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AGENDA OF A SPECIAL MAYORAL COMMITTEE MEETING 25JULY 2018

10.
SIGNED PERFORMANCE AGREEMENTS OF THE SECTION 54A AND 56
APPOINTEES FOR 2018/19

2/12/1
R Louw (028) 313 8071 Corporate Head Office
09 July 2018

1. Executive Summary
The purpose of this report is for Council to note the signed performance
agreements of the Section 54A (Municipal Manager) and 56 (Directors)
appointees for the 2018/19 financial year.

2. Service Delivery and Budget Implementation Plan - IGNITE

Management Services
Strategic Services

3. Compliance with Strategic Priority

Provision of democratic, accountable and ethical governance
4. Delegated Authority

None
5. Legal Requirements

Section 53(3)(b) of the Local Government: Municipal Finance Management
Act, 2003 (56 of 2003) [MFMA]

6. Background/Introduction/Discussion

Section 53 (3)(b) of the Local Government: Municipal Finance Management
Act, 2003 states “ The Mayor must ensure-

(b) that the performance agreements of the municipal manager, senior
managers and any other categories of officials as may be prescribed, are
made public no later than 14 days after the approval of the municipality’s
service delivery and budget implementation plan. Copies of such performance
agreements must be submitted to the council and the MEC for local
government in the province.”

The said performance agreements are attached as Annexure A for Council
notification.

7. Financial Implications

The documents were compiled in-house by our own staff.
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8. Staff Implications
Internal Staff
9. Comments from other Departments, Divisions and Administrations

The respective Section 54A and 56 appointees were involved in the drafting
and subsequent signing of their performance agreements.

10.Annexures

Annexure A:  Signed performance agreements of the Section 54A and 56
appointees for 2018/19

RECOMMENDATION TO THE COUNCIL.:
that the signed performance agreements of the Section 54A and 56 appointees for
2018/19 be noted.

RESPONSIBLE OFFICIAL : R LOUW

TARGET DATE FOR IMPLEMENTATION : 27 JULY 2018



Performance Agreement
for the financial veaor
T July 2018 - 30 June 2019

e L T T, £
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Performance Agreement 2018719

Performance agreement made and eniered into by and betwesn

The Oversirand Muricipality and represented by Coenie Grosnewald, the Municipal
Manager (herein and afier referred as Employer)

anc

Sanfie Reyneke Maude, the Direcior: Finance (herein and afier referred as
Employee) for the period 1 July 2018 to 30 June 2019

Where as

- The Employer has entered inio @ contract of emplayment with the

Employee in terms of section 57(1){(a) of the Local Govarnment:
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 Contraet of
Employment conciuded betwsen the parties, requires the Parties to
conclude an annual performance agreement:

. The Parties wish to ensure thai they are clear about the goais to ba

achieved, and secure the commitiment of the Employee to a set of
outcomes that will promote local government goals: and

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

1. INTERPRETATION

1.1

in this Agreement the followings terms will have ihé’ m.éaning ascribed
thereto:

111 "this Agreement” - means the performance agreemant
between the Employer and the employee and the Annexures
thereto:

1.1.2 “the Executive Authority” ~ means the Mayoral Commitiee of
the Municipality constituied in terms of Section 55 of the Local
Government: Municipal Structures Act 117 of 1908 {"the
Structures  Act') as represented by its chairperson, the
Executive Mayor:

1.1.3 “the Employes” means the Direcior appointed In terms of
Section 82 of the Struciures Act;

1.1.4 “the Employer’ means Ovsrstrand Muhicipality; and

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

2.1

2.2

2.3

2.4

2.5

26

2.7

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

To specify objectives and targets established for the Employae and o
communicate to the Employee the Employer's expectations of the
Employee’s performance targets and accountabilities;

To specify accountabiliies as set out in the Performance Plan
{Annexure A);

To monitor and measure performance against sel targeted ouiputs
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 Emplover's commitment to a peiformance-
orientated relationship with the Employes In attaining improved
service delivery,

COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

3.5

This Agreement will commence on 01 July 2018 and will remain in
force until 30 June 2019 where-after a new Performance Agreement
shall be concluded belween 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 vear by not later than 31% of July of the
succeeding financial year,

This Agreement will ierminate on the termination of the Employee's
confract of empioyment for any reason;

K at any time during the validity of the agreement the work
environmeni alters o the extent that the contents of the agrsement
are no longer appropriate, the contents must by mulual agreement
between the parties, immediately be revised; and

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

PERFORMANCE OBJECTIVES

4.1

The Performance Plan {Annexure A) seis out —

5
? Dir.:_ﬁiﬁi_MM: :
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411 The perfarmance objectives and targsts that must be met by
the Emplavee;

4.1.2 The limeframes within which those performance objectives and
targets must be met; and

4.1.3 The competencies (Annexure B - definffions in terms of
Regulation 21 of 17 January 2014) reguired o operate
effectively as senior managers in the iocal govemment
erwviromment.

4.2  The performance objectives and fargets reflected in Annexure A are
sel by the Emplover in consultation with the Employee and hased on
the integrated Development Plan, Service Delivery and Budget
Implamentation Plan (SDBIF) and the Budget of the Employer, and
shall include:

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

422 ¥Key performance indicators that provide the detalis of the
svidence that must be provided fo 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 kay
obhjectives to each other,

43 The Personal Development Plan (Annexureg C) sels oul the
Employee’'s personal development reqwrements in ling with the
objectives and targets of the Employer; and s

44  The Employee’s performance will, in addition, be measured in terms of
confributions to the goals and sirategies set out in the Employer's
Integrated Development Pian.

PERFORMANCE MANAGEMENT SYSTEM

5.1 The Employee agrees to parlicipate in the performance managerent
systern that the Employer adopied for the employses of the Employer;

82 The Employee accepts that the purpose of the performance
management system will be o provide a comprehensive system with
specific performance standards to assist the employess and sernvice
providers to perform to the standards required,

53  The Employer must consult the Employee about the specific
petformance standards and tfargets that will be included in the
performance management system applicable {o the Employee;
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5.4

8.5

58

The Emplovee undertakes to actively focus on the promotion and
implementation of the key performance indicators {including special
projects relevant o the employee’s responsibilities) within the local
government framework;

The criteria upon which the performance of the Emplovee shall be
assessed shall consist of wo components, Operational Performance
and Competencies both of whieh 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 o between the Employer and Employes:

& Service Delivery and
Infrasuuciure

& Munigipal Transfornaation
and lastiretional
Devedopment

= Local Econoric Development

# Municipal Fimanial Visbility
anct Management

&= Good Governgaics, Public
Farticipaton Accountability
and Transparency

5.7 The Competencies will make up the other 20% of the Empioyee’s

assessment score. The Competencies are spilt info two groups,
leading competencies (indicated in blue on the graph below) that drive
strategic intent and direction and core compstencies (indicated in
green on the graph below), which drive the execution of the leading
competansies.
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B Strakegle ellraction and fazdership

A Paople managemant

W Frogram and praject rnanagerment
M Finantisl management

B Chunge izadership

i Gtwernance laadersip

B Moral competonee

b Flanning and organising

MAnalysls end innovation
LiKnowledge and inferrnation

aragament
1€ niation

j ¥ Results and quallty Fous

Lo

PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

8.5

6.6

The Performance Plan (Annexure A) o this Agreament sets out —

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

6.1.2 The intervals for the evaluation of the Employee's
performance.

Despite the establishment of agreed intervais for evaluation, the
Employer may in addition review the Employes’s performance at any
stage while the coniract of employment remains: in foree;

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

The Employee's performance will be measured in terms  of
contributions to the goals and strategies sef out in the Employer's
Integrated Development Plan (IDFP) as described in 6.6 ~ 6,13 below;

The Emplayee will submit quarterly performance raporis (SDBIP) and
a comprehensive annual performance report at the fourth evaluation at
least one week prior to the performance assessrmant meetings to the

Evaluation Panel Chairperson for distribution to the parel members for
preparation purposes;

Assessment of the achievament of resulls as outlined in the
performance plan:

6.6.1 Each KP1 or group of KP)s shall be assessed according fo the
extant to which the specified standards or performance targets
have been met and with due regard to ad-hoc {asks that had o
be performed under the KPI;

6
Dir.:
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6.7

6.8

6.9

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

6.6.3 The Employes wili submil his seff-evaiuation to the Employer
prior to the formal assaessment;

6.6.4 In the instance where the employes could not perform dus to
reasons outside the control of the employer and employee, the
KPl wil not bs considered during the evaluation The
employee should provide sufficient evidence in such instances;
and

6.6.5 An overall score will be caloulaled based on the iotal of the
individual scores calculated above,

Asseasment of the Competencies:

671 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;

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

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

Cverall rating

6.8.1 An overall rating is calculated by adding the overall scores as
caiculated in 6.6,5 and 6.7.3 above,; and

8.8.2 Such overall rating represents the oulcome of the performance

appraisal.

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

H
i

L
I

PPTT—

iy el AL
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6.0

Lhmiangheg
prelarman

Qutstanding
performance

Fayformanes  Sully eMersve i Tty Unzcepishie
significa iy T urtve parfasrence

Al

akpeLhEhians

Performance far exceeds the standard expected n
empioyee at this leval. The appraisal indicates thai the
Employse has achieved above fully effective results against
ali performance crteria and indicators as specified in the PA
and Performance plan and maintained this in sl areas of
responsibility throughout the vear.

Performance
significantly
above

expactations

Petformance is  significantly higher than the standard
expacted in the job. The appraisael indicates that the
Employee has achieved above fully efiective resuits agalnst
more than half of the performance critaria and indicators and
fuity achieved all athers throughout the year,

Fully affective

Performance fully meets the standards expected in ail areas
of the job, The appraisal indicates that the Emplovee has fully
achieved sffective results against alf significant performance
criteria and indicators as specified inthe PA and Performance
Pian. '

Mot fully effective

Performance is below the standard required for the iob in kay
areas. Perfomhance meets some of the standards expected
for the job. The review/assessmenl indicates that the
employee has achisved below fully effective results against
more than half the key performance criferle and indicators as
specified in the PA and Performance Flan.

Unaccsptable
performanca

Parformance does rot meet the standard expected for the job.
The reviewlassessment indicates that they employase has
achiaved below fully effective results against almost all of the
performance criteria and Indicators as spacified in the PA and
Performance Plan. The employee has failzd to demonstrate
the commitment or ability to bring performance up to the level
axpecied in the Job despite management efforts to encourage
improvemsnt,

The assessment of the competencies will be based on the following

rating scale:

Bir:e ™
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?

8.11

§.12

6.13

Pouar Basic Campetent Advanced Suparior

appiy the baslc concepts and mathods to proof a baslc
Poor understanding of local govemment operations and requires
extensive supervision and development interventions,
Anplles basic concepts, methods, and understanding of local
Basle govemment operalions, but requires supervision and
davelopient intervention,

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

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

Has 3 comprehensive understanding of local govemnment
operations, critical in strategic shaping stratepic direction and
change, develops and applies comprehensive concepts and
mathads. .

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 wiil 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 Commities; and

8.11.4 The Member of the Mayoral Commities (Portfolio
Chairperson).

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

The Municipai Manager will give performance feedback io the
Employee within five (5) working days after each guarterly and annual
assessment mestings,
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7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of the Erployes in relation to his performance
agresment shall be reviewed on the following dales with the
understanding thal the reviews in the first and third quarter may be
verbal if performance is satisfactory:

i Fuly - Seplember Qatober 208 {infurmga)
i Qctober — Decamber February 2010

3 Jamuary — March Apedl 2009 {Informaly
4 April - June 1 Saptember 20149

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

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

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

7.5 The Employer may amend the provisions of Annexura A whenaver the
performance management sysiem Is adopied, implemented andfor
amended a@s the case may be. In that case, the Employee will be fully
consulted before any such change is made.

8. DEVELOPMENTAL REQUIREMENTS |

The Personal Developrment Plan (PBP} for addressing developmental gaps is g
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 Employse will

be fully consuited before any such change or plan is made,

9. OBLIGATIONS OF THE EMPLOYER
9.1 The Employer shall-

811 Create an enabling earvironment to facilitate effective
performance by the employee;

9.1.2 Provide access {o skills development and capacity bullding
opporfunities;

9.1.3 Work collaboratively with the Employee o soive problems and
generate solutions to common problems that may impact on
{he performance of the Employee;

814 On the request of the Employee delegate such powers
reasonably required by the Employee to enable him to meet
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10,

i1.

12.

the performance objectives and targeis established in terms of
this Agreement; and

0.1.5 Make svailable to the Employee such resouwrces as the
Employes may reasonably require from time to time assisting
him fo mest the performance objectives and largsets
established in ferms of this Agreement,

CONSULTATION

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

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

10.1.2 Commit the Employes o implement or fo 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 oulcome of any
decisions faken pursuant to the exercise of powers contemplated in
clause 12,1 as soon as is practicable {0 enable the Emplovee {o take
any necessary action with delay.

REWARD

11.1  The evaluation of the Employee's performance will form the basis for
acknowledging outstanding performance or correcting unacceptable
parformance; R

11.2 It is recorded that by mutual agreement the Parties have decided that
no performance bonus will be paid to the Employee as the Employee's
total cost of employment package is deemed o be adequate.

MANAGEMENT OF EVALUATION QUTCOMES

12.1  Where the Employer is, any time during the Employee's employment,
not satisfied with the Employee's performance with respect 1o any
matter dealt with in this Agreement, the Employer will give notice io
the Employee to attend a meeting;

12.2 The Employee will have the opportunity at the meeting fo satisfy the
Employer of the measures being teken io ensure that his performance
becomes satisfaciory and any programme, including any dates, for
implementing these measures;

12.3  Where there is a dispute or difference as io the performance of the

Employes under this Agreement, the Parties will confer with a view o
rasolving the dispute or difference; and
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13.

14.

12.4

tn 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
tirme for improvement in performance, the Employer may
consider steps to terminate the contract of emmployment of the
Employee on grounds of unfilness or incapacity to carry out his
or her duties.

DISPUTE RESOLUTION

13.1

13.2

13.3

13.4

13.5

in the event that the Employes is digsatisfied 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 Empioyee has
achieved the performance objectives and fargets established in terims
of this Agreement, the Employee may within 3 (three) business days,
meet with the Employer with a view o resolving ihe issus. The
Employsr witl record the outcome of the meeting in writing;

If the Parties cannot resoive the issues within 10 (len) business days,
an independent arbitrator, accepiable to bolh parties, shall be
appointed to resolve the matter within 30 (thirly} business days;

In the instance where the matters referred fo in 13.2 ware not
successiully resolved, the matier shall be referred to the Executive
Mayor to mediate the issues within 30 (thirty) businass 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 conlemplated above fails, the
relevant clause of the Contract of Employment shall apply.

GENERAL

i4.1

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

Mothing in this agreement diminishes the obligations, duties of
acoountabilities of the Employee in terms of his contract of
employment, or the effects of existing or new regulations, circulars,
policies, directives ar other instruments.

S O U PO SO
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Thus done and signed ai Y ontea &
2018.

A3 WITNESSES:

1. b o

£, ;
X

13 . ﬁ )
Dir: NA A MM
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Thus done and signed at HEQW&NMS oft the @Qﬁ‘dey June of 2018,

AS WITNESSES:
1. ] Mﬁj

: DIRECTOR
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mandate

» Descibe how
spenific tosks
Bk o
institutional
glrategies  but
has fimited
influence in
directing
Straiegy

*Has & basic
understanding of
institutionsd
performgnce
managernent,
but  fagks  the
ability to
intetrate
systems into a
caliective whole

s Demonstrate 3
basic
undesslanding of
key  decision-
makars

L

ant  participation of
team members

« Develop actions plansg
o execule and guide
strategy
implementation

w Assist  In defining
perforiviance
measures {6 moniior
the progress and
effectivengss of tha
Inztitution

s Digplays a1
awarensss of
institutional structures
and poliiical factors

+ Effectively
communicate bamrers
fo  execution io
redevant parties

e Provide guidance to
alt stakaholders In the
athisvermant of the
strategic mandale

» Understand the am
and objectives of the
institution and relate &
0 Own work

= Align stiafeqy and goals
aoress all functionsi areas

v Actively

define

performance measures fo

monitor the progress
effectiveness of
institution

« Consigtenlly  challe

ang
the

nge

shralegic plans to ensure

relevance
+ Linderstand

Insetitutional

steuchires  and  polfticat

faciors, and

the

eonseguences of actions
= Empower others b follow

strategic  direction  and
dea) with complex
gltuations

e Buide the  nslitution
through  complex  and
ambiguous concern

¢ Use underslanding of

pivrzs  relationships
dyngimic lensions am

andd
Lng

key players to fiame

communications

develop stratey

positions and alfances

anc
ies,

= Provide

Cluster rﬂLeading Competencias
Competency Mame Sirategic Diraction snd Leademship
e Provide and direct 2 vision for the institution, and inspire and depioy others
Compatency Definition t2 defiver on the strategic institutional mandate Y
ACHIEVEMENT LEVELS o
BABIC COMPETENT ADVAHCED SUPERIOR
+ Understand » Give direction to & | e Evaluaie af activities 10 | Struciure and position
institutional and feam in reglising the | detesmine  valve and | the Insthtution to ocal
departmentsl institution's  strategic alignment  to  sirategic govemniment priovities
strategic mandste  and  set] infent ¢ Actively use in-depth
obfectives, i objectives » Display Indepth | knowledge and
lacks the ability | s Mag a positive impact [ knowledge and | understanding to
o inspire others and influencs on the understanding of stretegic develop and imploment
fo achiove set morale, engagement |  planning 2 comprahensive

institutions) framewnik
o Hold self accountabie

for strategy exenution

and results
impact  and
influence through
building ang
meintaining  sirategie
relationships

