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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

Themba Mosompha, the Manager: Technical Services (herein and after referred as
Employee) for the period 1 July 2017 to 30 June 2018

Where as

a. 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”;

b. 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;

c. 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 wilt promote local government goals; and

d. The Parties wish to ensure that there is compliance with Sections 57(4B)
and 57(5) of the Systems Act.

1. INTERPRETATION

1.1 in this Agreement the followings terms will have the meaning ascribed
thereto:

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

1.1.2 “the Executive Authority” — means the Mayoral Committee of the
Municipality constituted in terms of Section 60 of the Local
Government: Municipal Structures Act 117 of 1998 (“the Structures
Act"} as represented by its chairperson, the Executive Mayor;

1.1.3 “the Employee” means the Manager appointed in terms of Section .
56 of the Systems Act;

1.1.4 "the Employer” means the Municipality; and

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

2.1

2.2

2.3

2.4

25

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 Employers 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

3.4

35

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 315 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.

41

4.2

4.3

4.4

5.1

5.2

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 performanée objectives and
targets must be met; and

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

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

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

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

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

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

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

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

PERFORMANCE MANAGEMENT SYSTEM

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

The Employee accepts that the purpose of the performance management
system will be to provide a comprehensive system with specific
performance standards to assist the employees and service providers to
perform to the standards reguired;
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53

5.4

5.5

5.6

5.7

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
impiementation of the key performance indicators (inciuding 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 biue 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 evaiuated 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 wili 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 muitiplied 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.

Owverali 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

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

The assessment of the performance of the Employee will be based on the

following rating scale for KPis:

@ CQatutanding
‘ pecformance

Terminology

Qutstanding
performance

Performaace  Fully eflective Mot fully Unuaceeptable
signifroantly eifuetive parformance
F1ey
exprrctietions
Description

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

Performance
significantly
above

expectations

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

Fully effective

Performance fully meeis the standards expected in all areas of
the job. The appraisal indicates that the Employee has fully
achieved effective results against all significant performance
criterta and indicators as specified in the PA and Performance
Plan.

Not fully effective

Performance is below the standard required for the job in key
areas. Performance meets some of the standards expected for
the job. The review/assessment indicates that the employee
has achieved below fully effective resuits against more than half
the key performance criteria and indicators as specified in the
PA and Performance Plan.

Unacceptable
performance

Performance does not meet the standard expected for the job.
The review/assessment indicates that they employee has
achieved below fully effective results against almost all of the
performance criteria and indicators as specified in the PA and
Performance Plan. The employee has failed to demonstrate the
commitment or ability to bring performance up to the levef
expected in the job despite management efforts to encourage
improvement.
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6.10 The assessment of the competencies wili be based on the following rating

6.11

scale:

Basicld Competent® Advanced® SuperiorB

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 inferventions.

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

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

Develops and applies complex concepls, 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 annual perfermance 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 Commitiee; and

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

Manager: .
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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

74

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 - September
2 October - December
3 January - March
4 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 reasonable changes to
the provisions of Annexure A from time to time for operational reasons. The
Employee will be fully consulted before any such change is made: and

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

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 envircnment 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 commen 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 Employse such resources as the Employee
may reasonably require from time to time assisting him to meet the
performance objectives and targets established in terms of this
Agreement.

10. CONSULTATION

10.1

10.2

The Employer agrees to consult the Employee timeously where the
exercising of its powers will have amongst others-

10.1.1 A direct effect on the performance of any of the Employee's
functions;

10.1.2 Commit the Employee to implement or to give effect to a decision
made by the Employer; and

10.1.3 A substantial financial effect on the Employer.

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

11. REWARD

11.1

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

10 .
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12.

1.2

11.3

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 Caiculation

0% - 64% Poor Performance 0% of total package
65% - B69% Average Performance 5% of total package
70% - 74% Fair Performance 9% of total package
75% - 79% Good Performance 11% of total package
80% - 100% Excellent Performance 14% of total package

in the event of the Employee terminating his services during the validity
period of this Agreement, but only after three months after the start of this
agreement’s inception date, the Employee’s performance will be evaluated
for the period during which he/she was employed and he/she will be entitled
to a pro-rata performance bonus based on his/her evaluated performance
for the period of actual service; and

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

MANAGEMENT OF EVALUATION OUTCOMES

12.1

12.2

12.3

124

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

@
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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
2008).

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 decisicn shail be final
and binding on both parties.

GENERAL

14.1

14.2

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

Nothing in this agreement diminishes the obligations, duties or
accountabilities of the Employee in terms of his coniract 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 at (ol f"""’sB{:?i) L onthe 2>/ _day of July of 2017.

AS WITNESSES:
M—
, \
NICIPAL MANAGER
2.

