mermbers on
Understand the restevant aliiznee in faciitating the effects of
impact of change stakeholders change change,
intervantons on the ldently changs s Take theleadin resistance
institulion within the raadiness levels and irnpaciful change faciors and
broader scope of assist in rasolving programs how 1o
tocal Sgovernment. resistance to change |+ Benchmark change Integrate

factors inferveniions against | change
Design change best changs Motheate and
interventions that practices inspirs others
ars aligned with the |«  Understand the around
institution’s sirategic impact and charige
objeciives and goals pavchology of initigtives

change, and put

rarnedial

interventions in

place to fxciliiate

effactive

transformation

¢ Take caloulated risk

and seek new idegs
from best practice
acenarios, and

identify the potential

for implementation




Annexure B 2054/15

Cluster | Leading Competencies
_Competency Mame | Governance Leadership . , )
Able to promote, direct and apply professionalism in managing risk
and compliance requirements and apply a thorough understanding
Compstancy Definition | of governance practices and obligations. Further, able o direst the
soncepiualisation of relevant policies and enhance cuoperative
governance relationships

_ ACHIEVEMENT LEVELS
BABIC COMPETENT ADVANCED SUPERIOR
+« Display & basic e Displaya + Able to fink risk + Demonshate a
awarensss of | thorough inltiatives into key high level of
risk, compliance undersianding of institutional ohjectives | eommiiment in
and governance govarnance and arud drivers | compiying with
factors but risk and s idenify, analyssand |  governance
Fetiire guidance compliance measure risk, creale requiremants
and factors and vahd risk forecasts, « Implement
development in rnplemernt plans and rap nisk profiles governance and
implemsnting o address these |« Apply risk control compliance
such e Demonshate methadology and strategy to ensure
& requirements understanding of approaches to prevent | achievement of
; =« Understand the the techninues and reduce sk that institutionat
| P siructure of and processeas for impede on the ohjectives within
cooperative cplirnising risk . achievemnent of he legisialive
govermment but taking decisions institutional objsctives Famowork
requites within the s Demonshate a e Able o advise
guidance on instihtion thorough L ocal Governmant
fostering = Actively drive understanding of risk o sk
workable policy formuiation retention plans management
redationships within the = ldentify and shidegies, best
betwaen institution to implement - praclice
siakaholders ensure the comprehensive risk F interventions and
s Provide input athieverment of management systems sompliance
info policy olijectives and processes management
formulation s Implemant and [+ Able o forge
monibor the positive
formutation of policies, refationships on
identify and analyse cooperative
constraints  and | Governance level fo
challenges with | enhancethe
implementation  and | effectiveness of
provide Locst goverrimant
recormmendations for |+ Able fo shape,
improvement dirget and drive the
. formulation of
policies on & macro
tevel
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2614/15

__Cluster Core Gompelencies
| Competency Bame | Morsl Competence
Competency Able to identify moral triggers, app!y reasoning thal promotes honesty
Gefinition and integity and consistently display behaviour that reflects maral
' competence i
ACHIEVEMENT LEVELS
BABIC COMPETENT ADVANCED SUPERIOR
+» Realise tha Conduct self in + identify, develop, and o {rgate an
Impact of allgnment with the apply measwres of self- enwirorment
acting with values of Local cormction conducive of
Integsty, but Government and Able 10 gain trust and moral practices
rexjuires the institution ragpect through aligning Actively develap |
guidance and Able to opanly aotions with ant implement
development in admit own commiiments reasures
implementing mistakes anu Make proposals and corvbat fraud
principles weaknesses and recommendations that and corruption
s Follow tha seek assistance are transparent and gain Sat integrily
basic rules and from others when the approval of relevant standards and
regulations of unable to deliver stakeholders shared
| lhe instiution Actively report Prasent values, beliefs acoountability
s Able to iderify fraudulent activity and ideass that are HSASUres
basic moral and corruption congruent with the across the
sifuations, bt within local institution's rules and inatitution to
requiras govaernment requiations support the
yuidance amd Uniderstand and Takes an active stance objectives of
development in honour the against corruption and jocal
snderstanding confidential nature dishonesty when notad governmernt
and reasoning of matters without  Agtively promuote the {# Take
with moral seeking personal value of the nstitution to | responsibility for
intent gain internal and external own actions and
Able to deal with stakeholders decisions, aven
situations of Able to work in unity with | i the
wonflict of interast & team and not seak oonseglances
prompily and in the parsonat gain are
best interest of Apply universal moral unifavolrable
loval government principles consistantly to

sichievs moral dedsions
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2004/15

Cluster Core Competencies
Commetency Name | Planning and Organising _ o
Compstency Able to plan, p:iari}ise and c;fgan‘isg information and ;es;:rum&s‘eﬁmﬁveiy
Definition to ensure the guality of service delivery and build efficient contingenicy
planstomanage sk
_ ACHIEVEMENT LEVELS _