+ Cregie an environment

that facilitates Joyalty
and innovation Display
& supenor level of ssif.
diecipling and integrity
in actions

* Integraie VEHOUS
systemns into ]
collective whole o
optifmise  instiutional
performance
anagemsnt

= Uses understanding of
competing interests fo
manoeuvre
sucoessfully o g
winfwin sutcome

dew ?%xs

@

¥
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[ Cluster Leading Competencies o
Competsncy Nama People Management
Effectively manage, inspire and encourage people, respsct diversity,
Competency Definition | optimise talent and build 2nd nurture relationships in order ip achieve
institulional oblectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SURERICGR
Participate  in | e Seek opportunities  to » ldentify ineffective laar = Develop and
leam goal- | increase team | and work processes and incorporate  best
setling  and | contibution and | racominend  remedial | practics pecpie
problem responsiblity interventions management
solving s Respoct and  support | »Recognise and ieward processes,
eInteract  and the diverse nature of | effective and desired gpproaches  and
oollaborate others angd be aware of | behaviour iools across ihe
with pecple of the benefits of a diverse | « Provide mentoning end | nstitidion
tiverse approach puidance fo others in | «Foster 8 culiure of
backgrounds » Effsctively delepate | order  fo increase discipting,
® Aware of tasks and empower personal efectivenass responsibility angd
glidelines  for | others to  ingrease eideniify  development | accountability
employes contribution and | and  learning  needs | « Understand thie
development, execule functions | within the team impact of divensity
it requires optimally = Build 2 work | i performance
support in §=Apply relevant | environment conducive | and artively
implementing employse  jegislation | 1o sharing, innovafion, | Incorporate a
development faitly and consistently sthicel behaviour ang | diversity strategy
Indiiatives «Faclitate team goal- | professionalism in the institution
sefting and problem- | «lnspire a oulure of * Develop
solving perfommance excellence | comprehensive
» Effactively identify 1 by giving positive and | integrated
capacity requiremsnts | construclive feedback to strategies and
o fullll the strategic | the team approaches o
mandate eAchieve agreement or] human  capital
consensus in ] devalopment and
adversarial | management
snvirohments s Activaly  identify
*lead and unite diverse | trends and predict
sams across divisions | Capacity
to achiewe institutionst | requirernents to
objectives faellitate  unifled
trangition and
perormance
manzsgement

3T
e \@;fm

™,
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Cluster Leading Competencies
. Lompstency Name | Program and Project Management
Abie to understand program and projert management methodoiogy;
Competency Deflnition plan, manage, monitor ang evaliaie spedific activities in order o
+_| deliver o set objectives _
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERION
infliate profects Establish broad | » Manage multiple [« Understand and
after approval from slakehoider programs and conceplualise
higher sthorities imolvemant  and balance priorities the  long-term
Understand communicate  the and confilcts impiications  of
procediras of project status and according tw degired  project
program and key milestones institutional goals ouicomes
project Define the roles| e Apply effective risk | » Diract a
managament and responsibilitics ranagement comprehensive
methodology, of the project team strategies  through strategic  magro
implications  ang and creale clasity lmpact  assessment and MiCPo
stakeholder around and FEEOUICE analysis and
involvement expetiations requiremanis seops  projects
Understand  the Find a balance | ¢ Modify project s0C0pE accordingly  to
rational of projects bebween  project angd  budget when reglise
in selation o the deadiine and the yetjuired without ingtitutional
instittion's guality of compremising  the oblectives
strategic objectives deliverables quality ghd | » Consider and
Document and identily apmopriate objectives of the initiate  projects
Corumunicate project resources fo project that forus on
factors  and sk facilitate the 1« Involve top-level achievermnent of
2$sociated with effective authorities and the  long-term
own work completion of the | relevant ohjactives
Use resulls and defiverablos siakeholdars in|e Infivence people
approaches of Cornply with seeking project buy- in positions of
successil  project statutory i authority te
implementation as requirements  and | e Idenilfy  and apply implement
guidse apply policies in a contemporary - Y oulcomes of
consistent manner project management projecta
Monitor  progress methodology ¢ lesd and divest
and use of f ¢ influence and transigtion  of
FesoUtes and motivate prolect policy into
make nesded team W0 deliver workable
adjustments ) exceptional resulis actions plans
timelines,  steps, [ ¢ WMonitor poficy | = Ensures that
and resOLHco implementation  ang programe  are
alocation apply procedures to mionitored io
mnanage risks track  progress
and eptimal
resowce
ulifisation,  and
that adjustments
are  made as
needed
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Cluster

Leading Competencies

Compatonay Name

Firancial Management

Able io compile, plan and menage budgets, control cash fow,
nstitute financial fisk management and administer procurement

Gompetency Definltlorr | processes in accordance with recognised finaneizd practices. Further
to enswre that 2l finencial ansactions are managed in an sthical
manner

ACHIEVEMENT LEVELS _
BADIC COMPETENT ADVAMNCED SUPERIDR

+ LUnderstand basic Exhibit knowledge [e Take active Develop planning
financial concepts of ganaral firancis] ownership of toois to assist in
and methods as concepts, planming, planning, evalsating and
they relate to budgeting, and budgeting, and meniicsing future
fnatitutiona! forecasting and forecast protesses expandilure
processes and Hiows they interrelate and provides trencs
aclivities Assess, identify credibie answers o Set budpet

= Digplay and manage queries within own framsworke for
awareress inlo financiad risks reshonsibility the institution
the various Assume & cost- s Frepare budpets Sel sirategic
sources of saving approach to that are alignad o direction for the
financial data, financial the straiegic Institution on
reporting managernent vhjestives of the expenditure and
mechanisms, Prepare financial institition other financial
financial reports based on ¢ Address complex processes
govemancs, specified formats budgeting and Build and nurure
processes and Consider and firancial parnerships to
systems understand tha management improve financial

« Understand the financiz CONCeINS management andg

importsnce of implications of = Put systems and achieve financial
financial decisions and DroCesses in place savings
accountability suggestions 0 enhance the Actively identify

+ Understand the Engure that ~ quality and integrity el implement

importance of delegation and of financial | new methods fo
assst control instructions as management improve asset
required by practices comrol
Nationa! Treaswry | » Advise on policies Display
guidelines are &nd procedures professionslism in
raviewed and regarding asset dealing with
updated centrol financiet data and
identify and »  Promote National processes
irnplement proper Treasury's
monilorng and reguiatory
evaluation practices framework for
to ensure Financiat
abprapriate Managemeni
spending against
hudgst

28/258
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Clustar Leading Competencies
Compatency Nome Change Lerdership
Able 10 direct and initate institutional ransfonmation on ail levels i
Competency Definition | order o successfully drive and implstent new initiatives and
| deliver professional and quadity services to the community
ACHIEVEMENT LEVELS
BASIC COMPETENT ADYANCED SUPERIOR
Dieplay an » Perorm an analyais |+ Actively monitor Sponsor
swarangss of changs of the change impac change impact and change
interventions, and on the social, resuits and convey agents and
the benefite of poifticet and progress 6 relevant Sremie g
fransformation SCONGMIC stakeholders natwork of
initintives enwiranmant v Secure buy-in and change
Able to identify basic |«  Malntaln calm and gponsorship for isaders who
reads for change focus dusing chenge change initiatives sigport the
Idanitify gapa o Ablefogssist taem  {¢  Continuously inferventions
between the current membars dusing evaluate change *  Actively
and desired stale change and keap strateqy and design auspt current
identify potential fiak them focused on the et intrecluce new struciures
and chaliniges o deliverables appmaches fo A
transfomation, «  Volunteer to lesd enhanes the processss {0
inchading resistance change efforis insliution's incorporate
to change faciors outside of ewn work effectivensas the change
Padicipate in change o e Buiki and nuriure interventions
programs and e Abds io gain buy-in relationships with v Mentor and
pllcting changs ang spproval for various siakeholders guide tegm
interventions change from 0 estabiish strategic rRmbere on
Untlersiand the iievant sliiance in facilitating the effscts of
krpact of chenge stakeholders change change,
interventions on the  je  ldentify changs s Tako the feadin resistance
institution within the reatlingss ievels and impacifl changs factors ard
broader spope of apsisl in resolving programs - howto
Llosal Goovernmant, registance to change = Benchmark change miegreie
factone interventions against |  change
« Dasign change best change = Motivate and
Interventions that practices inspire olhears
are alipned with the 1 Understand the around
institution’s sirategic |  impect and change
objesiives and goals paychoiogy of injfistives
ehange, and put
remedial
irterventions in
plase to faciitate
sffective
{ransformation
o Take calculated risk
and seek new ideas
from best practice
suenarios, and
identify the potential
Tor implarmentation
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Chosioy Leading Compelencies
Competency Mame Sovemance Leadership
Able to promate, direct and epply professionalism in managing riek
and compliance requirements and apply & thomugh undarstanding
Compeiency Definition | of governance practices and obligations. Further, etle to direct the
concepluaiisation of relevant polickes and enhance conperative
governance relationships
o ACHIEVEMENT LEVELS
BASM CORPETENT ADVANCED SUPERIOR
¢ Displayabasic [e Displaya & Able tofink risk ¢ Demonsirate &
ewareness of tharough initistives into key high fevel of
risk, compiance undarstanding of instituionsi objactives commifnent in
snd governance governencs and and drivers complying with
factors but risk and s {dentify, analyse and povemance
reguire guidance psompliance mpasLre risk, crmate réquinsments
and factors and valid risk forecasts, e lmiplemsat
developmant in implement plans and map risk profiles governance and
implenienting to address these |«  Apply risk contro compliance
such »  Demonsirate methodelogy and sirategy (o ensurs
raquiremenis uhdsrstanding of approachss 1o prevent achigvement of
+ Understand the the technigues and reduce sisk that institutionsd
structre of andd processes for impads on the vhjectives within
cooparative optimising risk gehisvement of the: legisiative
povernment bt taking detisions institutiona! objectives framewoik
requires within the s  Damonstiate & +  Able fo adivise
guidance on insiftution thorough Lecal Gevsrnment
Jostering s Aclhvly dive understanding of risk ofi risk
workatie policy formulation retention plans management
relationships within the v dentity and sirategies, best
between institution 1o impiemant practice
stakeholdars ensure the -comiprehensive risk interventions and
»  Provide input ashisvement of management systems somplant:
into policy ohjeclives and provesses fmanagement
formudiation o Implereent ©  pnd [ Ableto forge
oo the | positive
formulation of policies, | relationstips on
identify and ansiyse cupperative
oonstrsints ani govemencs lewe {o
challenges with anhance the
implemeniation  and |  effecliveness of
provide Elons! governiment
moommendations for [+ Able to shape,
irnprovemeant direct and drive the
formuiation of

policies on 8 mawo
kesvees
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Clugtsr Core Compatencias
Competency Hame | More! Compelence _ .
Competancy Abls to idenlify moral wiggers, apply reasoning thet promodes howiesty
Dsfinition and integrity and consistently display behaviow thai roflects mera!
sompstence
e OCHIEVEMENT LEVELS _
BABIC CORBPETENY ADVANCED SUPERIOR
¢ Resliss the Conduct self in + {dentify, develop, and » {reats an
impact of atigrment with Bhe apply measures of self. environment
aoting with valuss of L.ocal correction conducive of
integrity, but Governmentand |+ Able to gain trust and moral practices |
requires tha inatiulion respect Yuough afigning |« Actively develop
gukdance an Able 10 opanly actions with and implemnt
development in admit own oommiments meEsUes fo
impleménting mistskes and + Make proposals end combat fraud
principles wezknesses and recormmendstions thet and coruption
e Follow the seok anslstance are transparent andgain |« Set inteyrity
basis rules and froev others when the approval of rélevant standards ang
reguiations of unable to delver stakeholtors shaared
e institution Astivedy report »  Presant values, beliets accountability
e Able to idendify fraudutsnt activity and ideas thot are RBBsUNEs
basic morat and comuption eongruent vith the autoss the
situations, but within local ingtifution's mules and institution o
ratpuires gowvernment regulations support the
guidance and Uniderstand and + Takes an acive siance ohjectives of
Sevelopment iy honour the egainst corupiion and ncal
understanding confidential nuture dishonesty when noted government
and reaspning of meiters without 15 Aclively promote the ¢ Toke
with moral seeking personal vailve of the institution to reaponsibillly for
indent aain isternat and external T gotions and
Able {0 deal with stakeholders decisions, even
shuations of e Able to work In unity with | i the
conflict of interast & team and not sesk CONBRYLUSHEEE
prompty and in the parsonal gain are
best interest of s  Apply unlveraal morsl Uk OLrable
focst goverament principles consisienty 1o
achieve moral decislons
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Gluster Core Compelencies
Competency Name | Planning and Organising
Competenc Able to plan, pricritize and qrganim trfosmiation and resounces effectively
Desfintilon ¥ to ensiire the quelity of senvice delivery and build efficient contingency
plans 1o manage sk
ACKMIEVEMENT LEVELS o
BASIC COMPETENT ADVANGED SUPERIOR
s Able to folfow Acively and e Able to define Foous on broed
begio plans and appropriately insfitutional strafegiss and
organise tasks Hganiss oblectives, develop irdtigtives when
arsund set information and tofiprehansive devaloping
objactives FRBOUrCRY plang, integrate and plane angd
= Understend the ragLirad for a cotidinzie activities, aetions
process of task and assign Able i project
planning and Recogniss the approgrigle and forecast
orgenising b urgency and resournes fur short, medium
requires importance of suceessiul and {ong term
guigiance and fasks Implemsniation requirements of
develnpment in Balance short e ldeniify in advancs the Instivtion
proviging and fong-lerm requirsd stages and and local
Uatailed and plans and goals actions to complale poverRmant
comprehensive and incorporate tasks and projects Translate policy
plang into the team's e Sotedule realistic into relavant
o Able to follow perfonmancs tredines, obfectives projects to
existing pians cbjectives and millestones jor facilitate the
and enslire that Schadubs tasks io iasks and projecis achisverment of
ublectives ars grisure they are  |»  Produce cloar, institutions]
et parforrmed within tataied and objactives
v Foous on short- butlget and with - comprehensive
tarm objecivag efficient wee of plans to achisve
in developing tme and - - instifetional
plans and FEBOUTOeS oiyjectives
aotione Measures ®  |dentify possibie risk
f  Amrsnge progress and fectors and design .
information and YOy and implernent
FESHUES perfofmancs appropriate
reguired for g mEsuits contingency plans
task, hut reguire «  Adapt plans in light
further structure of chianging
afid organisation chrcumstances
¢ Prioriliss tasks and
prejects according o
their relevant
urgency and
impotignne
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Glugier Come Compstencies
Compslency Name | | Anglysis and innovation
Able o oritically analyse information, challenpss and frands to
Compstonsy astablish and implement fact-besed solitions that ave innovetive
Definition to improve instifutional processes in onder to achisve key sirategic
ohiactives
ACHIEVERIENT LEVELS N
BASIC COMPETEMT ADVANCED SUPERIOR
o Upderstand the |« Demonstrate logical [« Costhes toam s Demonstrate complex
basic pperation probiem soving meambers on ansiytical &nd problem
of analysis, but techpigues and anatytical and solving approathes
lack detal] and approachas and innovative and fechnigses
thoroughness provide sationala for gpprogohes and |+ Create an environsmert
» Able io balance recommendations techniques conduciva 1o analytical
ingapandent « Diemonsirate » BErngage with ant fact-based
ahalysis with thiscivity, ingight, Bppropriaie problem-sofving
reqiesting vt thoroughineat individuals In « Anslyse, recomimand
assistance from when analysing anahysing and solutions snd monior
othare problems resoving complex | trends in key
{* Recommentd & Abls tn break down problems challenges 1o prevent
RGN WS D complex problems | e identify solutions and manage
paytorm tasks into manageable on various areas OCOUITEnce
withits owmn pans and identify in the instituion » Craate an environmeni
furction solutions « Formiskete and ihat fosters innovative
& Propose simpls |« Consult internal and lpderment new thinking el foliows &
remedial externs) ideas theoughout eaming organization
ntarventions stakehoiders on the institution Bppoach
ihiat rmanginally opportunities to = Abig to gain » Be g thought leadar on
challanges the IMprove (socesses approval and buy- {  inpovative customer
atatus auo and service delivery inn for proposed service delivery, and
e Listan to the = Claarly interventions from | process optimisation
kaas and communicate he relevant 1o Play an aotive role in
parspaeciives of beneafits of new sipkahoktdars - sharing bett practios
oihers and opporiunities and » loentify rends and | solutions and engage
B0 innovailve solutions bast practices In in natidnal and
opponiunities o to stakeholders process and international losal
enhance such # Confinuously Identlfy | service defivary Qovernment serminams
inncvathee opporiunities to and propose and conferentes
thirking enhance internal institutions
PrOCERsER _ application
s tdentify and analyse 1= Continuously
obporiunities engage in
conducive o research fo
innovative antify clien
approaches and heads
proposs remedial
indervantion N