Thus done and signed at _{ 0/ zﬁ“ﬁ@,ﬁ-—‘» on the 2/ day of July of 2017

AS WITNESSES:

13
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Performance Plan

Manager: Technical Services
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The Performance Plan sets out:

a) Key Performance Areas that the employee shoufd focus on, performance objectives, key performance indicators and targets that must be met within a specific
timeframe; and

b} The Competencias required from employees prescribed in the Regulations on the appointment and conditions of employment of senior managers, R21 of 2014,

Performance shoutd 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 to valid reason or where the performance could not be delivered for a valid
reason outside of the control of employee, the indicator will not be evatuated, the waighting will be cancelled and the score total will be re-calculated to calcutate
the final score;

d} The employee must submit his/her assessment of his/her own performance to the employer three days prior to the assessment date.
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KEY PERFORMANCE INDICATORS

The key periormance areas, the performance objectives, key perfarmance indicators and targels that must be met within the agreed timeframe are described below.

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

B 7;: Re_f HO :

soap

Municipal Fransformation

Manage and achieve 90% of the KP's of the sub-

90% of the KPI's of the sub direciorate have been

mainlenance budget spenl by 30 June 2018

Graph ag‘;igfé';":z:f’l directorate: Sofid Waste met as per ignite Dashboard report S0 9% 90 0% 2
SOBIP M“"‘:'r%all [‘Ts’l?l“uf:o""‘;"f“"" Manage and achieve 90%f I KPI'softhe sub- | 90% ofhe KPS of e sub dirctorale have bosn | g | ore - o0
Gragh oty dirsctorate: Electrical et as per lgnite Dashboard fepor g 4 A
Muriicipal Transformation . . " : -

SDBIP - Manage and achieve 50% of the KPI's of the sub- | 90% of the KPI's of the sub direclorate have been -
Graph ﬁm;‘“!mggfi directorate: Planning 20 Infrestructure mel as par ipite Dashboard report W | 0% 0% w4
SDBIP M”"gﬁt;’:ﬂaﬂam" Manage and achieve 90% of the XPY's of the sub- | 50% of the KP¥'s of the sub direclorate have been 0% 90% 0% 0%
Graph Devefopment direciorate: Roads and Stormwater met as per Ignite Dashboard report ° _2
SOBIP Municipal Transformation M i . . .

and nstitutional anage a_nd achieve 90% of the KPI s_of the sub- | 90% of the KPI's of lhe sub directorale have been a8 0% 90% 50%
Graph Bevelopment dirciorate: Water and Saniiation met a3 per lonite Dashboard report

Local Economic Create lemporary jobs - FTE's in terms of EPWP
TL40 Cevelopment by 30 June 2018 (Person days / FTE (230 days)) Number of FTEs created ¢ 0 0 % ;

$0% of the Road Transport maintenance budget
TL4t Basic Senve Defvery | SPETLDY S0 e 2018 g?ﬁﬁlo?:f‘:;:g:aon % of the malntanznce budgel spant o | 20% % oo
maintenance budget}x 00}
90% of the electricity maintenance budge! speat
TL42 Basic Service Delivery n?;gg::ggjg;%ﬁ‘;i:ﬁﬁ;’;&; % of the maintenance budget speat 0% | 2% 0% 80% ;)t.
rmaintenance budgetjx100}
90% of the Water Management maintenance

. : budget spent by 30 June 2018 {(Actual .

Ti43 Basic Service Delivery expendiure on maintenance divided by te fatal % of the mainterance budget spent 0% 20% 0% 9%
approved malntenance budget)x10G)

TL44 Basic Senvice Defivery 90% of the Wasle Water management % of the maintanance budgat spent 0% 20% 0% 90% 3

-3.
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_RefNo.

_ National KPA,

{(1 em:re on malntenance divided by
the total approved maintenance budgetjx100}

TL45

Basic Service Defivery

Complete research on the maintenance of
stomwater systems and submit repart with
recommendations ta council by 30 June 2018

Report with recommendations submitted o
council by 30 Zune 2018

TL45

Basic Service Delivery

Achieve a 95% average drinking waler quality as
per SANS 241 esileria for all sampling polats

%o wates qualily leve

95%

0%

5%

TL47

Basic Service Delivery

Limit unaccaunted for electricity to less than 25%
by 30 June 2018 {(Number of Electricity Units
Purchased and/or Generated - Number of
Electicity Units Seld) / Number af Electricity
Units Purchased andfor Generated) x 100}

% of unaccounled electicity

0%

0%

0%

5%

L Gl

TL48

Basic Sexvice Delivery

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

% of water unaccounted

0%

%

%

40%

TL4s

Basic Servica Delivery

96% of the hudget spent by 30 Juna 2018 o
upgrade Murray, De Jagger, Go¥, Grey and
Slockensiroom street partion {{Actual expenditure
diviced by the tofal approved budget)xt00}

% af the budget spent

0%

20%

0%

90%

W | e

TLSG

Basic Service Delivery

Invesligate the technology availzble for installing
speed humps in alf main gravel streets and
subrmit report with recommendations to council by
30 June 2018

Report wilh recernmendations submitted 1o
council by 30.June 2018

i\.')