BARIC COMPETENT ADVANCED ? SUPERIOR
Able to follow s Agively and s Able to defing s Focus on broad
basic plans and appropriataly institutional sirstegies and
organise tasks organise oljectives, develop initistives when
around set irformation and comprehensive developing
objectives TESOUICES plans, intagrate and ars and
Linderstand the requinad for a coordinats aciivitiss, gctions
process of 1 task and assign e Adle to project
planning and »  Repognise the appropriate and forecast
arganising bt wrgendy and rES0uras for shor, madium
FeULEres imporiance of sucsesshul ard long term
guiidance and tasks implemeantation raquiremants of
developmentin |«  Dalance shot = ldentify in advance the ingtitution
providing and long-term reguired stages and and iooal
detailed and plans and goals attions o complete government
comprenansive ard incorporaie tasks arud pFOjechs s Translate policy
plans inte the team's + Schedule realistic irio ralevant
Albsle 10 follow performEnoe timadines, objectves projects io
axisting plans ohiectives and milestonss for facilitate the
and ensure that  |=  Schedule tasks io tasks and projecls achievement of
objectives are ensure thev are [« Producs clear, institutionsl
met perfarmed within detailed and objectives
Focus o shork busdget and with comprehenshie
tarn objectives efficient use of plans {0 achisve
in devetoping timea and inatitutional
pians and PEBOMIGES objactives
actions +  Msasures +  ldentily possibile risk
Arrange progress and tzctars and design
information and mronitor and mplemeant
FEROUIGES performance approprigte
reguired for g rasults condingancy plans

task, but require
further structura
and organisation

Adapt plans in light
of changing
cireumsiances
Prioritise tasks and
projects according fo
thair retevant
wrgency and
importance




Annexure B 2014/15

_Cluster | Core Compstenties
Competency Name ~_ | Analysis and Innovalion ,
Able to oritically analyse informalion, challenges and trends fo
Competency astablish and implement fact-based solutions that are innovative
Dafinition 10 improve institutionsd processes in order 10 achleve key sirategic
objectves
_ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
: Understand the s Demonstrate logical | » Goaches team = Demonstrate complax
basic operation problem solving members on araivical and problem
of analysis, but technigues and anabdical and solving approaches
| lack detall and approaches and innovative and techniques
; thoroughness provide rationsle for | approaches and | » Create an environment
: o Able to balance recommendations {eschnigues conducive io analytical
: independent s Demonstrate = Engage with and fackbased
: anstysis with objectivily, insight, approprigte problem-sulving
: requesting and thoroughiness individuals in = Analyse, recommend
assisiance fram when analysing analysing and solutions and monior
athers | problems resolving complex | trends in key
5 Recommend | = Able to break down problerms challenges to prevent
few ways 1o complex probiems | » identify solutions and manags
periorm tasks nto manageable of yarious araas goCurfenca
within own parts and identify in the institution | e Craale an environment
function soiutions s Formulate and that fosters innovative
Fropose simple | » Consult internai and fnplerment new thinking and follows a
rernedial external ideas throughout tearning organisation
interventions stakeholders on the instilution approach
that marginaily opportunities to = Able to gain = Be a thought lesdar on
challenges the nprove processes approval and buy- | innovative customer
statis quo and service delivery in for proposesd gsarvice defivary, and
Listen io the s Clearly irterventions frivn | process optimisation
idess and comininicate the relavant # Play an active rele in
perspectives of henafits of new stakehniders gharing best practice
oihers and opporfunities and = identify bends and | solutions and engage
explons nnovative solutions best practices in i rationat and
upporiunities to fo stakeholders process and international local
enhance sueh = Continuously identify | service delivery government seminars
innovative opporiunities o Bnd gropose and conferences
thinking enhancs internal instiztional
processes application
» identify and analyse e« Continuously
opportunities apgage in
sonducive to ressanch to
inhovative identify client
approashas and naeds
propose remedial
intervention
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Cluster Core Compelencies D
Competency Name | Knowledge and Information Management
: " Able to promots the generstion and Ssharing of knowledge and
Competency Definition | information through various processes and media, in order to
enhance the collective knowledge base of local governiment
~ ACHIEVEMEMTLEVELS
_BASIC COMPETENT ADVANGED __BUPERIOR
s Collect, " Useapproptiate | = Effectively predict Creats and
categorise and inforemation future information gupport 5 vision
frack relevant systerns and and knowledge and culture whera
information technology to management teamn mambers
required for manage requiremants and are empowered o
specific tasks natitutionsl sysiems sesl, gain and
and projects kniowledge and Develop standards share knowledgs
+ Analyse and information and processes o and information
intarpeat sharing rneet future Establish
information 1o Evaluale dala knowledge parinerships
drawy from various management across focal
conclusions sOWrCSs and use fseds government {o
s Saek new information Share and facilitate
sources of affectively 1o promole best- knowiedge
information to influgnes praciice maEnagement
increass the decisions and knowledge {temonstrate a
Lnowledge provide solutions rmanagemeant rasture approach
base Actively creats ACFOSE Various o knowledge and
¢ Regularly mechanisms and institutions information
share shructires for  Eslabiish acourate sharing with an
information sharing of measures and | abundancs and
and knowledge information monitoring assistance
with internal Use external and systems for approach
stakehoiders internal knowledge and Recognise and
and team resouroes i information exploit knowladge
membars research and management polnts in
provide relevant reale & culture irteractions with
and cufting-edge sorducive of internal and
knowledge to leaming and external
enhance knowiedge sharing stakeholders
institutions { = Hold rsguiar
eHectiveness and knowledge and
effiviency information _
sharing sessions
o elicit new ideas
and share best
praciice
spproaches
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Cluster