10
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Chisster Cors Compatencies
Gompetency Name | Knowiedge and Information Management
Able to promole the generation and sharing of knowlsdge snd
Compstancy Definition | information through various processes and media, in order o
enhance the colleclive knowledge base of local govemment
ACIHIEVERENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Uoliset, Use appragwiate | ¢ Effectively predict Create and
cabegorise and infarmation fubiirg information subport A vision
frack relevant sysiems s and knewledge and cultura where
information technology o MBSzt team mambers
required for AN sesuirements and are empowered o
siveific tasks institutional systems seek, galn and
and projects knowisdge ard Develop standeards shane knowledge
+ Analyse and informeation and processes o and irformation
inferprat sharing meeat fulure Establish
information o Evaluate daia khovdeddge parneships
thraw fron verions managament across local
conRciusions SOUTCES Bnd use needs povernment {o
= Seek now information Bhare and fathiate
sources of affectivaly o promote best- knowledge
infarmation 1o influsnice practice managemeant
inoreass the dedigions andl knowiedne Damonsiraie 2
knowiedge provide solufions managemant rnature approach
base Actively crests BETOSE YANDUS 1o knowladoe and
» Regulary raschanisms and institations irformatien
share struchures for Establish atcurate sharing with an
information sharing of meagures and Abirdahcs and
and knowledge irformation monitoring assistance
wilh intemal Uge gxternal and | - sysioms for approach
stakeholders intemal knowiedge and Reacoyinise ahd
and team resources i information expiolt knowledge
membens reseanch ana manageman . points in
provide relevant Creale a culire intaractions with
and sutiing-edge conducive of internal angd
ktipaledge o legrming and external
anhance knowisdoe sharing eiakeholders
instifutional Hol repular
effectiveness and knowledge and
afficiency Inforenation
sheing sessions
o elicit new ideas
and ghare best
praclice
APPIOAaches

34/258
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Annexure B 2018/19
Clugtor | Core Compelencies
Competensy Name | Communlcsiion |
Able {0 share information, knowledge and ideas in 2 clear,
Lompetancy focused and concise manner aporopriate for the sudience in
Dafinition wrder 1o effectively convey, persuade and influence stakeholders
o achieve the deslved outcoms
ACHIEVERENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Doemonstrate an = Express ideas | » Efectvely Regarded 26 &
understanding lo individuals communicate high- specialist in
for and groups in rigk and sensitive nsgotiations
cornrmurcation forrnel il matters to relevant and
ievers and tools informal siakehoiders representing the
appropnate for sefiings inan o Davelop a wall- institution
the audience, manner that is defined Able to inspire
but reguires irterasting and commurication and mothvale
guidance in motivating strateqy oihers through
utifising such ¢ Ableio » Balance political pasitive
tools undaretand, parspantives with communication
» Bxpress idess in tnlerate and institutional needs that is impaciful
& Clear and appreciale when communicating atyd relevant
focused mannes, diverse viewpoints on Crestes an
but doss not perspantives, COMpex issues environment
always teke the aititudes snd e Able fo effectively condusive fo
neads of the bligfs direct negotistions ransparent and
audisnos to « Adapt around somglex productive
consideration chenrnication fuatters and arrive at comnlnieation
+ [Disseminate and content and _& win-win siluation gind critical and
CORVEY siyie to suit the that promotes Batho appraciafive
information and aliciencs and " Pele principles conversalions
knowledge faclitate »  Market nad promote Able o
adeguately optimal {he Inestifulion o coordinsie
information external stakeholders 1. negotiations at
ransfer -ang seak (0 enhange diffarent lovals
e Delivar content & positive image of within iocal
in & mmanner ity Instittion government and
that gains »  Able to communicate axternally
suppor, with the media with
commibmen high levels of moral
and agreement competence and
from relevant discipling
stakeholders
» {ompile clear,
focused,
pongiss and
well-gtrunturad
written
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Annexure B sotn/y 00258
Clusier Core Compelencies
Comspatency Narme | Resulls and Guality Focus
Able o maintain high quality standards, bous o achieving
results and objectives while consislently stiving to exceed
Compstency Dellnifion | expecistions and encourage others 1o meat gualily standands.
Furiher, to actively monitor and messure results snd guality
against idontified objettives
ACHIEVEMENT LEVELS
BASIC CORMPETENT ADVANCED SUPERIOR

¢ Understand Fooue on high- e Consistantly vty Cosch end
quality of work pricrity achons own standerds guide gthers to
but reguires and dpes not and oulcomes to exceud quality
guidance in become anaite quality siandarde and
attending 1o disbasted by output resuts
important lower-pricrity Foous on ihe end Develop
matiers activitles resull and avoids challenging,

o Show & basic Chaplay firm being distiracied olient-fooused
counraitment o oomnmifrmant Damonsirain a goals snd asts
achieving tha and pride In determined and High standards
sorvect resulis achigving the commitied for personal

¢ Produce the correcl resulis approach to performance
roinimum level Set quality achieving results Cornmit to
of resulis standerds and angd quality exceed the
required in the design standards resulis and
role processas and Follow task and quality standerds,

o Produce tashs around rojects through raomitor twn
outomes that ashieving sel {0 compistion parformance and
is of @ good standands _ 8at challenging implernant
standard Produce culput goals and Tl

= Focuse on the of high quality - objectives to self interventions
guantily of Able to balance and tearm and when required
output bt the quantity and display Worl with teain
reguires guaiity of resulte commitment o - 1t get ambitious
davelopment in i ondes {0 - achieving and challenging
incorporating arhieve gxpaciations team goals,
the quatlily of ohjectives Maintzin 2 foous communicating
Work Monitors on quabty outputs jong- and short-

s Produce quality progress, guality when placed term expectations
wotk In genersl of work, and use under pressure Take apmropriate
clireumetances, of resoces; Establishing risks to
but fails to mest provide status Instliutional acooraplish goals
expactation updates, and systems for Dvercoms
wher under ke managing and siatbacks and
PPBaELTE adiusimenis as assigning work, adivgt aclion

nesded defining pians to reslise
responsibilifias, goals
tracking, Foous penpls on
moaitorng and ariticel aotivitiss
MBEsUring that yiek] & high
BUGLERS, irTapaeest
gvaluating and
walliing the wirk
of the institulion
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OVERSTRAND MUNICIPA LITY

Performance Agreement
for the financial year
1 July 2018 ~ 30 June 2019

DIRECTOR: COMMUNITY SER VICES
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Performance Agreemeni 201871 %

Performarnce agreement made and entered inio by and between

The Overstrand Muricipalily and represented by Coenis Groenewald, the Municipal
Manager (hersin and aftar referred as Employer)

and

Roderick Williams, the Director- Community Services {(herein and after reforred as
Employee) for the periad 1 July 2018 to 30 June 2019

Whare as

a. The Empioyer has eniered into a contract of employment with the
Employee in terms of section S57(1)(z) of the Local Government: Municipal
Systems Act 32 of 2000 (‘the Systems Act'). The Employer and the
Employee are hereinaftar referred as “the Partieg™

b. Section 57(1)b) of the Systems Act, read with the Conifract of
Employment concluded between the paries, requires the Partios to
conclude an annual performance agreament;

¢. The Parties wish to ensure that they are clear about the goais to be
achieved, and secure the commitment of the Employee 10 a set of
outcomes that will promote iocal government goals;: and

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

1. INTERPRETATION

1.1 In this Agreement the followings terms will have the meaning ascribed
therelo:

111 “this Agreement” — means the performance agreement betwesn
the Employer and the employee and the Annexures therato;

1.1.2 “the Executive Authority” — maans the Mayoral Committes of the
Municipality constituted n terms of Section 55 of the Local
Government:  Municipal Structures Act 117 of 1998 ("the
Structures Act”) as reprasented by its chairperson, the Executive
Mayor;

1.1.3  "the Employee” means ihe Director appointed in terms of Section
82 of the Siructures Act;

1.1.4 “the Employer” means Overstrand Municipality, and

115 “the Parties” means the Employer and Employee,
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PURPOSE OF THIS AGREEMENT

2.1

22

23

2.4

2.5

206

27

To comply with the provisions of Section ST(1){0).(4B) and {5) of the
Systems Act as well as the Contract of Employment entered into between
the Parties;

To specify objectives and targeis established for the Employee and io
communicate to the Employee the Employers expectations of the
Employee’s performance targets and accountabllities;

To specify accountabilities as set out in the Ferformance Plan (Annexure

A);

To monitor and measure performance against set targeted outputs and
outcomes;

To establish a transparent and accountable warking relationship;

To appropsiately reward the employee in accordance with section 11 of
this agreement; and

To give effect to the Employer's commitment {o g performance-orientatad
relationship with the Employee in ataining improved service delivery.

CUMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

3.5

This Agreement will commence on 01 July 2018 and will remain in force
until 30 June 2019 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 & year by not later than 31% of July of the
succeeding financial year;

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

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

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

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;

4.1.2 The timeframes within which those performance objectives and
targets myst be met; and

4.1.3 The compelencies (Annexure B — definitions In terms of
Regulation 21 of 17 January 2014) required to operate effectively
as sentor managers in the tocal government environment.,

The performance objectives and targsts reflected in Annexure A are sot
by the Employer in consultation with the Employee and based on the
Integrated Development Plan (IDP), Service Delivery and Budget
implementation Plan (SDBIP) and the Budget of the Employer, and shail
include:

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

4.2.2 Key porformance indicators that provide the details of the
evidence that must be provided o show that a key objective has
been achievad;

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

4.2.4 Welghtings showing the refative importance of the key objectivas
to each other, o

The Personal Development Plan (Annexure C) sets out the Employes’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 sel out in the Employers
Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

5.1

n
fa%d

The Employee agrees to participaie in the performance management
system that the Employer adopted for the employees of the Employer:

The Employee accepis that the purpose of the performance management
system will be to provide a comprehensive system with specific
performance standards to assist the employess and sesvice providers to
perform to the standards required: ;

4

421258
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53

5.4

5.5

5.6

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

The Employee undertakes to actively focus on the promotion and
implementation of the key performance indicators {including special
projects relevant to the employee's responsibilities) within the local
government framework;

The criteria upon which the performance of the Employes 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 ierms of
the outpuisfoutcomes (performance indicators) identified as per attached
Performance Plan, which are linked 1o the KPAs, and wilt constitute 80%
of the overall assessment result as per the weightings agreed to betwsen
the Employver and Employee:

B Seavice Delivery and
Enfrastruciaae

= Municipal Transiorvation
and Institfonat
Bavelopinent

+ Lol Economie Developmeint

& Muniﬁﬁd Fisiancial Viabiity
and Managerment

# (rood Governance, Public
Participation Avcewntabiliny
and Transparency

5.7 The Competencies will make up the other 20% of the Employae's

assessment score. The Competencies are spilt into two groups, leading
competencies {indicated in blug on the graph below) that drive strategic
infent and direction and core competencies (indicated in green on the
graph below), which drive the exacution of the leading competencies.

431258




Performance Agreement  2018/1%

B Skimiegio dweahion and leadzesiie
i Pacplo menagement

ke rogram #nd project managemeani
! Anancial mansgemant

e Changae leadership

sdaovernance ieadersip

B daral eompstencs

¥ Flanning and arganising

wl analysls and Inktewation

L nowlades spd infarmation
management

1 Comraunication

ki Resabts and quality facus

PERFORMANCE ASSESSMENT

6.1

8.2

8.3

6.4

&.5

6.8

The Performance Plan {Annexure A) to this Agresmeant sets out —

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

Despite the establishment of agreed intervals for evaiuation, the Employer
may in addition review the Employee’s parformance at any stage while
the contract of employment remains in forcs,

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

The Employee's performance will be measured in terms of contributions
to the goals and sirategies set out in the Employers integrated
Development Plan (IDP) as described in 6.6 — 6.13 below;

The Employse will submit quarerly performance reports (SDBIF) and a
comprehensive annual performance repori at the fourth svaluation at
least one week prior to the performance assessment meetings {o the
Evaluation Fansl Chairperson for distribution to the panel members for
preparation purposes;

Assessment of the achisvemant of results as cullined In the performance
plan:

44/258
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6.7

6.8

8.9

6.6.1

£.6.2

6.6.3

664

6.8.5

Each KPI or group of KPls shall be assessed according {o 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
performad under the KPI;

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

The Employee wili submit his self-evaluation to the Employer prior
to the formal assessmeant;

In the instance where the emplovee could not perform dus {0
reasons autside the controf of the employer and emplovee, the
KPI will not ba considered dwing the evaluation. The employes
should provide sufficient avidence in such Instances,; and

An overall score will be calcufated based on the total of the
individual scores calcuiated 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-snd reviews and will inform the final score awarded by
the evaluation commitee. 380 degree means that the emplioyeg's
peers and managers reporting to him will assess histher
Compeigncies; :

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

An overall score will be caloculated based on the fofal of the
ingividual scores calculated above,

Overall rating

6.8.1

6.8.2

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

Such overall rating represenis the outcome of the performance
appraisal.

The assessment of the performance of the Employes will be based on the
following rating scale for KPls:

.
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Catntandeng  Perlormance Tully effettive Med Fulty Arakceprafle
pedformance signifusatly eiffertive gt e
nhwe
ey paittiang

Performance far exceeds the standard ployee
al this level. The appralsal indicates that the Employee has
Qutstanding achleved above fully sffectiva results against all performance
performance crileria and indicators as specified in the PA and Farformanca
ptan and maintained this in 2l areas of respohsibility throughaut
the year.
Performance Is significantly higher then the standard expectad in
Performance the job, The appraisal indicates that the Employee has achieved
significantly above | above fully offeclive resulis against more than half of the :
expectations performance criteria and Indicators and fully achieved all others ;
throughout the year, :

Performance fully meets tha standards expected In all areas of
the job. The appraisal indicates that the Employee has fully
Fuily effective achieved eflective resulis against all significant performance
criterla and indicators as specified in the PA and Performance
Plan.
Performance is below the standard required for tha fob in key
areas. Porformance meets some of the siandards expected for
the job. The review/assessment indicates that the empioyee hag
Not fislly sffective achieved below fully effective resulis against more than haif the
key performance criterta and indicators as specified in thae PA
and Performance Plan,

Parformance does not meet the standard oxpecied for the fob.
The review/assessment indicates that they amployes has
achieved below fully affactive resulis against almaost all of the
performance criferia and indicators a3 spacified in the PA and

Uniacceptabis Perormance Plan. The employee has faied to demanstrate the

perfermance commilment or abliity to bring performance up to ithe javel
expected in the jeb despile managsment efforts to encowage
Improvement.

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

6.12

Pogr Basic Competent Advanced Superior

the cap mednods 10 proof a basic
Paor understanding of Iocal government opsrations and renuires
extansive supsrvision and development intervantions.

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

Davelops and applies more progressive concapts, methoads and
Competent understanding. Plans snd guides the work of others and
exacutes progressive analysis.

Develops and applies complax concepts, methods and
Advanced understanding, Effectively directs and leads a groupy and
executas in-depth analysis,
Has a comprehensive understanding of jocal governiment
operations, critical in slrategic .shaping sirategic direction and
change, develops and applies comprefignsive concepts and

Supearfor

methods.

For purpeses of evaluating the performance of the Employee for the mid-
year and yearend reviews, an sevaluation panel constituted of the
following persong will be established ~

6.11.1 Municipal Manager;

£.11.2 Municipal Manager from another municipality;

6.41.3 Chairpersen of the Performance Audit Committee oF in hig/her
absence thereof, the GChairperson of the Audit Committee; and

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

The Municipai Manager will evaluate the performance of the Empiloyee as
at the end of the 1* and 3" quarters: and

A7/258
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6.13 The Municipal Manager will give performance feedback to the Employee

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

7. SCHEDULE FOR PERFORMANCE REVIEWS

74

7.2

7.3

7.4

7.5

The performance of the Employee in relation to his perdformance
agresment shall be reviewed on the following dates with the
understanding that the reviews in the first and third quarier may be verbal
it performance is satisfactory:

i ' Jlly - Saplember Qetuber 2018 (Informal)
2 October - Decamber February 2019

3 January — March April 2048 {Informal)
4 Anrl - June ) September 2019

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

Performance feedback shall be based on the Employer's assessment of
the Emplovee’s performance,

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

The Employer may amend the provisions of Annéxure A whenever the
performance management system is adopted, Implemenied andior
amended as the case may be. In that case, the Employee will be fully
consuited before any such change is made.

DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is
attached as Ammexwre C. Such Plan may be implemented andfor amendead 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 shail-

9.1.1 Create an enabling environment o facilitate effective performance
by the smployes;

10
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9.1.2 Provide access 1o skills development and capacity building
opportunities;

2.1.3 Work collaboratively with the Employes to solve problems and
generate sclutions to common problems that may impact on the
performance of the Employee;

8.1.4 On the request of the Employee delegate such powers reasonably
reguired by the Employee o enable him o meet the performance
objectives and fargets astablished in terms of this Agreement; and

9.1.5 Make availabls to the Employee such raesources as the Employee
may reasonably require from tima fo time assisting him to meet
tha parformance ohjectives and largets established in terms of this
Agresment.

10. CONBULTATION

1.1 The Emplover agress to consuft the Employse timeously whers tha
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 Employse io implement or to give effect to a decislon
made by the Employer; and

10.1.3 A substantial financial effect on the Employer.

10.2  Tha Employer agrees to inform the Employee'of- thie outcome of any
decisions taken pursuant to the exercise of powers contemplated in
clause 12.1 as soon as is practicable to enable the Employes to take any

necessary action with delay.

1. REWARD

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

11.2 1t is recorded that by muiual agreement the Parties have decided that no
performance bonus will be paid to the Employee as the Employee’s total
cos! of employment package is deemed to be adequate.

il
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12.

13.

MANAGEMENT OF EVALUATION QUTCOMES

12.1

12.2

12.3

12.4

Where the Employer is, any fime during the Employee’s employment, not
satisfied with the Employee’s performance with respect 1© any matter
dealt with In this Agresment, the Emplover will give notice io the
Emplovee 1o attend a mesting;

The Employee will have the opportunity at the maeting to satisfy the
Employer of the measures being taken ic ensure that his performance
becories satisfactory and any programme, including any dales, for
implemanting these measures,;

Where there is a dispule or difference as o the performance of the
Employee under this Agreement, the Parties will confer with a view 1o
resolving the dispute or difference; and

In the case of unacceptable performance, the Employer shal ~

12.4.1 Provide systematic remedial or developmental support to assist
the Employes 1o Improve his performiance; 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
sieps to terminate the contract of employmeant of the Employee on
grounds of unfitness or incapacity to carry out his or her duiies.