5

Basic Service Delivery

90% of the budgel spent by 30 June 2018 o
Install speed hurmps irt all maln streets {(Actual
expenditure diviged by Ihe tolal approved
budgstyx100}

% 0f the budget spent

0%

20%

0%

TL52

Basic Service Delivery

90% of the budge? spant by 30 June 2018 to
install street lights {{Actuat expenditure divided by
1he tolal approved budgethx 100}

% of the budget spent

0%

20%

0%

0%

TLS3

Basic Service Delivery

Complete research for a wheelie bin refuse
collection system and submit report with
recommendations Lo council by 30 June 2018

Report with recommendations submitted to
counci by 30 June 2018

P |
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tnvestigate technology for crossing bridges in

TL54 Basic Service Delivery flooding areas and submit report with Remﬂmcuémr:ﬂgﬁmngﬂ%bmim i 0 0 9 1 G
recommendations to council by 30 June 2018 ¥ )
90% of the budget spent by 30 June 2018 lo
upgrade water supply Jine in Kuyasa Main Road,
TL55 Basic Service Delivery fa improve pressure in Lowryville, Khayelitsha % of the budget spent 0% 20% 0% 0% ,{1';
and Maslphakame {{Actual expendituna divided
by the total epproved budget)x100}
1156 Basic Sewica Delivary | Commlete the sparts ﬁ;ag‘ Noupoort by 30 June Project completed by 30 June 2018 0 g 0 1 ’)/
90% of the budget spant by 30 June 2018 for the
TLE7 Basic Service Delivery Noupaort electrical network {{Actual expenditure % of the budget spant 20% 0% 90% 0% Lf_.
divided by the totat approved budget}x100}
Municipal Transformation .
D180 and Inslitutional Lizise M‘"gg;’:ﬂ‘i’;‘f:ﬁfﬂ:’y except for Number of meatings held 3 2 2 3
Development "
Municipal Transformation ! ;
D164 and Insthutional Submil quarterly anegamant repots to counc Nomber of reports submilted 1 1 1 1 ’2,
Development
Spotchack one househeld per extension per
D182 Baslc Sesvice Delivery month to check for tampering with electricity Number of extensions spot-checked per month 15 5 15 15 ] tl/
melers i
TOTAL 80
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COMPETENCIES
The competencies required from employees prescribed In the Regulations on the appointment and conditions of employment of senior managers, R21 of 2014. The
assessment of these competencies will account for twenty percent of the totat employee assessment score.,

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

LEADING COPEYENCIES

Provide and direct a vision for the institution, and inspire and deplay others to deliver on the stratsgic institulional mandate. H includes:
+  Impactand influence

Strategic direction and leadesship = Institulional peformance management 167

»  Strategic planning and management

«  Omanisational awareness

Effectively manage, inspire and encourage people, respect diversity, optimise tafent ang buiid and nurture relationships in order 1o achieve instilutional
gblectives. i includes:

«  Human capitai planning and development

& Diversity management

«  Employee relations management

»  Negotiation and dispute management
Able to understand program and project management methodology; plan, manage, menitor and evalale specific aclivifies In crder fo deliver on set
objectivas. It includes:
Programme and project management *  Program and project planning and implementation 157
*  Sernice delivery management
= Program ard project moniiosing and evaluation

People management 167

Able to complle, plan and manage budgets, control cash flow, instifute financial risk management and adminlster procurement processes in accordance
wilh recognised financial practices, Further to ensure that all financial transactions are managed in an ethical manner. f includes:

Financial management +  Budget planning and execution 167
+  Financial sirategy and delivery
+  Financial reporling andg delivery
Abie to direct and initiate transformation on 2l lavels In order to successfully drive and implement new inillatives and deliver professional and quality
services {0 the communily. It inciudes:
Change lsadership »  Change vision and strategy 167
s Process design and improvement
+  Change impact monitoring and evaluation

A
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Able fo promote, direct and apply professionaiism in managing risk and compliance requiremeants and apply a thareugh urderstanding of govemance
pratlices and cbligations. Furiher, able to diract the conceptuatisation of relevant poficies and enhance codperalive govemance refationships. It includes:

Govemance leadership *  Policy formulation 157
= Risk and compliance management
=  Cooperalive governance
CORE COMPETENCIES
Moral competence Able to identify meral triggers, apply reasoning that promotes honesty and integrity and display behaviour that seflects moral compstence. 167
Planning and organlsing .:glﬁ ;;ep:iasl:(' priositise and organise information and resources effectivety lo ensure the quality of service delivery and build efficient cantingency plans io 167
. " Able to critically analyse informiaticn, challenges and trends to establish and Implsment fact-based soluticns that are innovative to improve instituticnal
Andlysis and innovation processes i order to achleve key sirategic ebjectives. 167
. . Able to promole the generalion ang sharing of knowledge and Information through various processes and media, in omder 1o enhance the collective
Knowledge and information management knowledge base of Iocal govammert 167
Commurication Able to shara Information, knowtedge and ideas In a ciear, focused and concise manner appropriate for the audience in order to effectively convey, 167
persuade and influence stakeholders to achieve the desired outcome. '
Results and qualty focus Able to maintai: high quality standards, focus on achieving results and objectives while conslstency striving to exceed expectations and encourage others 167
to meet quality standards. Further, 1o actively monitor and measure results and quality against identified ohjectives. :
TOTAL 20
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LEADING COMPETENCIES
Strategic Direction and Leadership
Provide and direct a vision for the instituticn, and insplre and deploy others to deliver on the strategic Institutional mandate

TR
'COMPETENCYNAME:
'COMPETENCY DEFINITION:

BASIC

Understand Institutional and
deparimental strateglc objectives, but
Iacks the ability to inspire others to
achieve sel mandate

Describe how specific tasks jink o
institutianal strategles bul has limited
influgnce in directing a strategy

Has a baslc understanding of
institutional performance management,
but lacks the ability to integrate systems
into & colective whole

Demonstrale basi: understanding of key
decision makers

Glve direction oalea in real si e
instituion's strategic mandate and set
objectives

Has & positive impact and influance on
the morale, engagement and
particigation of team members

Develap action plans to execute and
quide strategy

Assist in defining performance
measures to moniior the prograss and
effectiveness of the institution

Displays an awareness of institutional
struciures and political factors

Etfectively cammunicate barriers to
execution o relevant parties

Prmovide guidance fo ali stakeholders in
the achievement of the strategic
mandate

Understand the aim and objectives of
the institution and relate it to own work

Evaluaie ali activilies to determine value
and alignment to strategic intent

Display in-depth knowledge and
understanding of strategic planning

Align strategy and geals across all
funclicral areas

Actively defing performance measures
to maniter the progress and
effectiveness of the institution

Consistently challenge strategic plans to
ensure relevance

Understand Institutionat structures and
poliical factors, ard the consequences
of actions

Empower olhers to foliow the stralegic
direction and deal with complex
sltuatians

Guide the institution through complex
and ambiguous concern

Use understanding of power
relationships and dynamig lensions
among key players to frame
communications and develop strategies,
pasigions and alliances

Structure and position the insttution to
local govemment prostes

Aclively use in-epth knowledge and
understanding to develop and
Implement a comprehensive institutional
framework

Holg setf-accounteble for strategy
execution and results

Frovids impact and influgnce thrugh
building and maintaining strategic
relationships

Creale an envirenment that facilitates
foyalty and innovalion, Disptay a
superior level of self-discipline and
integrity in acticns

Integrate various Systems Inio a
collective whale to optimise institutional
perfammance management

Lises undessianding of competing
interests to maneuver successiully to a
winiwin oulcome
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CCLUSTER: o T LEADING COMPETENCIES
COMPETENCYNAME:

People Management

¥ Efiactively manage, inspire and encourage people, respect divarsity, optimise talent and build and nurture refationships in order o achieve
Institutional objectives

. COMPETENCY _DI_EFINI'I_'[_ON

BASIC.
Participate in team goalsetiing and
problem solving

+  Interact and collzborate with people of
diverse backgmunds

«  Awan of guidelines for employee
development, but sequires support in
implementing development initiatives

Sk oppertunities lo increase team
contribullon and respansibildy

Respect and supporl the diverse nature
of clhers and be aware of tha benefits of
adiversa approach

Effectively delegate tasks and empower
others 'o increase contribution and
execule functions optimatly

Apply relevant employes legistation
fairly and consistently

Effectively identify capacity
requirements o fulfll the sirategic
mandaie

ADVANCED

tdentify Ineflectiva foam and work
pmcesses and recommeand remadial
interventions

Recogaise and reward effective and
desired behavior

Provide mentering and guidance 1o
others in order to increase personal
effectiveness

Igentify develepment and leaming nieeds
within the team

inspire a culture of performance
excellence by giving positive and
construcive feedback to the leam