| Core Competercies

Competency Name

Communication

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

well-struchired
writien
doouments

Compeiency focused and concise manner sppropriste for the audience in |
Definition order fo effectively convey, persuade and influence stakeholders
o achieve fhe desired oulcoms .
ACHIEVEMENT LEVELS .
BASIC - GOMPETENT | ADVANCED __ SBUPERIOR
» Demonstratean | s Expressidess | o Effectively Regardedas a
- understanding o individusls | communicate high- specialist in
for and groups in viak ard senalihee nagotiations
aomrmnunication format amvd matiers o relevant and
lavers and tools informat stakeholders representing the
appropriate for settings in an Develop a well- institution r
the audience, manney that is defined Able 1o inspire
but requirss interesting and commiinication and motivats
guidance in motivating strateqy pthers through
utitising such Able to Balance political positive
tocls understand, perspectives with communication
e Express ideas in tolerate and institutional needs that is impactiyl
a dlear and appreciate when communicaiing gnd relevant
focused manner, idiverse vigwponis on - Creates an
but does not perspectives, complex issues enviropment
slways take the attiudes and Able 1o effectively conducive o
neads of the beliefs direct negatiations fransparent and
audience inio Adapt around complex productive
consideration communication matters and arive at commurication
« Disseminate and contant and & win-win situation and critical and
CORVEY siyle 1o suit the ihat promotes Batho appreciative
information and audience and Pale principles conversations
knowledge fasliitate piarket and promote Able o
adeyuelely optimal the institution to coordinate
information external slakeholders |  negoliations at
Fansfer and seek to snhance different lavels
Deliver content & positive image of within local
if & manner the institution government and
that gains Able to communicate exiernally
suppor, with the media with
comemitrnent higgh ievals of moral
and agreement | competence and
from relevant diacinline
stakeholders
Compile clear,
focused,
conciss and
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Cluster " | Cote Compstencies
Gompetency Name | Resullsand Quality Focus I
Able to meintain high quality standards, focus on achisving
| © iresults and objeciives while consislently striving to excesd
Gompetency Definition | expectations and encourage others o meet quality siandards,
' Further, to actively monitor and measure resulls and guslity
| against identified objectives
_____ACHIEVEMENTLEVELS I
_BASIC COMPETENT ADVANCED SUPERIOR
Undarstand Focus o high- » Conszistently verify | » CGoach and
quality of work priotty actions own standards guide others fo
but regures and does not and oulcomes excasd quality
guidance in become engsig qualily stapdards and
attending to distracted by outpit resulls
imporiant levwer-pricrily » Foous on the end Deveiop
matlers aclivities rasult and avoids challenging,
Show a1 basic Display firm being distracted clientfocused
commitment to egrmmitmnent = Demonstrate a gosls and sels
achieving the andt pride In detesmined and high stendards
correct results achieving the eommitted for personal
- Produce the correct results approach o parformance
mitnimum lavel Set quality achieving results  Commit 1o
of results standards and and guality excead the
resquired In the design standards rasuits and |
e processes and + Follow task and quality standards, |
Produce tasks around projects through moritor aw
outcomes that achigving sel to complelion performance and
is of a good standards » Bet challenging implarmant
standard Produce oufput goals and remadial
Foous on the of high quality objectives o seff irderventions
quantity of Able to balance and tearn and when required
oubput but the guantity and display Work with team
requires quatity of resulis coramiiment 1o 1o set ambitious
development in in opder i anhiaving and challenging
incorporating athipve expectations feam goals,
the quality of chjeclives = Maintain 8 focus comrunicating
work Monitors on quality outputs long- and short-
Produce quality progrees, quality when placed term expectations
work in general of work, and use under pressure Take appropriate
circumstances, of resources, « Estabtlishing risks 0
but fas to meet provide status institutional accomplish goals
expectation updates, and syatems for « {heroome
whern under rake managing and setbacks and
DHeRsLITES adjustments as pesigning work, adjust action
naeded dafirsing plans o realize
responsiblities, gonls
tracking, s Facus people on
moniicring and critical activities
measuring that viekd 2 gh
BUCCESS, impact
evalusgling snd
valuing the work
of the institution