DISPUTE RESOLUTION

131

13.2

13.3

13.4

In the event that the Emplovee is dissatisfied with any decision or action
of the Employer in terms of this Agreement, or where a dispute or
difference arises as o the extent to which the Employee has achieved the
performance objecltives and targets established in terms of this
Agreement, the Employee may within 3 (thres) business days, mest with
the Employer with a view o 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 10 both parties, shall be appointed to
resolve the mafter within 30 {thirty) business days;

In the instance where the matters referred {o In 13.2 were not successfully
resclved, 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
pariies; and

12
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3.5 In the eveni that the mediation process contemplated above fajls, the
relavant clause of the Contraci of Employmant shall apply.

14, GENERAL

141 The contents of this agreement and the oufcome of any review conducted
in terms of Annexure A may be made available {o the public by the

Employer; and

14.2 Nothing in this agreement diminishes the obligations, duties or
accountabiliies of the Employee in terms of his contract of employment,
of the effects of existing or new regulations, circulars, policies, diractives
or other instruments.

e

day June of

Thus done and signed at f:f
2018.

AS WITNESSES:

P

AL MANAGER

13
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L TH
Thus done and sighed ot MEFLIIRTIUS  onihe & day June of 2018

AS WITNESSES:

DIRECTOR

14 e
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Annexure B 2008/19
Clustar Leading Compstencies
Competancy Name Strategic Direciion and Leadership
Provide and direct a vision for the insiituiion, and [nspire and denioy others

Compotensy Pefinition

i deliver on the strategic institutional mandate

basic
vrgierstanding of
key  decklon-
makers

&l stakehodders in the
achisvemernt of lhe
strategic mandale

s Understand the aim
and objsctives of the
institution and relate it
o owr work

commihications
develpp

o Use understanding of
powar relaiorships and
dimamic tsnsions among
key players to frame

and

strateging,
poshilons and alances

*

ACHIEVEMENT LEVELS
BABZIC COMPETENT ADVANGEDR SUPERIOR
= Understand « Give directfon o a |+ Evaluate ali activiies to |« Strueture and position
stitutional apd team in realising the | delermine  value  and] the instifution to Jocal
departmentsl institution's  strategic | alighment  teo stralegic | government priorities
strategic mandate end  sel| intent o Actively use in-depth
objeclives,  but ohjectives e Display indepth :  knowletdge and
lacks the ability |« Has 2 positive impaat | knowledge and |  underatanding 4]
to inepire otivers and influence on the | understanding of shategic |  develop and implement
o achieve set morale, engagement | planaing a comprehensive
mandate and  participation  of | » Align strategy and goals |  Institutional framework
+ Dgecrbe  how team members acroes afl funclional aress je Hold self accolmtable
specific  tasks | « Develop aotions plans | o Actively define | for strategy execution
link o to executs and guida | parformance measwures to | and resulis
institutional strategy monitor the progress and [ Provide impact and
strategies  but implementation offectivenees  of  the | infuence fivrough
has fimited | e Assist in  defining | institution huilding and
Infiuence N performance ¢ Corgistently  challenge | malntaining  stratagic
directing measures {0 monitor | stategic plans fo ensure relativnships
strateqy the progress and| relevance + Creste an environment
sHas & basic | efectiveness of the | e Understand  instidutionsl | that fasiliiates loyaity
undderstanding of institution strucires  and  political | and innovation Bispiay
institutionai = Displays ani faciors, and the | & superior fevel of seif-
periormance AVArENess of | consegquences of actions digcipling and intagrity
midnagement, institutional struciures | » Empowser othars to follow | in actions
bt facks the | and politics! factors strategic  direction  and | Integrate vatious
ability to | e Effsctively deal ~  with  complex | systems e a
integrate communicate bamers | siuations collective: wiwle o
systems Mo @ | (o  execution W{eQuide the instituiion | oplimise  institutional
colfective whale relevant parties through  complex and ] . performance
o Demenstrate & | » provide guidance fo ambiguDUS concern managemant

Uses understanding of
competing interests o
manoewvre
sucegssfully o @
windwini cutcome

E
|

T
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Clusior

Leading Compatencies

Compateney Name

People Management

Sompsetency Definition

Effectively manage, inspire and encourage peaple, respect diviersity,
optimise talent and build and nurture relationships in order to achiove
mstiiutional objectives

sefting and problem-
solving
= Effactively identily
tapacily requiremenis
to il the strategic
mandate

ACHIEVEMENT LEVELE -
BASIC COMPETENT ADVANCED SUPERIOR

*Participate In | +Ssek opportunilles o ¢ ldentify ineffective team | = Develop anel
team goal- increase team | and work processes and | incorporate  best
eetting and contribution and | recommend  remedial | praclics pedple
problen respensibility interventions managernent
solving sRespect and support | « Recognise and rewand | processes,
¢interact  and the diverse nature of | effective and desired | approaches and
collaborals others and be aware of | bshaviour tools across the
with people of | the benefits of a diverse | » Provide meniong and | institution
diverse approach guidance o others in | e Fosler a culture of
backgrounds = Effactively delegate | order t0  Ihncrease | discipline,
» Aowrare of | lasks and empower | personal effectivenass regponsiblity and
guidelines for | olhers to  increase |« Identify  development | accountability
employee othirlbution and | and leaming needs | »Understand  the
developmand, axesule functions | within the team impact of diversity
but  requires | opthneily = Bl a@ work | in perfirmance
suppon in | «Apply relevant | environment conducive [ anrd activaly
implementing employes  legistation | io sharing, Innovation, | incorporate A
sevelopment fairly ang consistently sihical behaviour ang | diversity sirategy
irdtiatives o Faciiitate team goal- | professionafism ini the institution

slnkpire & culiure of
parformance sxeellence
by giving posiiive and
construelive feadback o
the tear o
= Achieve agreement or
CONSSNGUE in
advarsarial
environments

=lead and unite diverse
{sams across divisions
to achieve institttional
ohjectives

+ Davelop
comprehensive
integrated
strategies  and

approaches i
* human capital
devaiopment and
management
v Aciively  {dentify
trends and predict
capacily
reguirements o
facifitate  unified
transition and
performeance
managemant

i
|
|
|
:
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Clugter

Leading Competencies

Competency Mame

Program end Project Management

Compatency Definition

Able to understand program and project management methodology;
plan, manage, monitr snd evaluate specific activiies in order to

deliver on set objectives

AGCHIEVERENT LEVELS
BASIC COMPETENT ADVANCED SUFERIOR
Initiate  projects Esntablish broad | « Manage multiple Undarstand and
after approval from stakeholder progranms and conceptusiise
hgher authorities involvement  and balance pricrities the long-term
Understand communicate  the and conflicis implications  of
procedures of project status and aceording © desired  project

bregram atid
project

manzgemant
methodology,
implications
stakeholder
nvolvemernt
Understand i
rational of projects
in refation io the

A

institution's
sirategin ohigctives
Document and
communicale
factors  and risk
assosiated with
oW Wiork

Use resilis  and
approaches of

successiul  project
implemantation as
guticle

key milestones
Define the roles
and respensibilities
of the project team
gnd create  colaity
around
expecintions

Find a balance
between projact
deadiine and the
guality of
deliverablas
lifentify approprisie
project resources io
facifitate the:
sffective
completion of the
defiverables
Comply
statitony
reguiremsnts  and
apply polivies in a
gangistent manner
Monitor  progress
and use of
TesoLrces and
make needed
adjustments fo

with

timelinas, steps,
and TRSOIS
allocation

institutional goals
Anply effective risk
management
strategios  through
impart  assessment
and reSOLCE
raquiremenis
Modify project scope
and budgst when

requirer without
compromising  the
quality anl

chjectivas of the
project

- imvalve {op-lgval
authorifies anl
retevant
stakeholders in

seeking project buy-

in :

Mdentily and apply |
contemporary

project management
methbdology
Influence:
motivate project
feam o deliver
axcaptional results
Moniter policy
Implementation  and
apply provedurgs to
manage risks

ard

“implement

outcomes
Direct 8
comprehensive
strategic macrs
and micro
analysis and
Beope  projects
gecordingly  fo
reglise
institution:al
objectives
Consider and
initiste  projecis
that focus on
achievement of
the  long-term
objectives
influence peopka
in positions of
guthority 10

OLECOMESs of
projects

i1sad and direct
transiation of

policy {nto
workabie
aclions plans
Ensures thizt
programs  are

moenitored o
tack  progress
ard aptimal
resolrce

Ltilisgtion,  and
ihs! adjustrents
are made as
neaded




Annexure B

239

66/258

289

Clugtor

Leadiing Competencigs

Competoncy Neme

Financial Management

Able to compils, plan and manage budgets, comdrol cash flow,
institute financisl rigk maragement and adminisler procurement

Compuotency Definiiion | processes in accondance with recognised financial practices. Furiher
o ensure that all financlal transactions are managed in an ethical
mannel

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIIR
s Lnterstand basic Exhibit knowledge (e Take actie Develop planning
financial concegpts of general financial ownership of tools to assist in
and methods as concepts, planning, planning, evalualing and

they relate to
institutional
progesses and
activithos

e Display
awareness into
the variots
sources of
financizl data,
reporting
mechanisms,
financial
fIovemante,
processes and
systems

«  Understand the
irmporiance of
financiaf
accountability

= Uriderstand the
impoitance of
asset control

budgeting, and
forecasting and
how they intefrelate
Assess, identify
and manage
financia! rlsks
Assume a tost-
saving approach to
financial
anagemant
Prapars financiai
reports based on
specified formate
Considar and
understand the
financial
implications of
dedigions and
suggestions
Ensure that
dslegation and
instruchions as
regulred by
iational Treasury
guidelines are
reviewead and
updated

dentiy and
implemant proper
monitering and
evaluation practices
to ensure
appropriate
spending against
hudget

budgeting, and
foracast processes
and provides
credible anawers o
queries within own
responaibilify
Prepare budgets
that aye aligned io
the sirategic
objectives of the
Inatitutinn

Addiess complex
budgeting and
financial

mansgement

CONCEMS
Put systems and
pICGasses in place
toerhante the
quality and integrity
of financial
managament
practices

Advise on policles
and procedures
regarding asset
control

Promaie Nationsl
Treaswy's
raguistory
frarmework for
Financial
Management

morioring fultre
expanditure
trends

Set budget
framiawerks for
the inatitution
Set sratepic
drection for the
ingtitution on
expendittire and
ather financisl
provesses

Bulld and nurture
pertnerships to
improve financial
management and
achizve financial
saVings

Actively identtiy

“gnd implement

naw methods to
improve asset
contro!|

Display
prafesslonalism in
dealing with
financial datg and
DFoOCEsses
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Cluster Leading Compelencies
Competoncy Nams Changs Leadership
Abie 1o direst and {nittate institutional transformation on all levels in
Compstency Definidon [ orider to successfelly drive and Implement new initiatves and
| deliver professional and qualily services to the community
ACHIEVERENT LEVELS o
BASIC CORPETENT ADYVANCED SUPERION
Digplay an Perform an anglysis [ Aclively mionitor Sponsor
awerensss of changs of the chanrge impact change mpeot and change
intervenlions, and on the sogial, results and convey agents and
ihe benefits of podifical snd progress b relevant oraste
transformation seonoic stakeholdars natwork of
indtiativas BIVAFONMEN] = Securs Miy-in and change
Able lo identify basic Malntaln calm and spensorship for lazdars who
neads for change fosus during change change initialives support the
ldendify gaps Able to agsist team  |»  Continuously interventions
betwesn the cumant rerebers during evaliate change Aotively
ahd desined slate change and keep strategy and deslan adapt current
ldaniify potentisd riak them focused on the 2l frdrodiscs tow structures
and challenges to doliverablas approaches fo ant
fransfomneation, Virlunteer to iend enhance the PICORBERE {0
including resistance changa efforis institution’s Incorporate
to change factors outside of own work affectiveness the change
Parficipats In change team »  Buile and nurture inferventions
pregrams apd Akie 1o gain bly-n redationships with Mentor and
piloting change and spproval for various stakeholdern Puide team
interventiong change from to astablish srelegic mambers on
Uniderstand the relevant glliznice in facilitating the effacie of
impact of change stakehoidens change change,
imerventions on the ldantify change # Tahe the lead In resigtance
ingfitution within the resdliness lavels and impactiol changs factore and
broeder seope of assigt In resoiving IOGTanS SR how fo
tocal Ggovernment, resisiance lo changs {»  Benchmark change iegrate
fastors intarventions against | change
Deslon change best changs Motivale and
interveniions that practices inspire clhers
are gligned with the 1o Understand the around
inshitution’s strategic impact and changs
objectives and goals psychology of initiatives
change, and put
remedial
interventions in
place to faciiats
efiective
fransformation
o Take calcplated risk
gl sesk new ideas
from best practice
soenarios, and
Idenfify the potential
for implerenialion
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Ciueter Leading Gompetencies
Compatensy Mames Covernanee Leadership
Able to promate, direst and apply prifessionalism in managing risk
angd complience requirements and apply a Miofough enderstanding
Competency Definition | of governance practices snd obligations. Further, able to dirsct the
conceptuaisation of ralevant policies and wnhanoe cooperative
governance relationships
T ACHIEVEMENT LEVELS
BABI: COMPETENT ADVANGED SURERIOR
» [isplay a basis ¢« Display a o Able to bnk risk «  Demonsirata a
awareness of thorough initiatives inte key high Jevet of
rigi, compllancs urdsistamnding of institutional ohjsrdves comriment in
and govaemnanse governance and arid drivers cemplying vwith
factone bui risk and ¢ dendify, analyse and Qovernance
feguiia guidance eompliancs measure fisk, create requinements
and faotors and walid risk forecseis, s Mnpiement
developrent in implernent plans and map risk profiles governance and
inplernenting to sddress these  [s  Apply tsk confrol sompliance
sLich ¢ Demonslrate mathodelogy and siralegy to ensurs
sequirernants uniderstanding of approzches 1o prévent achiswement of
o Winderstand the the techricues and reduce tigk thal institutonal
strusture of and procesaes for impede on the ohjertives within
cooperative optimnising risk achipvemen! of the legisiative
govermiment bt taking decinions institittiona) objectives framework
requines wiilin the e Demonsirals & s Able 1o afvise
puitance on insthution thorough Loos) Governmant
fosiaring s Activaly drive undaretanding of risk on risk
workable policy formulation relention plang managernsnt
relationships within the > ldendify and strategles, best
between inatitution to implement practice
slakehoiders ensire the vomprehensive risk intesventions and
»  Provide inpud schievement of management systems compliance
into palicy chjstiives ahd protesses menagement
formulation & Inplemant and |#  Ableio forps
monor the psitives
formulation of policies, redationships on
identify and analyse cooperative
constraints and govermance level {0
challenges witth snhance the
implementation and effectiveness of
provide Hocal goverivnent
recormmendstione for = Able in shaps,
improverment direct and drive: the