Achieve agreement of CoRSENsus in
adversarial environments

tead and unite diverse laams across
divisions to achieve Institutional
objectives

. SUPERIOR

‘ Delop and incorporal bes! practica

people management processes,
approaches and tools across e
Instilution

Foster a culture of discipline,
responsibiity and accoustabiity

Understand the impact of diversity in
perfermance and aclively incomarale a
diversity strategy in the institution

Develop comprehensive integrated
slralegies and approaches 10 human
capital development and management

Aclively identify trends and predict
capacily requirements to fatifilate
unified transitort and performance
management
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CLUSTER: - .
| COMPETENCY NANE :

. COMPETENCY DEFINIT:

Initiate projects after epproval from
higher authorities

Understand procedures of program and
project management methodclogy,
implications and siakeholder
involvement

Understand the rational of projecis in
relation to the institution's strategic
objectives

Document and communicate factors and
risk associated with twn work

Use results and approaches of
suceessful project implementation as
guide

LEADING COMPETENCIES

Program and Project Management

COMPETENT
Estabiish broad stakeholder involvement
and commuaicate the project slatus and
key milestones
Define the roles and responsibiliies of
tie project team and create clarity
around expectations

Find a balance between project deadine
and the quality of deliverables

Identify appropriate project esources to
faciitate the effective completion of the

deliverables

Comply with statutory requirements and
apply palicies i a cansistent manner

Monitor progress ang use of resources
and make needed adjusiments lo
timelines, steps and resource allocation

Able to understand program and project management methodology; plan, manage, monitor and evaluate specific activitles In order to deliver on set
objectives

Manage multiple pmms blance
pcrities and conflicts according to

institutienat goals

Apply effective sk management
slrategies threugh impact assessment
and resource requiterments

Modify project scope and budgel whan
required withaul cempromising the
quality and chiectives of the projact
Involve top-fevel authorities and relevant
stakeholders In seeking project buy-in

Identify and apply contemporary project
management methodology

Infiuence and motlivate project team lo
deliver exceptional results

Manitor policy implernentation and apply
procedures to manage risks

N SYPERIOR - - Tt
Understand and conceptualise the long-
term implications of desired project
outcomes

Direct a comprehensive siralegic macro
and micro analysis and scope projecls
accordingly to realise institutional
objectives

Influence people in positions of authority
to implement oulcomes of projects

Lead and direct translation of policy inlo
workable action plans

Ensures that programs are monitored to
track progress and oplimal resource
ulifisation, and that adjustments are
made as needed .
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CLUSTER: = . ' LEADING COMPETENCIES
COMPETENCY NAWE: . -

S Financial Management
COMPETENGY DEFINIFION :

Abte 1o compile, plan and manage budgets, control cash flow, institute Bnanclal risk management and administer procurement processes in
| accordance with recognised financlal practices. Further to ensure that alf financial transactions are managed in an ethical manner

CHIEVEMENT LI

. easIC :
Understand hasic financial concepts and

metheds as they relate to institutional
processes and activiies

Display awareness info the various
sources of financial data, reporting
mechanisms, financlal govemance,
processes and systems

Understand tha importance of financial
accountability

tnderstand fhe importance of asset
coniro

Exhibit knowledge of general financial
concepts, planning, budgeting and
forecasting and how they interefate

Assess, identify and manage financial
risks

Assume a cost-saving approach to
financial management

Prepare financlal reports based on
specified formats

Consider and understand the finarcial
implications of decisions and
suggestions

Ensure hat delegation and instructicns
as required by National Treasury
guidelines are reviewed and updated

identify and implement proper
manitoring and evaluation praclices lo
ensure appropriate spending against
budget

Take aciive ownership of planning,
budgeting and forecasiing processes
and provides credible answers o
queries within own respansibility
Prepare budgets that are aligned 1o the
sirategic objectives of the institution

Address complex budgeting and
financial managemeni concerns

Put systems and processes In place l¢
gnhance the quality and integrity of
financiai management praciices
Advise on policies and procedures
regarding assel control

Promate Mational Treasury's reguiatory
framework for Financial Management

Develop plannig tools 10 assist in
evaluating and monitoring fulure
expendilure trends

Set budget frameworks for the Institution

Sel strateglc direction for the institution
on expenditure and other financial
PoGESS0S

Buit and nurture partnerships to
Improve financial management and
achigve financial savings

Actively idenlify and implement new
methods to improve asset controf

Display professionalism in dealing with
financizl data and processes
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TRLUSTER: T | LEADING COMPETENCIES
‘COMPETENCY NAME : '

Change Leadership

Abloto direct and initizte instiutional fransformation on alk levels in order to successfully drive and Imptement naw Iniiatives
and deliver professional and quality services to the community