formutation of
policiss on a macro
l2ve|
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Clusisr 1 Core Compelences
Compeiency Mame | Moral Sompelence
Compatency Able 10 identify moral tiggers, apply reasoning that promoles honesty
Dafinkion and integnly and consistently display behaviowr that refiscis manal
compatente
ACHIEVERIENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Roofise the s Conduct self bn e ldentify, develop, and = Create an
impact of allanment with the apply measures of sel- environiman
acting with vaises of Local conestion conducive of
integrity, bt Goverhment and Alsle t0 gain trust and inoral practioes
requlres the institstion respect through aligning Actively develop
guldance and Able to openly sctiong with &nd implerent
development in admit own commitments msases o
Implemaenting rislakes and Mahe proposals and caibat frald
principles weaknesses and recommendsations thal and sorupiion
« Follow the soek yseilance are transparent and gain Set integrity
basic niles and from others whan the approval of relevant standards and
tegulations of unable to deflver stakeholidars shared
the imstibion Acthely report Presant values, beliefs accountatsiity
& Abla to ideniify fraudulant activity and ideas that ane freBsures
bask: moral arvd cormuphon rongrisent with the acruss the
situations, ki wilhin dooal institution’s rules and irstitution to
rayulras governmant resgulatons support the
guidance and Ungierstand and Takes an acive stance objectves of
development in hanowur the against corruption and iocal
underetanding ponfidentsl neture dishonesty when noted guvernment
and reasoning of matters without Actively promote the Take
with mers seeking perenna} value of the institution to reaponsibiity for
infent gsin internal and external o actione ang
Able ko deal with stakeholders . - decisions, ever
situations of Able 1o work In unity with | - if the
sondtet of interest & tasm and not seek CORBEYUBNCEE
promptiy and in the persopal gain arg
best nterest of Apply universal moral unfavourabie
local government principles consistently to
pehleve moral desisions
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Cluater Gore Competencies
Competoncy Nesns | Planning and Organising
Competency Able to plan, prieri}iae ahrd grganiag information and TEBOUICHS effectively
Defnkion o onswre the guality of sanvice delivery and build sificlent contingency
plang to manage sk
ACHIEVERMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Able to follow »  Activiely and = Abla to define Focus on brosd
basin plans end appropriately institutional strategias and
organise tasks sryanise objectives, develop inftiatives when
around set information and compiehangive developing
objertives resolirees plans, integrale and plang and
Understand the reguired for a coordnate acthitios, actions
process of task and assign Able o project
planning and s Recognise the approprisie and forecast
organiaing but urgsnoy and resources for short, medium
pEgLires importancs of successiul and fongg ferm
guidancs and tasks immpleeniation raquirements of
develppmant in e Balanos short e ldeniify in advance the insthution
providing ared long-tenm raquired stges and and local
detailed and plans and goals attions o complete government
comprehensive and incomporats tmsks and projecis Translkte poficy
plans int fhis {omm's = Srhedule roalistic inte refevant
Able to followr parfomsngs Emelines, objsctives projects o
exdsting plabs ohjectives and migstones for facilitate the
and ansuie that |+ Schadule taskes {o asks and projecis achievement of
objectives ang ensure they are +  Produce cleas, institutionat
mat performed within deiaited and Objeotives
Foous on shor- budget and with sompiehensive
t&rm objectives #ificient uss of plans o achieve
in developing @ime antl institttional
plang and FeE0Urces objestives
gciions Measures s dentify possibie risk
Alrangs progress snrd factors and desion
information and Fmonitor and implemsant
FEBOUINGES petformanca appropriste
raquingd jor a rasulls coningancy plans
task, but renire » Adspt plans in light
further strusturs of changing
end organisaiion ciremstances
« Priphlise tasks and
projects socording o
theair relevant
urgency and
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Glusier Core Compstencias
Competency Name © | Analysis and Innovation
2bls to ortically analyse information, chaellenpes and irends to
Compsiensy establish and implement fach-based solulons that are innovative
Dafindtion to innprove instifulionsl processes in order i0 avhiove ey stralegic
shiectives e
_ACHIEVEMENT LEVELS ]
BASIC CORPETENT ADVANCED BUPERIOR
» Understend the | = Demonstrate logical |« Coaches leam o Detmoneirate complex
basic oparslion profdem solving membars on gnalviical and problem
of analysis, but fochnigueas and anaytical and solving spproaches
tack detall and approaches and innovative and techniques
horoughhess provide raionale for | approaches snd | Grente an environmenl
& Ahie {o balanie recommendations techniques ennducive o anglytical
indepandient ¢ Demonsiate s Engage with and fact-based
ahalysls with objectivity, insight, appropriate problem-soiving
requesting and thoroughness individusls in » Analyse, reccsvmend
assistance from when analysing arialysing and solutions and meniior
othsrs pEObIBING resnlving complex | teends In key
¢ Recomment « Abla fo break down probiems chafienges to prevent
ey ways to complex problems |« entify solutions and mansge
perform tasks into mahageable O various areas QUCUTTENCE
within owr parts and identify in the instilution |+ Grasts an environment
fenetion golutions » Fommulate and ihat fosters innovaiive
s Propose simple |+ Consult interngl end implement new fhinking ard foliows a
remedial extemal ideas throughout leaming crganisation
intenventions stakaholkders on ihe instieion approgch
that marginally opportunities to e Able o yain + P a thought leader on
challenges the fraprove processes approval and buy- | innovative customer
status quo and service delivery §  in for propisad service delivery, and
» Listen fo the » Cleary interventions from | pracess oplimisation
kieas and communicats the relevant « Play an active role in
parspettives of berefits of new stakeholders sharing best practics
others and opporfuniies e s igenitly trends and | solhdions and engage
axplore innovative solutions best practices in in hational snd
oppratanities 1o 1o slakeholders process and international local
enhainge such e Continuously identify | service dalivery government seminare
innovat e opporfuniiies o and propose and conferances
fhivsking anhance nbarnal institutional
DrOCOBEES application
« |dentify and aoalyss Dontinuously
opportunities engage i
sondusive 1o research io
temovative entify olient
approaches and needs
propose remecdisl
e infarveniian "




245

721258

Annexure B 2IH/19

Cluatar Core Competencies
Competency Name | Knowledne and fnformation Mansgement
Abla fo promole the generation and shaeing of knowdedps and
Compatancy Definition | information through varous processes and media, In order
enhance the collective knowledae base of loogl govetnment
ACHIEVERENT LEVELS
BABIC COMPETENT ADVANCED GUPERIOR
s GCollact, s Useapproprizie | « Effectively predict | « Croale and
categorise and Information fisture information support a vision
frack relevant syslems and ahd knowladge and culture whisre
informsatlon technelogy o maRagement {eam members
racpired for Faansge requiremants and ara empvered ©
specifis tasks Institutional systems seal, gain and
and projects knowdedge and Develop standards share knowledge
+ Anglyse and informetion and processes (o and information
intmepral sharing mast fulura Establish
information to Evaluate data knovdedge partnerships
giray from various management goross ool
sonclusions sourcas and vse fneeds governmait to
» Saak new information Share and fachitsie
sousees of eifectively (o promote bast- knowledge
infornsation fo influancs practioe management
increase the dacisions and kntwiedge Camonsirale A
knowlsdge prawide stwiong management miature approach
base Actively create BLIOSE VEIoUSs o knowledoe and
» Hegulsiy raachanisms and institutions informastion
ghura siruciiras for Establish accurale sharing with an
infoymation sharing of measunes and aburmance andg
and knowtedae informsfion puchitoring pasietance
with interriat Use external and systems for approgch
stakeholders interral knowledpe and Recognise and
and team reEOLTees I information exploit knevdedge
members vesearsh and management poinis in
provide refevant Create a oulture interackions with
and cutting-edgs ponducive of internal and
knowizdne to issrning and exbernial
enhance knowladye sharing stakeholders
institutional Hoid regular
effestiveness and knowledge and
efiiciency irformation
sharing seasions
10 edicl new ideas
and shars best
practics
approachss
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Chuster 1 Core Competencies
Competency Name | Communication
Able 1o share infonnation, knowisdge ant deas in 2 clear,
Compslonty focused and cohcise maennsf sppiopriste for the audience
Defimition omder i affectivaly convey, persuade and influence stakeholders
io achigve the desired outoome
ACHIEVEMENTLEVELS =~ _
BASIC CORMPETENT ADVANCED BUPERION
@+ Demonstrate an = Exgpressideas | o Effeciively Regaded a5 &
understanding o individuals commiunicate higb- specislict in
for and groups in risk and sensiiive negoliations
communicaion formal and mzaters o relevant and
lavers and fonls informal stakeholders representing the
approprigte for seliings in an = Develop 2 wall- irstitution
the sudience, manner thet is defined Abk to inspire
but raquires interesting and commuricalion and motivate
guidance in snodivating strateqy athars through
utilising such v Ableit + DBalanos pollicsl posHive
ool angkerstand, perspaciives with nommunication
¢ Express kieas in tederate and institutional needs that Is impacti)
& clesr and appretiale when communinating ang relevant
focuged manner, diverss wiewpoinks on Creates an
ha doss not perspeatlives, compley saues arvironment
always take the attitudes and + Able o effeciively condycive i
needs of the betiefs direst negotiations rgng parent and
audience into = Adapt arburnid sormplex productive
consideration communication matters end arive at comgnunioalion
« Dissemdnaie and content and 2 win-win eilustion and oritics) snd
ConvEY siyhe lo suil the that promotes Batho appraciative
information and audience and Pele panciples . - conyersations
knowledge faciitate s Market snd promote | ¢ Abie lo
adequstely aptimal the inslitution to cobrdinate
informetion extemeal slakeholders negutiations at
tronafer and sesk o enhange different levels
o Doliver contend 8 potitive image of within looal
I & manner the Inetitution govarrenent and
that gains s Able to communicate sxternally
support, with the medis with
commitmant high ievels of moral
and agreement competencs and
from relevant discipiine
stokehoklers
« Complie clear,
focused,
gonsise and

weli-struciored
writien
doclarmnents
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Clueter Core Compelencies
Compoeiency MHame Results and Quality Focus

Competenty Dellnkiion

Able o maintalin high guality standerds, fotus on achieving
resilts and objectives while consisiently striving to exceed
expectations and encourage others (o meet quality standards.
Eurther, fo acively monftor and measure results and gualily

soainst identifiad oblectives
_ ACHIEVEMENT LEVELS
BASIC GOMPETENT ADYANCED SUPERIOR

« Understand Focus on high- » Consistently verily Cosash snd
qualify of work priority actions own standards guizie others fo
bt requires and does pot and puisomes 0 axceed guality
guidance in batome ensure guality standards and
atiending o distractad by oulpui rasulls
lmporian lower-priosity Fogus on bhe end Develop
matiers acibitles result and avoids challenging,

s Shiw & basic Dispslary finen being distracted clisni-ocused
commitment o eommitynent Domonstrsle a goals and sets
sehieving the snd pride n determined and high standands
corract resuils schieving the committed for personal

e Produce the correst resils spproach o pEFIONEnte
prnirnuem level Set gusity achieving results Comrmit i
of resuits standards and asd guality exceed the
tegquired i e design stendards reaults and
role processas and Foliow jask snd guaaiily standards,

s Produse tasks sroung projects through monitor own
outoomes thal achieving set to complstion perfonmance andg
is of & guod standards ‘Set chellenging implement
standard Producs oulpul goals and remedial

e Focous on the of high guadity objeotives o sell iniervantions
tpsemtity of Able to balance and tearn and wehen required
output bt fhe quantity and display Work with team
racuines vuality of resulls commitment to to et armbiticus
dgevelpment in inn onrder to achieving and chellenging
incorparating gohbeve gxpeciations tearn goals,
the quality of objectives Malntein & focus communicating
work Monitors on guality outpats king- and short-

= Produce quelity Progress, quality when piaced ierm expactations
work in ganeral of woek, and uss under presswre Take approprste
eircumstannes, of resouces, Establishing Fiaks 0
bt falls 1o et provide slatus [nstitutions) secompiish goals
exprotation updatet, and systems for QVErcoms
when under ke managing and setbacks and
Lressune sdivstments as asslgning work, adiust action

needsd defining plans o realise
Fesponsibiliies, poals
rzoking, Fous people on
monttoting and critical activities
measuring that yield & high
RUCTRES, inpet
svaluating and
valuing the work

of the Instiludion
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Performance Agreement 2018719

Performance agreement made and entered inio by and between

The Overstrand Municipality and represented by Coenie Groenewaid, the Municipal
Manager (herein and after referred as Employer)

and

Stephen Mulier, the Director: Infrastructure & Planning (herein and after referred as
Employee) for the period 1 July 2048 {0 30 June 2019

Where as

- The Employer has entered intc 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 hereinafler referred as "the Partiss™:

. Seclion 57(1)(b) of the Systems Act, read with the Contract of

Employment concluded between the pasties, requires the Parties o
conclude an annual performancs agreement:

. The Parties wish to ensure that they are clear about the goals to be

achieved, and secure the commitment of the Employee 1o a set of
outcomes that will promote local government goals; and

. The Parlies wish to ensure that there is compliance with Sections

57(4B} and 57(8) of the Systems Act.

1. INTERPRETATION

1.1

in this Agreement the followings ferms will have iﬁe fﬁeaning ascribad
thereto:

111 “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 constituied in terms of Section 55 of the Local
Goavernment: Municipal Structures Act 117 of 1998 ("the
Structures Act) as represented by its chairparson, the
Executive Mayor;

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

1.1.4  ‘“ihe Employer’ means Overstrand 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

Ta comply with the provisions of Section 57(1)(b),(48) and (5) of the
Systems Act as well as the Conlract of Employment entered into
between the Parties;

To specify objeciives and targets established for the Employee and to
communicate to the Employes the Employers expectations of the
Employee's performance targets and accountabilities:

To specify accountabiliies 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 employes in accordance with section 11
of this agreement; and

To give effect 1o the Employer's commitment to a performance-
orientated relationship with the Employee in attaining improved
service delivery.

COMMENCEMENY AND DURATION

3.1

3.2

3.3

34

3.5

This Agresment will commence on 01 July 2018 and will remain in
force until 30 June 2019 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 agreemeni the work
environment alters to the extent that the contenis 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.

PERFORMANCE OBJECTIVES

4.1

The Performance Plan (Annexure A) sets out -
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4.1.1 The performance objectives and targeis that must be met by
the Employee;

4.1.2  The timeframes within which those performance objectives and
targets must be met; and

4.1.3 The competencies (Annexure B — definitions in terms of
Regutation 21 of 17 January 2014) required to operate
effectively as genior managers in the local government
anviroriment,

4.2  The performance obiectives 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 Budgst
Implsmentation Plan (SDBIF) and the Budget of the Employer, and
shall include:

4.21 Key objeclives that deseribe the main tasks that need to be
done;

4.2.2 Key performance indicators that provide the details of the
gvidence that must be provided to show that a key objective
has heen achieved;

4.2.3 Target dates that describe the timeframe in which the targets
must be achisved, and

4.24 Welghtings showing the relative importance of the key
objectives to each other.

43  The Personal Development Plan (Annexurs ) sels out the
Employee’s personal development requirements in fine with the
objsctives and targets of the Employer; and

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

PERFORMANCE MANAGEMENY SYSTEM

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

652  The Employee accepis that the purpose of the performance
management system will be to provide a comprehensive system with
specific performance standards to assist the employess 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 management systern applicable to the Employee;

4 /
Dir.: i MM:
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5.4

5.5

5.8

57

The Employee undertakes to actively focus on the promotion and
implementation of the key performance Indicators (including special
projects relevant to the employee's responsibiiities) within the local
governmant framework;

The criteria upon which the performance of the Employee shall be
assessed shall consist of two components, Operational Performanca
and Compestencies both of which shall be confained 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 aftached Performance Plan, which are linked {o the KPAs, and will
congtitute 80% of the overall assessment result as per the weightings
agreed 1o between the Employer and Employee:

b2 Sevvdes Ielivery amt
Indrastiuenws

= pAunicipal 1 ransiorraation
et Insututianal
Erevelopanent

~ Lowal Beanumsle Develapaient
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Fartoipation Ao it bk y
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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 exscution of the leading
competencies.
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PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

6.6

6.7

The Parformance Plan (Annexure A} to this Agreement sets out -

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

61.2 The intervale for the evaluation of the Employes’s
poarformance.

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

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

The Employee’s performance will be measured in terms of
contributions to the goais 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 the fourth evaluation at
least one week prior to the performance assessment meetings o the
Evaluation Pane! Chalrperson for distribution to the panel members for
praparation purposes;

Assessment of the achievement of results as aulined in the
parformance plan:

6.6.1 Each KPI or group of KPls shall be assessed according fo the
extent to which the specified standards or performance targets
have been met and with due regard to ad-hoo tasks that had to
be performad under the KP;

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

6.6.3 The Employes will submit his self-evaiuation to the Enployer
prior to the formal assessment;

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

£.6.5 An overall score will be calculated based on the total of the
individual scores calculated above.

Assessment of the Competencies:
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8.8

6.9

6.7.1 Each Competency will be sassessed 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 committes. 380 degree
means that the employee’s peers and managers reporting to
him will assess histher Campetendies;

£.7.2 A rating on the five-point scale described in 6.10 below shall
be provided for sach Competency which will then be multiplied
by the weighting to calculate the fina! score; and

6.7.3 An overall score will be calculated based on the total of the
individual scores caleulated abova.,

Overall rating

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

6.8.2 Such overall rating represents the outcome of the performance

appraisal,

The assassment of the performance of the Employee will be based on
the following rating scale for KPls:

Crabstamting  Periormence Tty sfleegee Pt Tally Hrnasreptabile
periarmsece  signicenily elrcion pariomnure
Abpee
HEpariation

& standard expecied of an
employee at this Jevel. The appraisal indicates that the
Outstanding Employee has achleved above fully effective results against
performance all performance criteria and indicators as specified in the PA
and Performance plan and malntained this In ail sreas of
responsibiity ihroughoui the vear.

Performance Performance is slgnificanily higher than the standard
slgnificantly expacted in the job. The appreisal indicates that the
above Employee has achieved above fuily effective results against
expectations more than half of the performance criteria and 'mdicatos;s and
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fully achieved all others throughout the year,

Fully effective

Performance fully meets the standards expaciad In all areas
of the job. The appraisal indicates that the Employse has fully
achieved effective resulis against all significant performanca
csiteria and indicators as specified in the PA and Performance
Plan.

Not fully effsctive

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

Unacceptable
pairformancs

Performence does not meet the standard expecied for the job.
The reviewfassessmeni indicates that they employee has
achieved below fuily effective results against almnst all of the
perfornance criteria and indicators as specified in the PA and
Performance Pian. The employee has failed to demonstrate
the commiiment or ability to bring performance up to the level
sxpectad in the job despite management efforts to encourage

improvament,

The assessment of the competencies will be based on the following

rating scale:

Poor

Basic Compatent  Advanced Superior

Poor

Do not apply the basic concepts and methods p
understanding of ocal govemment operations and requlres
extensive supervision and development interventions.

Basic

Applies basic concepts, methods, and understanding of Jocal
governmert operations, bl requires  supervision  and
development intervention.

Compefiont

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

Advanced

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

Superior

Has a comprehensive understanding of local goverrment
operations, critical in strateqic shaping strategic directiop and |
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B.11

8.12

8,13

change, develops and applies comprahensive concepts and
methods.

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

6.11.1 Municipal Manager;
6.11.2 Municipal Manager from another municipality;

8.11.3 Chairperson of the Performance Audit Commiltee or in his/her
absence thereof, the Chairperson of the Audit Committes; and

8.11.4 The Member of the Mayoral Commltiee (Portfolio
Chairperson).

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

The Municipal Manager will give performance feedback fo the
Employee within five (5) working days after each quarteriy and annual
assessment meelings.

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 quarier may he
verbal if performance Is satisfactory

¥ - seplemin
2 October - December February 2012
: January — March April 2019 {Informat)
4 April - June September 2019

The Employer shall keep a record of the mid-vear and year-end
assessment meatings,

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

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

The Employer may amend the provisions of Annexure A whenaver the
performance managemeni system is adopted, implemented and/or

Dir.: % MM: /4§ 1%
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amended as the case may be. In thal case, the Employes will be fully
consulted before any such change is made.

8. DEVELOPMENTAL REQUIREMENTS

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

9. OBLIGATIONS OF THE EMPLOYER
9.1 The Employer shall-

9.1.1 Create an enabling environment fo facilitete effective
peiformance by the employee;

9.1.2 Provide access to skills development and capacily building
opportunities;

8.1.3 Work coilaboratively with the Employee 10 solve problems and
generate solutions 10 commen problems that may impact on
the performance of the Employee;

914 On the request of the Employee delegate such powers
reasonably required by the Employes o enable him to meet
the performance objectives and targets established in terms of
this Agrzement; and

215 Make available to the Employee such resources as the
Employee may reasonably require from time to time assisting
him fo meet the performance objectives and targels
established in terms of this Agreement.

10.  CONSULTATION

10.1  The Employer agrees to consult the Employee timeously where the
exsrcising of iis 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 substanlial financial effect on the Employer.
102 The Employer agrees fo inform the Employes of the outcome of any
decisions taken pursuant to the exercise of powers conieniplated in

clause 12.1 as soon as is praclicable o enable the Employee to taks
any necessary action with delay.

10
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11.  REWARD

11.1  The evaluation of the Emplovee’s performance will form the basis for
acknowledging outsianding performance or correcting unacceptable

perfarmance;

1.2 i is recorded that by mutual agreement the Parlies have decided that
no performance bonus will be paid to the Employee as the Employee's
total cost of employment package is deemed to be adequate.

12. MANAGEMENT OF EVALUATION QUTCOMES

12,1 Where the Employer is, any time during the Employee’s employment,
not satisfied with the Employee's performance with respect to any
matier dealt with in this Agreement, the Employer will give notice to
the Employee to attend a meeting;

12.2  The Employse will have the opportunity at the meeting to satisfy the
Employer of the measures being taken {0 ensure that his performance
becomes satisfactory and any programme, including any dates, for
implementing these measures;

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

12.4  In the case of unacceptable performance, the Employer shall ~

12.4.1 Provide systematlc remedial or developmental support to
assist the Employee to improve his peformance; 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 1o terminate the contract of employment of the
Employee on grounds of unfitness or incapacily to carry out his
or her duiies.

13. DISPUTE RESOLUTION

13.1  in the event that the Employee is dissatisfied with any decision or
action of the Employer in terms of this Agreemant, or where a dispuie
or difference arises ag to the extent to which the Employee has
achieved the performance objectives and targets astablished in terms
of this Agresment, 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 mesting in writing;

13.2 W the Parties cannot resolve the issues within 10 (ten} business days,

an independent arbitrator, acceptable 1o both parties, shall be
appointed to resolve the matlier within 30 (thirty) business days;

11 |
Dire 7 MM e
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13.3 In the instance where the maflers referred to In 13.2 were not
successiully 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.

13.4  Tha decision of the Exsculive Mayor shall be final and binding on both
parties; and

13.5%  In the everd that the mediation process contemplated above fails, the
relevant clause of the Contract of Employment shall apply.

4. GENERAL

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

14.2 Nothing in this agreemsent diminishes the obligations, duties or
accountabliities of the Emplovee in ferms of his contract of
amployment, or the effects of existing or new regulations, circulars,
policies, directives or other instruments.

Thus done and signed at day June of

2018.

AS WITNESSES:

Yo

U e

ACIPAL FANAGER

12 /
Dir:_ At MM
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Thus done and signed at { "A“E‘v"“"“"‘b‘x onthe | ‘-ﬁ: day June of 2018,

AS WITNESSES: /
1. &x{“x@? ; / -
o~

DIRECTOR

13
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Annexure B 2018/19
Clustey Leading Competencies
Compsiency Mame Strategic Direclion and Leadprehip
cex Pravide and direct a vision for the institition, and inspire and depfoy others
Compatancy Dafinifion | |, oiver on the stategic Institutiona! mandate
ACHIEVEMENT LEVELS
BASIC COMPETENY SDVANCED SUPERIOR
» Undersiand = Bive direction 10 8 |« Eveluate all activities 1o |« Structure and  position
institutional apd tearn in reglising the | delermine  walue  and | the hstiubion to lbeal
departrnenta nstiution's strategic | alignment o sirategic | government pricifies
strategic mandate and  set! Inient = Actively use in-depih
objectives,  but objectives + Display in-depth |  knowlsdge and
zcks the ability |e Has a positive impact | knowedgs and | understanding o
to inspirg others and influence on the | understanding of strategic | develop and implemeant
to achieve sef morale, engagemant |  pianning B cormprehansive
mandate and participation  of [ » Aign strategy and gosls |  instifutional framework
» Describe  how team members geross &l functional areas |e Hold self accountable
specific  tasks | » Develop actions planz | = Actively define | for ziralegy exgoution
link to to execute and guide | performance measwres to |  and resuits
ingtitutional strategy monitor the prograss and |« Provide impact  and
stralegies  but implementation effectivensss  of the| infiuence through
has limitedt | o Assist in  defining |  instituilon building and
influence in | performance » Consistently  challenge | maintaining  strategic
direcling measures to monitor | strategie plans to ensure | rolationships
slrategy jhe progress and | selovance s Create an environment
eHas @ hosic | effectiveness of the | e Understand  institulional | that facliitates lovally
underatanding of ifistitukion strusturez  and  pofilicsl [ and inRovation Tisplay
institistional s Dinplays an | factors, and the | o superior vsl of sslf-
performance awarshess of 1 conseguences of actions distipline and integrity
management, instiiutional atruciures | « Empower others to follow | In actions
but Jjacks the | and political faciors stalegic  direcion  and {= Intagrate various
abllity to | o Efectivaly deal with complex| systems o &
integrate communicate bamiers | sltuations coliective  whole  to
systems into a to  axecution ] e Gude the institution | oplimise  institutional
collective whole refevant partios through complex and [ pafformance
o Demonstrale 2 [« Provide guidance o]  ambiguous concern managerment
hasic al stakeholders in the [ « Use - understanding  of |* Uses understanding of
understanding of | achievement of the | power relationships and | competing interests to
kay  dacision- strategic mandate dynamic tensions among | MANDBLME
makeis » Understand the aim | key players fo frame | soccessiully to 2
and objectives of the | communitstions and | winfwin outcome
institution and relate # | develop strategies,
{o own work positions and sliances
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Cluster Leading Compelencies
Competency Name People Management

Compstency Definition

Effectivaly ranage, inspire and encourage peaple, respect diversify,
aptimise talent and bufld and nurture relalionships in order to achieve
institutionat objectives

to fifill the strategic
mandate

the team

= Achieve esgreement or
CONSErISUS in
adversarial _
ENVITONMments :
elead and unite diverse
ieams across divisions
lo achieve institutionat
objectives

.o Actively

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR

e Participate  in { « Sesk opportunities to | » ldentily ineffective team | « Develop and
team goal- ncrease teamn | and work processes and | incorporate  best
seiting and | conbrbuiion and | recommend  remedial | practice  people
problem responsinifity nterventions management
solving e Respect and support | = Recognise and reward | processes,
sinteract  and the diverse nature of | effective and desired [ approsches  and
colaborate others and be awsre of | behaviour fools mcross the
with people of | the benefite of a diverse | « Provide menioring and | institution
diverse approach guidance to others in | » Foster a culture of
backgrounds o Effectively  delegate | order 1o increase | discipling,
= fyare of | tasks and empowsr | personsl eliectiveness responsibility and
guidelines for | olhers to  increase | s dentify  development | accountabllity
employes conisbution and | and ieamming needs | e Understand  the
development, execite functions | within the team impact of diversity
but  requires | opfimally » Build & work | 0 performance
SUPPOR in | »Apply relevant | environment conducive | and actively
implemsnting employee  legisiation | to sharing, Innovation, | incorporate 8
davelopment fairly sho consistently ethical behaviour snd | diversity strategy
initlatives s Facifitate  team  goal- |  professionalism in the institution

seffing and problem- | einspire a culture of | » Develop

sohving parformance oxcellence | comprehensive

s Effectiviely ienify | by giving positive and | infegrated

eapacity requirements | constructive feedback to |  strategies anit

approaches 1o
hurian capital
development and
manzsgement
ighentify
frends and predict
capacity
requiremnents o
facilitate  unified
transition and
peHormance
management
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luster

Leading Competencies

Competency Name

Frogram and Praject Manggement

Competency Definition

Able to understand program and project management methodoiogy;
plan, manage, monitor and evaluate specific activities In order 10
deliver on set obieciives

ALHIEVEMENT LEVELS .
BASIC COMPETENT ADVANCED SUPERIOR
+  Initiste projects Establish broad Manage miutiple Understand and
after approvat from gtakehoider programs and concapluaiise
higher authorities ivolvement  and balance  priorties the  long-term
» Understand communicate  the and gonflicie implications  of
procedures project status and according {0 desited  projest
program key milestones institutional goals puilcomeas
project Defing the roles Apply effective risk Giregt a
managemant and responsibilities rmanagement comprehsansive
methodolegy, of the project team strategies  through strategic  macn
implications angd create olasity impact assessment and miGre
stakeholder around and rESouUrce anstyais and
involyement expectations requirements soope  piojects
s Undersland Find @& balance Modify project scope accordingly 1o
rational of projects belween project and budget when realise
in relation to deadiine and the required without institutional
institution's quality of compromising  the abjectives
sirategic objectives deliverables quality and Congsider  and
& Document identify appropfiate vhjectives of the iniiate  projects
cormnunicale project resources 10 project that focus on
factors  and facilitate the Involve top-level achievernant of
aasocinted effective authorities and the Jongterm
own work completion of the relevant objectives
s Use resufis  and deliverables . stakeholders in Influence people
approaches Comply with seeking project buy- in positions  of
suctessfiul  project statutony in authority to
Implementation as requirements  and ¢ Wendify and apply implarment
guide apply policies In a contermporary outtomes of
consisteM manner project management 1 projects
Monitor  progress . methcdology Lead and direcd
and use of influence and transletion  of
FESOLICes ang motivate project policy inte
mnake needed tearn o deliver workable
adjustments o exceptional results actions pians
timelines,  steps, Konitor policy Ensurgs that

and TeSOUrCE
allocation

implementation and
apply procedures to
manage risks

programs  are
enonitorsd o
frack  progress
and oplimat
{EROUICE

utillsation, and
that adjustrents
are made 25
neaded
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Cluster Leading Competencies
Competency Name Financial Management

Competency Definition

Able to complle, plan and manage budgels, conirol cash flow,
instituie finsneial risk management and administer procurement
processes in accordance with recognised financlal practices. Further
to ensure that aff financial ransactions are managed in an ethical

FOENNGT
. ACHIEVENMEMT LEVELS o
BASIC COMPETENT ADVANCED SUPERIOR
s Undersiznd basic Exhibit knowledge | Take active Devslop planning
financial concepte of general financial ownership of tonls te assist in
and methods as concepts, planning, plarining, evaluating and
they relate to budgeting, and budgeting, and menitoring future
institutionat {forecasting and forecast processes axpenditine
processes and how they interrelate and provides trends
activities Azseoss, identiy credible answers {0 Set budget
= [Heplay and manage gueries within own frameworks for
Bwarenass into financial riske responsibity the institution
the variqus Assume a cost- » Prepare bltgets Sat strategic
sourcas of gaving approach to that are aligned fo direction for the
financial data, financial the strategic institution on
reporting managemeant objectives of the expentifure and
mechanisms, Prepare financial institulion other financial
financisd reports based on s Address complex processes
GoOVEMances, spacified formats budgeting and Build and nurture
processes and Congider and financial parinanships to
systems ynderstand the managemant improve financial
+ Undsrstand the financial GONGBne management and
importance of implications of ¢ Put systems and achieve financial
financial decizions and processes in place SEVINgSs
acchunability suggestions t0 enhance the Actively identify
+ Understand the Ensure that quality and integrity and implerment
importance of delegation and .~ of financial new fethods to
seael control nstructions as marnagament improve asset
reguired by practices ;¥ gontrol
National Treasury | = Advise on policles Display
quidelines are and proceduras professionalism in
reviewed and regarding asset dealing with
updated contrel financial data and
identify and ¢« Promote National processes
implement proper Treasury's
monitoring and regulatory
evaluation practices Tramawork for
to ensure Financiai
appropiriate Management
spanding against

budget
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Gluster Leading Compelerncies ]
Comoetency MNams Change Leadenship |
Able to direct and initiate institutional fransformation on aif lavels in
Compotency Definlton | order lo successiily drive and implement new Initiatives and
© | defives professions and quality servicas 1o the community
ACHIEVERMENT LEVELS
BASIC CORMPETENT ADVANCED SUPERIOR
Disglay an Perform an analyzls o Acdively monitor Spunsor
awmraness of changs of the change impsasct change inpecd and change
interventians, and o the social, results and conmvay aguents and
thie benefits of politicsd and progress fo relevant oresde &
trangfomation SSONOMIe staksholders network of
initatives environmant o  Secure Buy-in arnd chahge
Abla to identify besic Aairtsin calm and sponsoership for ieaders who
nesds for schange foous during change change inilatives gupport the
ldentify gape Able {o assist iearn  |e  Continuously imerventions
between the currant members during svaliste change Actively
and desired state change and keep girategy and design adapt curnant
identify potential fsk fhern focused oh the sl introtuce new siructures
and challanges 1o oeliverables approachss {6 and
transformation, Voluntesr 1o lesd enhande the procsnses to
inchading rogistancs change aiforts institution's Incoiposaie
o change factors ouiside of cam work effectivensss the change
Participate In change feam e Bulld and nustirs inferventiong
programs and Alve to galn bly-in refaticnships with Mentor and
plleting change aryl approval for vanoug stakeholders gulide team
Interventions change from o astablish stretegic mambers on
Understand the relavant alilance in facifiteling the effects of
impact of changs staksholders shange change,
intarventions on the identify change |+ Taketheleadin resistance
institution within the readiness lsvels and impacitiul change factors and
brosater scope of agslst in resolving - programs how to
idocal Ggovammeent, resisianoe {0 change 1= Benchmank change magrate
faciors | interventions ageinst | change
Design change best change - Motivate ard
interventions tha praclices ' inspire athers
are afigned withthe [+  LUnderstand the arund
ingtiulion's sirategic impact ang change
ohjectives and goals psychology of inftiatives
ahange, and pit
vamiedial
interventions i
Hace to faciitate
cfientive
franaformation
« Take calogated risk
and sesk new ideas
from best practice
soanarios, and
identify the potentin!
for Implamantation
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Cilygier

Leading Compelencies

Lompetancy Hame

Governanoe Lesdership

Competency Definlion

Able to promote, direet snd apply professionaliem In managing risk
and sompliance requiternents and apply a thoreugh underatanding
of governanee practices and obligations. Further, able to direct the
concepluglisation of relevant policles and enhantcs choporathve

governance relationships
_ACHIEVEMENT LEVELS
BASIC COWMPETENT ADVAMCED SUPERIOR
Diaplay & basie ¢ Digplay & ¢ Able o link risk Diemonsirads o
awareness of fhorough initiatives into key high level of
rigk, complisnce underatanding of institulionsl ohisctives commitment in
and governarnice governanes ant and drivers nomgplying with
factors but risk and o ldentlly, snalyse and GovErnEnee
reguire guidance complianos measura gk, create requaments
ansd factors and valid risk forecasts, Imnplennant
development in impiement plans and map rigk profiles govermance and
implemending to axldress thees [« Apply slsk conirol sompliance
sich s [emonsirste methodology and strateqgy fo ensuig
mauiraments understanding of approaches o prevend achievement of
Understand thas the techniques and reducs risk that institulional
siructure of end procesues for impede o the chjectives within
SOoperative Cptirising risk asrhiovernsnt of the legislative
povernmant but iaking cecisions institutional ohjectives frasrawerk
requires within fhe «  Demenstrale 2 Abie 10 advise
guidange on institution thorough Local Govarnment
dosterng s Ackively dive understanding of rigk G Tisk
wirkable poficy formulation rebendion plans management
refationships within the s identily and slrategies, bast
hetween ingtihution to implement practice
siakeholdem ensure the comprehiensive fisk interventions and
Provide nput achievement of “management systems compllances
into policy oblectives and processes manageinent
formulation e Implement and [» Able to forge
Tonitor Cthe . pOSHive
formutation of policies, reladionships on
identify and snelyse ootparative
consirginis and govarnanos jsvel 10
chatlenges with anhanca tha
implementation  and effectivensss of
provide Lipcal govemment
recommendstions  for Able bis shapa,
fmproveiment direct and drive the
formulation of

policles on a macno
vl
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Clustar Cora Compselencies
Compelency Neme | Moral Compelense
Competency Able to identify moral iggers, apply reasoning that promies honasty
Definition and infegrity and consistently display behaviowr that reflects morsl
compRience .
ACHIEVEMENT LEVELS _
BATIC COMPETENT ADVANCED BUPERIOR
+ FRealles the Condust self in » ldentify, devaiop, and e Creste an
impact of afignment with the apply maasures of self- anvironmernd
aeling wilh vaiues of Local worrsotion conduive of
integrity, but Gowerament and o Able fo gain rust and moral prachces
requires the ingtiution respoct through aligning |+ Acthvaly devalop
guidancs and Able to opanly actions with and implement
development in admit own commiments RERBURSS 10
imiplesnenting misiakes and s Make proposals and combst frald
principles wesknesses and recommendsations that and eomuption
s Folow the soek assistoncs ane transparert and gain | »  Set integily
hasio rules and from others when the aporoval of relevant standards s
repulations of unabie 10 detivar stakeholdars shared
fhe Institulion Actvely repoti » Present vatues, beliefs acountability
¢ Abile to idsntify fraudulent actvily and idess that are MeRSUres
basic moral and coruption congruent with the across the
altations, but withir foos institution's rules and ingtiution to
equirgs government regulaions support the
puldance and Uniderstand arv » Tokes an aclive stance objectives of
developrrent in hanour ihe agrins cormubtion and Iocal
understanding confidental nature dishonesty when neted govermmnest
and reasoning of matiers without 1« Actively promote he s Take
withy morsl seeking personal value of the Ingtitution to responsibility for
et gein internst and sxiens! own actions end
Able to deal with stakeholders decigions, even
situations of + Able to work in unity with | ifthe
vonfict of interest a team and not seek CONSSUBNCHE
promptly and in the persongl gatn gre
best iterest of s Apbly universal ivioral urdaviurabies
incal governiment principles consistanty to
achieve moral devislons
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Cliaiar Core Compatencies
Competency Mams | Planning and Organising
Compatency Able to plan, priorities snd organiss information and resoirces effectivaly
Befinition 1o ensurs the quaity of service delivery end build efficlent contingency
plans 10 MEnsgse Ksk o
ACHIEVERENT LEVELS
BAS. COMPETENT ADVANCED SUPERIOR
Able fo follow ¢ Actively snd o Able to define Foous on broed
basic plane and appropriately instfiutional Sirategies snd
proatdse tasks Qrganise uhlecives, develop inftiatives whan
sround set infonmation and COMprehanaive developing
ohjectives FRROLINGAS plens, integrate anl ERARAB and
Linderstand the reguined for conrdinate acthvities, actions
process of task and gasign Able to project
plarning and e Recognise the appropriate ard foresast
organiaing bui urgency and resources for shoit, medism
TEQuUInes importance of suorassiol and tong termm
guitance andg taske implementation requirements of
development in - | Balance shost e ideniify in sdvance the Instiution
nroviding gnd long-term required stages and anif loosl
detaiiad and ans and goals actons {6 compleis government
comprehensive and Incorporate tasks and projects Translaie policy
plans into the taarn's « Schadule realisiie into relavant
Abls to follow performance timelines, objectives projects jo
existing pens objectives and milestonss for facilitate the
and ensure that  [o  Schedole iszshe to fasks and projects achiovemeant of
obisctives are ensure they e s Produce claay, ingtitutional
et parfonmed within detailed and objsctives
Foous oh shor- budget and with comprehenslve
torm ebjactives efficiant use of - plans 1o achieve
in deveatoping tirn aind institutiorsal
plans and resoUress © objectives
actions o Reatures « Jdeniify poasible risk
Aarenae pregress and factors and design
information and monitor and impleinant
FEBOUNCRs performance - Bppropriste
reguired for & resulls confingency plang
task, but require e Adapt plans i light
further struckure of changing
and organisation clrsumsiances
o  Priontise tesks and
projects sctording o
their relevart
rgeney snd
importance
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Cluster