COMPETENCY DEFINTION:

o BASC
Display an awareness of change
Intarventions and the banefits of
transformation Initiatives

Able 10 identify basic needs for change

Identfy gaps between the cument and
desired state

Tdentify potential risk and challenges to
transfomation, including resistance 1o
change faclors

Participate in change programs and
pilofing change interventions
Undiersiand the impact of change

Interventions on the institution within the
bmader scope of jocal govamment

onn an anis of
impact on the saclal, political and
eCcanomic environment

Malntain calm and focus during change

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

Voturieer %o lead change efforts outside
of awn work team

Able to gain buy-In and approval for
change from refevant stakeholders

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

Design change intesventions that are
aligned with the institution's stralegic
objectives and goals

resuils and convey progress fo relevant
stakeholdars

Secure buy-in and sponsorship for
change iniliatives

Continuously evaluate change strategy
and design and introduce new
approaches 1o enhance the instituon's
effectiveness

Buitd and nurture relationships wilh
vafious stakeholders to establish
sirategic alkiance i faciltating change
Take the lead in impactful change
programs

Benchmark change interventions
against best change practices

Understand the impact and psychology
of change ard put remediat
interventions In place to facilitate
effective transformation

Take calculated risk and seek new ideas
from best practice scenarios and identify
the patential for implementation

Sponsar c agents and creale a
netwark of change feaders who suppart
the interventions

Actively adapt curent stuctures and
processes i incorporale the change
interventions

Mentor and guide team members on the
effecis of change, resistance faclors and
how fo integrate change

Molivale and Inspirs others around
change inifiatives
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cster: oo o e
COMPETENCY NAME: )

Governance Leadership

B Able to promote, direst and apply professionalism in managing risk and compfiance requirements and apply a thorough understanding of governance
f practices ang ohligations, Further, abls to direct the conceptualisation of relevant policles and enhance cooperative governance relationships

COMPETENCY DEFINITION :

. BASK

Display a basic awamnass of 115k,
compliance and govemance factors but
require guidance and development in
implementing such reguirements
Understand the stucture of cooperative
govemment but iquires guidance on
fostering workable relationships
between stakeholers

Provide input into policy formulation

Display a thorough understanding of
governance and risk and compliance
factors and implement plans 1o address
these

Demonstrale understanding of the
techniques and processes for aptimising
risk taking decisions within $he instituticn

Actively Grive policy formulation within
the institution lo ensure the achievement
of chjeclives

Able to link rigk inliallves Into key
institutional objectives ant drivers

Identify, analyse and measure risk,
create valid risk forecasts and map risk
profiles

Apply risk control methedology and
approaches to prevent and reduce sisk
that impede on the achievernent of
instisicnal objectives

Demonstrate a therough understanding
of risk retention plans

tdentify and implement comprehensive
risk management systems and
processes

Implement and monitor the formulation
of policies, ientify and analyse
constraints and challenges with
Implemenrtation ard provide
recommendatons for Improvement

Demonstraie & high level of commitment
n complying with govemance
requiremients

Implement govemnance and compliance
sirategy to ensure achigverment of
Insghatignal objectives within the
leglislative framework

Able to advize locat govesmment on risk
management, best praclice inferventions
and compfiance management

Able to forge positive refationships on
ooperative govermance laval o
anhance the effectiveness of local
govemment

Able {o shape, direct and drive the
formutatioss of policies on a macro level
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[T A TR B | CORE COMPETENCIES
COMPETENCY NAME : '
COMPETENCY DEFINITION :

! Mora) Competence
Abla to Identify moral triggers, apply reasoning that promotes honesty and integrity and consistently disptay behavier that reflects moral competence

_BASIC.
Redlise the impact of acting wilh
integrity, but requires guidance and
development in impismenting principles

Follow basic rules and regulations of the
institution

Able to identify basic moral situations,
but requires guidance and development
in understanding and reasoning with
rooral intent

Conduct self in alignment with the
valuas of local government and the
institutiar:

Able to apenly admil own mistakes and
weaknesses ang seek assistance from
others when unable to deliver

Aclively repont fraudulent activity and
comuption with local government

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

Able to deal with sltuations of conflict of
interest pomptly and i the best interest
of locat govemment

{dentify, deve apply measures of
self-comection

Able tp gain zust end respect through
aligning actions with commitments

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

Present values, beliefs and ideas that
are congfuent with the institution’s rules
and regulations

Takes an aclive stance against
corraplion ang dishonesty when noted

Actively promole the value of the
Institution k intemal and extemal
stakeholders

Able to work in urity with a team and niot
seek personat gain

Apply universal moral principles
consistenty 1o achieve mora! decislons

Create an eavironment conducive of

'SUPERIOR °
moral practices

Actively develop and implement
measures to combat fraud and
coruption

Setintegsily standards and shared
accountatility measures across the
institution to support the ebjectives of
local government