Core Lompatencies

Competency Name

Analyais and Innovalion

Abla o crilically analyse information, challenges and trends to

Competency establish and implement fack-baged solutions that ars innovalive
DBafinidon ta improve instifutional processes in order {0 achieve key strategic
| Chiectives
ACKIEVERMENT LEVELS
RASIC COMPEYENT ADYANCED SUPERIOR
e Understand the  |» Demonsgtrate joglcat [+ Coachas team » Demonstrate complex
basic operation prooiem soiving members on anaiviical and problem
of apalysis, but tochnigues and analiytica and soiving approsches
lack detall and approaches and innovative and techniques
thoroughness provide rationgls for aspprosches and | Create an environment
e Able to balancs racommendations techniguas conducihwg to anabyticel
independant » Demonstrale » Engage with and fact-based
analysis with objectivity, insight, approprista problem-soiving
raguasting and thoroughnsss individuals in s Analyze, recommsnd
ausistancs from wien analysing anelysing and soiutions aad monitor
otbrers problems resoiving complex | drends In key
» Recommend » Able 1o break down problems shellenges to prevent
new ways i gomplex problems [+ identify solutions and manage
perform tosks into manageable Of VBHOUE woas OLCUIrENce
within owy perts and dentify it the Institution [ Craate an envirenment
furction solutions = Formuiate and that fosters innovative
» Propose simple |« Consult interni and aplernent ew thinking and follows a
remedicl exizmal ideas throughout learning crganiaation
interventions slakenoldars on the institution approgch
that marginally opporiunities to & fble to gain s Be 4 thought leadsr on
chaienges the prove processes approval and buy- | innovative customer
status Qud and sendoe delivery in for proposad sorvice delivary, and
s Ligten io the ¢ Clearly interventions from | process oplimisation
fleas and communicate the relevant » Play an acthve role in
perspactives of benefits of new stakeholders - | sharing best mactice
athers snd opporiunities and + identify frends and | - solutione and engage
axplors innovaiive solutions rest practices jn in fational and
opporivnities io 1o siakeholders PreGeRs and international jooal
enhanoe such s Continupusly identify | senvice delivery government seminars
innovative opposiunities o Snd ProposSe and conrfarences
fhinking enhance internat Institutional
processss apphcation
» Identify and analyse 1= Conlinuously
opportunities enpage in
gonducive o resesnch
innovative fdantify alient
ppproaches and neads
propese reimedial
intervention

10
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Clustor Core Compatencias
Competency Name | Knowledge and Information Menagement
Able to promote the generafion and shanng of knowledoe and
Cosnpatency Definition | information through various processes and mnedia, in onder o
gnhance the colleclive knowiedge base of loca! govemment
ACHIEVERENT LEVELS
BASIC COMPETENT ADYANCED SUPERIOR
» Collsot, Use appropriate | = Effectively predict Create and
categorise and information future information support & vision
track relevant systems and and knowledge and cullure where
information technology 1o managermnant leam mambarce
reguired for manage requireinents and are empowared to
speclfic tasks irestitutional sysiemsa sesk, gam and
and projects xnowiedge and Davelop stendards share knowledpe
e Analyse and information and protesses to and information
interpret sharing mmeet fulure Establish
frformation 1o Evatuate data kngwdedye parinerships
drow from various manageman acroas loow!
conchisions SOUICAS and uss nesds government to
» Seek pew information Share and faciitate
sowrces of effectively to promicte bast- knowledge
informmation to infuence practics managsmeant
incraass the decisions and knowiedge Demonsirate g
knowiedge provide saluticns ranagement msture approach
base Actively crests BEH0ES various o knowledge ard
o Fagulany rechanisms anhd institutions inforeration
share structures for Establish aocursle sharing with an
information sharing of meastines antg ahundance and
and knowiedge informalion * rhonitoring asgisiance
with internal tUse erdemal and | - systems for approach
stakeholders intesmal knowledge and Racognise and
and team reRources to trforration exploit knewiedge
trembers researsh and managemsnl . points in
provide relevant ~ Creabte & culture " interactions with
and cutiing-edge conducive of internal and
Knowledge 10 feaming and extemal
snhance knowledns shaing stakaholders
institulional Moid regular
effectiventss and inowledge and
efficiency information
sharing seesions
1o eliclt new ideas
and share bast
praclcs
sporosches

11
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Cluster | Conez Compelencies
Compsetancy Name | Communication

Able to share information, knowledpe and kess in & chear,

doourngnts

Compstancy focused and concise mennsr approphate for the sudiencs in
Dafinition order o sfactively convey, persuade and influence stakeholders
{o achieve the desired oulcbme
ACHIEVERENT LEVELS L
BASIC COMPETENT ADVANCED SUPERIOR
» Domonstiate an Express ideas | « Effactively Regarded as a
undststanding o individuals communicate high- apacislist in
for and groups in rizk and sensitive regotiations
cormmurication formal snd mmglters o relevant ansd
fevers and tools Informal stakehoiders representing the
appropriate for settings inan | « Develop a well- institution
the audience, manher that is definad Able to inspine
but reguires intarasting and communication and motivale
guidance in motivating strateqy otihers thredgh
uilising such Abla o s Balance polilical positive
tools smclerstand, perspactives with cornmunisation
« Express ideas in tolerate and institulional neads that is impactiul
a clear and appreaciate when communicating and relavant
focused manner, diverse vigwpolnts on Oyoates an
it does not perspeciives, COmpIEX iasues asnvironmert
always take the attitudes and +  Able to effectively condistive 1o
needs of the beliafs diratt negoliations tranaparent and
audisnes into Addapt around complex productive
ponsideralion commuttication matiers and amive at sommunication
+ Dissemipate and comtent and a win-win situation and eritics) and
comvey slyle fo uit the “1hat prometes Batho appreciative
irforenation and audience and  Pale principles conversations
knowiedge facilitate o hiprket snd promole Able i
adequately optimal the institution to coordinate
igformation externa) stakeholders negoliations at
transfer and sesk to enhance differant levels
Deliver content " & positive image of within lacal
N @ MEaneT the institution governmernt and
that galng e Able jo communicaie extermally
aupport, with the medie with
commitmeant high tevals of morat
and agresmsant coinpeience and
from relavan gignintineg
stakeholders
Comipile clesr,
fooused,
GOnGise and
wall-structured
widen
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Chuater Corg Competencies _
Competoncy Name Rasulis and Quality Focus

Compatency Definliion

Able o maintaln high quality stendards, fosus on achleving
resuits and objeclives while consistently striving to exceed
expectations and encourage othens o mest qualily standands.
fFurther, 1 actively roniter and measure results and quality
against identified obisclives

ACHIEVERENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR

+ Understand Fopus an high- ¢ Consistently verify Cosih and
ciuglity of work priority actions owr standards guicke othars to
but requires and does not and oulcomes to excead gualily
guidance in become ansure guality standards and
atianding 10 distracted by ocutput rosulls
imporiant lerwasr-prioity Fogus ofy the end Dot
matters activities resull ahd avoids challenging,

+ Bhow a basic Display finm baing distracted client-focused
commitment to commrnant Dlemonsirate o goals and sels
achieving the and pride in determined and high sbandards
comrect results achieving the committed for persunal

v Froducs the comrett results approach to performance
minimum level Bet quality achieving resulls Cornmmit to
of resulls stendards and and quality exooed the
required In the design slandards resufis and
Pl processas and Follow task and quslity standards,

= Froduce taske prowrd projects through monitor own
citeomss that athieving set to completion performance and
i of & good standarnds Set challenging irnplement
standard Froducs outpul " gogls and rpmedial

¢ Forus on the of high quality . objeoiives o self inerventions
guarniity of Able 0 balance and team and when reguired
ottt but the gusntity and dhaplay Work wilh leam
reguines Guadity of rasulls sommilment i . 1o set ambitious
devalopment in in prder achieving ~and chalienging
incorporating athieve - expectations ieam goals,
the guality of chjectives Maintein 8 focus communicating
work Mornkors on quality culputs long- and shor-

s Produpe quality progress, quality when placed term expaciations
woTk in general of work, and use unger pressure Take sppropriste
circumetances, of resources; Establishing risks o
bast fails to rmest provide status insttutionsl acoomplish gosls
expectation updates, and sysiems for Ovepcome
when undes rnake managing end getbacks sand
pressure adjusiments as asslgning work, adjust action

nseded defining plans 1o realiss
responsibilities, GoBls
tracking, Foous people on
monilonng and criticsl aetivities
FessLing that yieki a1 high
BULGESS, impact

evaluating and
valuing the work
of the inslitution

13
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Performance agreement made and entered info by and between

The Qversirang Munioipa}ity and representeg by Coenle Groenewald, the Municipaj
Manager (herein ang after referrad ag Employer)

and

Solomzi Madﬁkane, the Director: Local eConomia development (heroin and after referrod
as Emp!oyee) for the peniod 1 July 2018 io 30 June 2019

Where as

a. The Employer hags entered into 5 Gontract of smployment with the
Employee in terms of section 27(1)a) of the Locai Government: Municipai
Systems Aet 32 of 2000 (“the Systems Acl), The Emplover ang the
Empioyee are hersinafer referred as “the Parties”

b. Section S7(1)b) of the Systemns Act, read with the Contract oF

Employment condcluded between the barties, requires the Parties in
conclude an annyal performance agreement;

achieved, ang sature the Comraitment of the Employee o g sef of
outcomes that wil Riomote locg| government goals; and

d. The Parties wish 1o ensure that '!here I8 compliance with Sectiong §7{4B)
and S57(85) of the Systems Act, - :

1. FMTERPRETATIGN

1.1 In this Agreement the foltowings terms will have the Meaning ascribeg
thersto:

111 “this Agreement” . meaans the performance agreement between

1.1.2 ‘the Executive Authority” .. means the Mayors! Committee of the
Municipality constitited in termg of Section 55 of the Local
Government: Municipai Structures  Act 117 of 1998 {"the
Structures Act”) as Tepresented by itg chairperson, the Executive
Mayor:

1.1.3  “the Employee Means the Direclor appointed in terms of Section
82 of the Shtictures Act:

1.1.4 Yhe Employar” means Overstrang Municipaiity; and
115 '"the Partieg” means the Employer ang Employes.

2 e

Dir;
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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 inte between
the Farties;

To specify objectives and targets established for the Employee and to
communicate to the Employee the Employer's expectations of the
Employee’s performance targets and accountabilities;

To specify accountabilities as set out in the Performance Plan {Annexure

1

To monitor and measure performance against set targeled 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 io the Employer's commitment to a performance-crientated
relationship with the Employee in aftaining improved service delivery.

COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

3.5

This Agreement will commense on 01 July 2018 and will remain in force
until 30 June 2019 where-afler a new Performance Agreement shall be
conciuded between the parties for the next financial ysar or any portion
tharegof; '

The Parties will conclude a new Ferformance Agreemert 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
sontract of employment for any reason:

tf at any time during the validity of the agreement the work envirenment
glters fo 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 {ake 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

42

4.3

4.4

The Performance Plan (Annexure A) sets out —

4.1.1  The parformance objectives and targets that must be met by the
Employes;

4.1.2  The timeframes within which those performance objectives and
targets must be met; and

413 The competencles (Annexure B — definitions in terms of
Regulation 21 of 17 January 2014) reguired to operate sffectively
a8 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 angd Budget
implementation Plan (SDBIP) and the Budget of the Employer, and shai
include:

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

4.2.2 Key performance indicators {hat provide the details of the
evidence that must be provided to show that & key objective has
besn 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 put the Emploveg’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 Pian.

PERFORMANGE MANAGEMENT SYSTEM

5.1

5.2

The Employee agress to participate fn the performance management
system that the Employer adopted for the employees of the Employer:

The Employes accepts that the purpose of the performance ma nagemeri
syetem will be fo provide a comprehensive system  with specific
performance standards to assist the efmiployses and service providers to
perform fo the standards required;

4
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8.3

5.4

55

56

5.7

The Empiloyer 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 Employse undertakes t0 actively focus on the promotion and
implementation of the key performance indicators (including special
projects relevant to the employee’s responsibilities) within the local
dovernment framework;

The criteria upon which the performance of the Emgloyee 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 outpuisfoutcomes {performance indicators) identified as per attached
Performance Plan, which are linked o the KPAs, and wilt constitute 80%
of the overall assessment resulf as per the weightings agreed to between
the Emplover and Emploves:

§

& Sorvice Deleery and
Infrastrocture

B Musicipal Transforimaton
Ay Instizwtioswl
Dinteloynnimat

L Local Bronomie Developstie)il

£ Muneipal Pz Vishiline
and Bimnaago ent

* Goodd Guwerss rce, Pobific
Panticlpation Accounsability
and Transparency

The Competencies will make up the other 20% of the Employes's
assessment score. The Competencles are spilt into two groups, leading
compstencies {indicated in blue on the graph below) that drive strategic
intent and direction and core competencles ({indicated in green on the
graph below), which drive the execution of the leading competencies.
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M Sirateglc divection anil beadership
¥ People manegemesnt

W Program and grolect managenient
bl Financiat manspetnant

Hehange laedership

wGoveraanty lgatersip

B Moral cornpetence

B Flanning and organising

& Analysls apd Innovation

L: KEnowledpe snd Information
malagernent

- IEommpnlcakion

b Nasults arl quaiity focus

PERFORMAMCE ASSESSMENT

6.1

6.2

6.3

6.4

8.5

6.8

The Performance Plan (Annexure A) to this Agreement seis 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 Emplovee's performance.

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

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

The Employee's performance will be measured in terms of contributions
fo the goals and stralegies set out in the Emplover's Integraled
Deveiopment Plan (IDP) as described in 6.6 —- 6.13 below;

The Employee will submit quarierly performance reports (SDBIP) and a
comprehensive annuwal performance report &t the fourth evaluation at
least one week prior to the performance assessment meetings to the
Evaluation Fanel Chairperson for distribution fo the panel members for

preparation purposes;

Assessment of the achievement of resulls as outilned in the performance
plan;
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6.7

6.8

6.9

6.6.1

6.6.2

6.6.3

6.6.4

6.6.5

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

A rating on the five-point scale described in 6.9 heiow shall ba
provided for each KPl or group of KPls which will than be
multiplied by the weighting to calculate 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 o
reasons outside the control of the emplover and employee, the
KPI will not be considered during the evaluation, The empioyse
should provide sufficient evidence in such instances; and

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

Assessment of the Compatencies:

6.7.1

6.7.2

Each Competency will be assessed in terms of the descriptlons
provided {Annexure B) on a 360 degres 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 empioyee's
peers and managers reporting to him wil assess his/her
Competencies; '

A rating on the ﬁve-point'sca!e described in 6.10 below shall be
provided for each Competency which will then be muftiplied by the
weighting 1o calculate the final score; and

6.7.3 An overall score will be caloulated based on the tolal of the
individual scores calculated above.

Overall rating

6.8.1  An overal rating Is calculated by adding the overall scores as

6.8.2

calculated in 6.6.5 and 6.7.3 above; and

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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Thaystaryieag
gt I R T

Dutstanding
porformance

RPerfommance  Fulfy eflecie Blzal fally Yrinzekpiadde
signifermaty effartive pretformanee:

At

LEPECIA RS

Performance far exceeds the ad y
at this level. Tha appraisal indicales that the Employee has
achieved above fully effective results against alf performance
criterta and indicators as spacified in the PA and Parformance
plan and malntained this in all areas of responsbilify throughout
the year.