Take responsibility for own actions and
decislons, evén if the consequences are
unfavorable




Annexure B 2017/18

"CLUSTER: CORE COMPETENCIES

Planning and Organising

COMPETENCY NAME:

l(IZOI'ﬂPETENCY DE.FIN.ITION: plans to managa fisk

. BASIC

«  Able to follow basic gfans and erganise «  Aclively and appropriately organise
1asks around set objectives information and resources required for a
task

e Understand the prozess of planning and »  Recognise the urgency and importance

organising but requires guidance and of tasks
development in providing detailed and
comprehensive plans
Able tofollow existing plans and ensure +  Balance shorl and long-ler plans and
that objectives are met goals ard incorperale inlo the team's
performance objectives
«  Focus on short-tesm objectives in +  Schedule tasks lo ensure lhey are
developing plans and actions perormed within budget and with
efficient use of fime and resources
«  Amange information and resources +  Moasures progress and monitor
required for a task, but sequire further performance restits
siucture and organisalion

Able 1o pran, pricritise and organise information and resources effectively ta ensure the quatity of service delivery and bulid efficient contingency

Able 1o define institutional objectives,
develap comprehansive prans, integrate
and coordinate aclivitles and assign
appropriate resources for successful
implementation

identify in advarce required stages and
actions to complete tasks

Schedule realistic timelines, abjectives
and milestones for tasks and projects

Produce clear, detalled and
comprehensive plans to achieve
instituticnat objectves

tdentify possible sk factors and design
and implement apprapridle conlingency
plans

Acapt plans in light of changing
circumstances

Priositise 1asks and projects according to
thelr relevant urgency and imporiance

Focus on bro ies and inifatives
when developing plans and actions

Able to protect and forecast shor,
medism and lang term requirements of
the institution and local govemment

Translate policy into relevant projects to
facilitate the achievement of Inslitutionat
objectives
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| CORE COMPETENCIES

| Analysls and innovation

'CLUSTER:
COMPETENCY NAME:

| Able to critically analyse information, challenges and trends to establish and implemant fact-based solutions that are innovative to improve
nstitutional processes in order to achleve key strategic objectives

COMPETENCY DEFINITION:

L EASC
+  Understand the basic operaticn of

Demonstrate logical problem solving Coaches team members on analytical Demonstrate complex analytical and

analysis, but fack detsil and techaiqiees and approaches and provide and innovative approaches and problem solving approaches and
thomughness rationale for recommandations techniques lechniques

«  Ableio balance independent analysis «  Demonsirate objectivity, insight and +  Engage with appropiiate Individuals in - C;f;ﬁ;? :rﬂ mfagg"dﬂ"; ta
wilh requesting assistance from others tharoughness when analysing proolems :’f,',’,’:;ﬁf and fesolving compiex b e

Abla to break down comiplex problems

Aralyse, recommend solubons and

» Recommend new ways (o perfomn tasks into manageakle pars and identiy 'defi‘ﬁflf solutions on various areas in the moritor trends in key challenges to
within cwn function soluans Instituton prevent and manage occurence

+  Propose simple remedial interventions »  Consultintemal and external R ¢ Crezle an envirtl)nment ihat fosters
that marginally chailenges the status stakehalders on opportunities to Improve: * ;armu:‘a;iamng ;nmslﬂmgsl new ideas Innovagve thinking and folows a
quo processes and sefvice gelivery oy leaming organisation approach

«  Listen o the ideas and perspectivas of »  Clearly communicate the benefits of rew «  Abletogain approvat and buy-in for +  Beathought leader on Innovative
others and explore opportunities to opporiunilies and innovative solubions proposed interventions from refevant customer service defivery and procass
erhance such innovalive thinking and stakeholdars stakeholders oplimisation

«  Play an active role in sharing best
practice solutions and engage in
national and infematicnat local
govemment serminass and conferences

« Identify trends and best praclices in
process and service delivery and
propose Institutional application

«  Continuously identify epportunities tg
enhance internal processes

*  Idently and analyse spportunilies +  Continuously engage in research (o
congucive to innovative approaches and idanlify client needs
propose remedial intervention

-10-
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\CLUSTER: .
| COMPETENCY NAMS

COMPETENCY DEFINITION:

.. BASKE

infermation required for specific tasks
and projects

Analyse and inlerpret infermatien o
draw conclusions

Seek new sources of information to
increase the knowledge base

Regularly share infermation and
knowledge with intemal stakehoklers
and team members

Collect, calegonise and track relevant

CORE COMPETENCIES

Knowledge and Information Management

prile information s .

and techaology to manage institutional
knowiedge and information sharing

Evalvate dala from various sources and
use information effectively 1o influence
decisions and provide soluticns

Actively create mechanisms and
structures for sharing information

Usa external and intgrmal sesources to
resparch and provide refevant and
cutting-edge knawledge 1o enhance
institutiona eflectveness and efficiancy

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

h’ectwely predict future information and

knowiedge management requiraments
and syslems

Develop standards and processes to
meet fulure knowledge management
needs

Share and promote best-practice
knowladge management across varigus
instituions

Establish accurale measures and
monitoring systems for knowledge and
Infermation management

Create a cuiture conducive of learning
and knowledge sharing

Held regular knowledge and information
sharing sessions Lo elicit new ideas and
share best practice approaches

SUPERIOR .+
Create and support a vision and culiure
where feam members are empowered fo
seek, gain and share knowledge and
information
Establish partnerships across local
gavemment to fackitale knowledge
management

Demonstrate & malura approach

Recogrise and exphit knowledge points
in intaractions with intemal and exfemnal
stekehoiders

~11-
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CORE COMPETENCIES
3 Commuaication

; | Abls to share information, knowledge and ideas in a clear, focused and concise manner appropriate for he audlence in order to effectively convey,
| persuade and influenca stakeholders to achiave the deslred owtcome

E

cwsiR:
COMPET_ENCY NAME:

COMPETENCY DEFINITION

Demonstrale an understanding for
communication levers and f00ls
appropriate for the audience, but
requines guidance in utifising such ools
Express ideas in a clear and focused
manner, but does not akways take the
audience Into conskieration

Digseminale and canvey information
and kitwiedge adequately

Express ideas fo individuals and groups
in formal and informal setfings in a
manner that is interesting and motivating

Ablz lo understand, tolerale and
appreciate diverse perspectives,
allitudes and baliets

Adapt communication content and style
t suit the audiance and facilitate
cplimal information transfer

Defiver content in & manner thal gains
support, commitrment and agreement
from refevant stakeholders

Complle clear, focused, concise and
wal-siructured writien documents

Effectively communicate high-risk and
sensitive matters (o relevant
slakehelders

Davelop a well-defined communication
strategy

Balance political perspectives with
instilutional ageds when communicating
viewpoints on complex issues

Able fo effectively direct negotialions
around complex

Market and promale the instilution to
external stakeholders and seek o
enhance a positiva image of the
institutiont

Able to communicate with (he media
with high levels of moral competence
and discipling

+  Reparded as a specialist in negotiatians
and repraserling the Instituion

+  Able to inspire and mativate others
through positive communication that is
Impactful and relevant

s Creales an enviconment conducive 1o
transparent and productive
communication and critical appreciate
conversations

s Ableto coordinate negofiations at
different lavels within local govemment
and exterally

-12-
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CuisTER: T CORE COMPETENCIES
' COMPETENCY NAME: Results and Quallty Focus

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

COMPETENCY DEFINITION :

Understand quality of work but requires
quidance in attending to important
matiers

Show a basic commitment lo achieving
the comect resulls

Produce the minimum leve! of resulls
required in the role

Produce ouicomes that is of a good
standard

Focus on the quaniity of output but
requires development in incorporating
the quality of work

Produce quality work In general
clrcumstances, but fails to meet
expectation when under pressure

|gh-ply actions and does
not become distracted by lower-priority
activities
Gisplay firm commitment and pride in
achieving the correct results

Setquality standards and design
processes and tasks around achieving
set standards

Produce output of high quality

Able lo balance the quantity and quality
and quality of resulls In order 1o achieve
objectives

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

" Conslstenty verify own standards and

outcornes 1o ensure quality output

Focus on the end resuit and avolgs
being distracted

Demonsirate a determined and
committed approach to achieving resuits
and quatily slandards

Follow task and projects through to
completion

Set challenging goals and objectives lo
self and team and display commitment
to achigving expeclations

Mainizin a focus en quality outpis
when placed under pressure

Establishing Insitutiona! systems for
managing and assigning wark, defining
responsibilities, iracking, monitoring and
measurng success, evalualing and
valuing the work of the instifution

Coach and guide others lo oeed

quality standards and resulls

Pevelop challanging, client-kxcused
goals and sets high standards for
personal performance

Commit to exceed the resulls and
quality standards, menitor own
performance and implement remedial
Interventions when required

Work with leam 1o set ambitious and
challenging team goals, comymunicating
long- and shert term expectafions

Take appropriate dsks i accomplish
goals

Overcome setbacks and adjust action
plans 10 realise goals

Focus people on critical activifies that
yield a high impact

-13-
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Personal Development Plan
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