Performance
significantly above
expectations

Petorimance s significantly higher than the standard expecied i
the job. The appraisal indicates that the Employee has achieved
shove fully effeclive results against more than half of the
performance criteria and indicators and fully achieved af others
throughoui the year.

Fully sffective

Performance fully mests the standards expected in all areas of
the job. The appraisal indicates that the Employee has fully
achioved effective results against off significant parformance
criteria and indicators as specified in the PA and Parformance
Plan.

Not fully effective

Performance is below the siandard required for the job in key
areas. Performance mests some of the standards expactad for
the job, The review/assessment indicates that the empioyee has
achieved below fully effective results against more than half the
key periormance criteria and indicators as specified in the PA
and Performance Plan.

Unacceptable
performance

Performance does nat meet the standard expected for the job.
The review/assessment indicates thal they employee has
achieved below fully effective results against skmost alt of the
performance ciferls and indicators as specified in the PA and
Performance Plan. The employee has falled to demongtrale the
sommitment -or ability to bring padformance up to the level
expecied in the job despite management effords to encourage
improvemant,

€.10  The assessment of the competencies will be based on the following rating

scale:




295

122/268

Ferformance Agreement  2018/19

6.11

612

Poor Basic Competent Advancead Supariny

Do not apply the basic concepts and methods to proof a basic
Poor understanding of local governmenl operations and raguires
extensive supervision and devolopment interventions.

Applies basic concepis, methods, and undersianding of local
Basic govemment operations, but requires suparvision  ang
devetopment intervention,

Devslops and appliss more prograssive concepts, rmethods and
Competent understanding., Plans and guides the work of others and
exacutas progressive analysis.

Oevelops and  applies complex concepls, methods and
Advanesed undersianding. Effectlvely directs and leads a group and
gxeoutes in-depth analysis.

Hzz a comprehensive understanding of local government
oparations, crilical in strategic shaping stralegic direction and

Supsriar change, develops and anphes comp_reheﬁsive concepts and

methods.

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

6.11.1 Municipal Manager;

8.11.2 Municipal Manager from another municipality;

6.11.3 Chairperson of the Performance Audit Commiilee or in hisfher
absence thereof, the Chairperson of the Audit Committes; and

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

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

Dir.:
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6.13 The Municipal Manager will give performance feedback to the Employes
within five (6) working days after each quarterly and annual assessment
maeetings.

SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of the Employee in relstion 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 verbat

if performance is satisfactory;

LILIA S LAV VORE LT fia by = 2 5 SELIFS et b

i July - September Cctober 2018 finformal)
2 October — Becember February 2019

3 January - Mareh April 2019 {nformal)
4 April - Jung Beplember 2019

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

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

74  The Employer will be entitled 1o review and make reasonable changes to
the provisions of Annexure A from time {o time for operafional reascns.
The Employee will be fully consulted before any such change is made;
and :

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

OBLIGATIONS OF THE EMPLOYER
8.1  The Employer shail-
8.1.1  Create an enabling environment to facilitate effective performance

by the empioyee;

1 O P 3
Dir.: {:; P
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89.1.2 Provide access 1o skiils development and capacity building
opportunities;

8.1.3 Work collaboratively with the Employee to solve problems and
generate solutions to common problems that may impact on the

performance of the Employee;

8.1.4 Onthe request of the Employee delegaie such powers reasonably
required by the Employee to enable him to mest the performance
objectives and targets established in terms of this Agreement; and

9.1.6 Make available to the Employee such resources as the Employee
may reasohably require from time {o time assisting him to meet
the performance objectives and targets established in terms of this
Agreement,

10. CONSULTATION

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

10.1.1 A direct effect on the performance of any of the Empioyee’s
funictions;

10.1.2 Commit the Cmplovee to implemeant or to give effect to a decision
made by the Employer; and

10.1.3 A substantial financizi effact on the Employer.

10.2  The Employer agrees fo inform the Employee of the outcoms of any
decisions faken pursuant to the exercise of powers contemplaied in
clause 12.1 as soon as is practicable to enable the Employee to take any

necessary action with delay.

11.  REWARD

1.1 The evaluation of the Employee’s performance will form the basis for
acknowledging outstanding performance or correcling unacceptable
performance,

11.2 It is recorded that by mutual agreement the Parlies have decided that no
performance bonus will be paid to the Employee as the Employee’s total
cost of employment package is deemed to be adequate,

i1
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i2.

13.

MANAGEMENT OF EVALUATION QUTCOMES

12.1  Where the Employer is, any time during the Employee’s empioyment, not
satisfied with the Employee’s performance with respect to any matter
dealt with In this Agreement, the Employer will give notice to the
Employes to attend & meeting;

12.2 The Employee will have the opportunity at the meefing to satisfy the
Employer of the measures being taken io ensure that his perfermance
becomes satisfactory and any programune, including any dates, for
implementing these measures,

12.3 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

12.4  In the case of unaccepiable performance, the Empioyer shall -

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

12.4.2 After appropriate performance counsslling and having provided
the necessary guidance and/or suppoit 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 unfithess or incapacity to carry out his or her dufies.

CiSPUTE RESQLUTION

13.1 In the event that the Employee is dissalisfied with any decision or action
of the Employer in terms of this Agreemert, or where a dispute or
differance arses as to the extent to which the Employee has achieved the
perforrmance objectives and iargets established in terms of this
Agreement, the Employee may within 3 (fhree) business days, mest with
the Employer with a view {o resoiving the issue. The Employer will record
the cutcome of the meeting in writing;

13.2  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;

13.3 In the instance where the matiers referred to in 13.2 were not sugcessiully
resolved, the matter shall be referred io the Executive Mayor to mediate
the lssues within 30 (thirty) business davs of receipt of a formal dispute
from the Employee.

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

12 ' i
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13.5  In the event that the mediation process contemplated above fails, the
relevant clause of the Contract of Employmert shall apply.

14,  GENERAL

141 The contents of this agreement and the outcome of any review conducted
i terms of Annexure A may be made availabie fo the public by the
Employer; and

4.2 Nothing in this agreement diminishes the obligations, duties or

accountabilities of the Employee in terms of his contract of employment,
or the effects of existing or new regulations, circulars, policies, directives

or other instruments.
on the @5 day June of

Thus done and signed at ™
2018.

AS WITMESSES:

13

Dir.:
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Thus done and signed at 1A CCHAIL e o i

_day June of 2018,

AS WITNESSES:

i

2. _ ﬁ&ﬂ.ﬁ&w

DERELI OR
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mandaie

» Describe hew
speciiic tasks
fink o
Institutinnal
stralegies  but
has fimited
Influence in
directing
strategy

»Hag a basic
understanding of
instllutional
perormance
managemarg,
bt lacks the
abllity o
integrate
systerns nloc a
collective whole

Demonstrate @
basic
Understanding of
key  decision-
makars

-

and paricipafion  of
feam members

« Devalop acions plans
to execule and guide
sirategy
implementation

w Asgist  in  defining
performancs
measures o monitor
the progress and
effectivencss of the
institution

= Digplays an
awareness of
institutionsl stuciures
and political factors

s Eflectively
communicaie barders
o execution (7]
relevart parlies

= Provide guidance o
zll stakeholders In the
achiovement of the
strategic mandate

o Understand the  aim
and objectives of lhe
institution and relate i
to owm work

e Allgn sirsteqy and gouls
across all funclional areas
» Activaly defing
performance measures o

menitor the prograss and
effectiveness  of the
insifiution

« Consigiently  cheflenge

Stratepic plans to ansum
refsvance

= LUnderstond  institutional
slructures and  political
factors, and e
wonsesuences of actions

+ Empower others to follow

strategic  direction and
deal with camplex
gltuations

s Guida the  instiution

through  complex  and
ambigLous concer
s Use understanding of

power refationships and

dynamic tensions among
to  frama

key players
communEcations and
develop stralegies,
pasitions and alliances

Cluntay Leading Competencies
Competency Name | Stratenic Ditection and Leadership
. Provide and dirspt a vision for the instfdion, and inspire and deploy oihers
Compatency BERIton | ) seliver on the strategis institutional mandaite i
ACHIEVEMENT LEVELS
BAZIC CUMPETEMT ADVANCED SUPERIOR
= Understand » Give direction 0 a | o Evaluate all scliviies o [+ Structure and position
instifutional and teary In realising the | determine  valle and | the institufien to locs!
departmerital nglitution’s etralegic | alignment fo  shategic | govermment priorities
strategic mandate and  set| intent « Aclively use In-depth
objectives,  but objectives s Display in-depth | knowksdga and
lacks the ability [e Has a positive impact |  knowledge and | understanding to
{0 inspire others and influence on the | understanding of shretegic |  develop and implement
# achieve ssi morEle, engagement {  planning a comprehensive

institutional framework

¢ Hold self accountable
for sirategy execution
and results

= Provida  impast  and
influsrice througk
building and
malntaining  stralegic
relationshipe

¢ Creale an envircnment
that fecilitates loyaity
and innovation Display
a supenior level of self-
discipline and integrity
in actions

¢ Integisie various
systams into |
collective whole  to
optimize  instiutional
performanca
managemant

¢ Lses undersianding of
compeling inferests o
Jnanceuvre
‘successfully i a
winfwin outcome
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Clusiar

Leading Competennies

Compsioncy Name

People Managemeant

Compelency Definition

Effectively manage, inspire and encourage peaple, respect diversily,
optimise latent and build and nurture relationships in order to achieve
institutional objectives

___ACHIEVEMENT LEVELS
BasIc GOMPETENT ADVANCED SUPERIOR

# Padicipate in | »Seek opportunities fo | « Identify ineffective team + Davalop and
team goal- increase team | and work processes and | incorporate  best
selting and contribution and i recommend  remedial | practice  peopla
problem responsibility inferveniions management
solving «Respect and  suppor | s Recognise and reward | processes,
sinferact  and the diverse natUre of ] effective and desied | approaches and
coliaborate others and be aware of | behaviour toods soross the
with people of | the benelits of a diverse | » Provide mentoring and | instilution
diverse approash guidance to others In | « Foster g culturs of
backgrourds + Effectivaly delegate | order to  increase | Jiscipline,
v Aware ef tagks ant empower | parsonal effectivencss responsiblity and
guidetines  for othars  to increase | e ldentify deveiopmeant | acocuntability
ermployee confribution antd [ and leaming  nesds | = Understand  the
davelopment, axeculs funclions | within the team impast of diversity
bid  requires opiimaily » Build & work | B performance
Support in | = Apply relevant | environment conducive | antl activsly
mplementing employes legislation | to shsring, innovation, | incomporaie 8
development fairly and conslstently sthical bebhaviour and [ divemsity stralegy
indtiatives « Facifitate  {eam gosl- | professionafism in the institution

softing and problem- | elnspire a  cultwre of | = Develop

solving performance excelisnce | compmehensive

« Effectively identify | by giving positive snd | inlegrated

capacily requirements
to fulil the stralegic
miandaie

constructive fesdback 1o
the feam

s Achieve agresment of
conSensus if
advarsarisl
ervironments

s Lead and unite diverse |

feems aoross divisions
o achieve insthutionat
obfectivas

stistegies and
approathes to
human capital
development and
managemant
sActively  identify
trenids and predict
capatily
reguirements  {o
facilitate  wnified
transition and
performanecs
imanagement
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laster Leading Competencies
Competency Mams Program and Praject Managemeni
Abde to understand program and project management methodology;
Gompetency Definitlon | plan, manage, moniler and evaluate specific aciivitles in order to
-1 deliver on set pbieclives

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s |nitiate projects [« Eskablish broad | ¢ Manage multiple | ¢ Understand and
after approval from stakeholder programs and concepluglise
higher authorities involvermert  and bajance priorities the  long-term
¢« Understand comuminicate  the and conflicts implicationg  of
procedures of project status and according te | desined project
program and kay milestones instifutional goals QUICOMGE
project o Define the roles |+ Apply effective sisk js Direct a
management and responsibilitics management comprehengive
rethodology, of the project team strategies  through strategic macro
implications  and and create clarily Impact  sssessment and micro
stakeholder around and 1230UICe analysis and
invoheamant expactetions reguiremants seope  projects

s Unaderstand the [« Find & balance |« Modify project scope accordingly 9
rational of projects betwean project and  budget when reglise

in relation o the deadine and the raguired without ingtitutions]
institution's Guality of compromising  the objeatives
sirategic ohjectives deliverables guality and | = Consider ard
s Dooument and | = Identify appropriate objectives of the inifiste  projects
COImmwnicate projedt resources o project that focus on
factors  and  rsk facilitate the | o Envolve top-lavel achievement of
2s3o0lated with effective guthoritiss ~ and the  long-term
oW Work complsation of the relevant abjectives
¢ Llsg results and deiiverables stakeholders in|e Influence people
approaches of i« Comply with |- seeking project buy- In positions of
successfl  project statudory in authority to
implementation as requirements  and {+ ldentify and apply implament
guide apply poiicies in a| - contemporary OLtCOMes of
consistent manner project managemeant projecis
« Monittr  progress methodology © = lesd and direct
and use of I'e  Infiuence and trepslation of
resources and motivate - project policy into
makea needed team to  deliver workable
gdivstments tor sxceplional resulis actions plans
fimelines,  sieps, [ = Monijlor policy | » Ensures  that
and rEROUTSE implementation and programs  are
alioeation apply procedires monitored el
manage risks track progress
and optirnal
resourse

utilisefion,  and
that adiustments
Br&  fhade as
naéded
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Chuster Leading Competencies
Comipetency Name Financial Management
Able to sompile, plen and manage budgets, control cash How,
inslitute financial risk management and administer procurement
Compsatency Definition | processes in accordance with recognised financtal practices, Furlher
to ansure that afl finencial transactions are managed in an sthical
manher
ACHIEVEMENT LEVELS )
BASIC COMPETENT ADVAMNCED SUPERIOR
s Understand basic Exhibit knowledge |« Take active Develop planning
financlal concepts of general financial pwnership of tonls fo aesiat in
and methods as concepis, planning, planning, gvalualing and
they relate to budgeting, and budgeting, and monifaring fulure
institufiona forecasting and forecast provesses expenditure
processes ang how they interrglate and provides trands
aclivilies Asspss, identify credibie answars {o Set budget
e Display and manae gueries within own frameworks For
awareness into financial risks responsibility the institution
the varous Assuime a cost- + Prepare budgets Set strateqic
sources of saving approach to that are aligned o direction: for the
financial data, financial the strategic ingtitition on
reporting management chjectives of the expenditure and
mechanisms, Prepare financial institution other financial
finangial reporis based on * Address complex processes
govemance, specifled formats budgeting and Build and nuriure
procasses and Consider and financial patinerships io
sysiems understand the management improve financial
= Understand the financial CONCETAS managemant and
mportence of implications of ¢ Put systems and achigve financial
financial dedisions and processas in place savings
accountabliity suggestions to enhanoe the Actively identify
¢ Understand the Ensure that Quality and integrity and implement
importance of delegation and of financial new methods to
asset control instruciions as - managernent . improve asset
raouired by practices - oontrol
Mationat Treasury | ¢ Advise on policies »  Display
guidelines are -~ and precedures profezsionatism in
reviewad and regarding asset dealing with
updated control financigl dats and
identify and s Promode National processes
implement proper Tressury's
mionitering and regulatory
evaluation practices frarnework for
0 enstre Financial
spproprate fManagement
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Cluster Lesdling Compelensles
Compatency Mamne Changs Lesdershin
Able o direct and initlsie Institetional ransformation on af levels Jn
Compatency Definition | order to successfully drive and implement new inflistives and
' | deliver professional and qualily services io the community
ACHIEVEMENT LEVELS
BABIC COMPETENT ADVANCED SUPERIGR
s Display an Parform an analysis  |»  Actively menitor «  Spensor
gwareness of changs of the change impact change impact and chanpge
interventions, and on ihe social, resuits and convey agents and
the benefits of poitical and progress o relevant eragis o
francformation economic siakehoidars REPWOK OF
infiatives arvironment »  Sgoure buy-in and chanpg
#  Able to ideniify basic Malntain calm and aponsorship for ksadarg who
reads for change focus during change change infligtives support the
v ldentify aaps Able {0 sesist tesm  {e  Continuously inferventions
between the current members during evaluaie change o Activaly
and desired siale change and keep strategy and design adapt curent
e ldantify polential risk them focused on the and introdyce new sfructiises
and challengss o dediverablag approaches to &8
fransformation, Volunteer to lead enhance the ProgEsses (o
intluding resistance chgnge effors institution’s incorporate
io change factors pifsichs of cayn work effectiveness the change
s Participale in change team ¢« Bulld and nurbe interventions
programa amd Able 1o gain buy-in relationships with s Mentor and
piloilng chanpe and spprovel for various stakeholders Quiie team
irterventions change from to establish strategic rsmnbere on
= Undefstand the retevant slllance in fecilitating the effects of
impaci of change sizkeholdery change change,
interventicns on the Identity change s Take the lasd in resistance
institution within the readiness levels and impactful chamge faciors and
braader scope of assist in resolving programs how o
Hoecs! Ggovernmeant, resistance o change |«  Banchmark change integrate
factors interventions against | - change
Digslon change bast change e Botivale and
intervantions that practices - inspire othars
are aligned with the i+ Understand the around
institution’s stredegic | impact and ¢hange
oblectives and gogls psychology of Initiatives
change, snd pui
remedial
inkervantions In
plave to facililate
effacthe
transionmation
s Taks caloulated risk
and sesk new idegs
frotn best practice
sCenarnos, and
idandify the potential
for inplemantation
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Clugter

Leading Gompetencies

Compolency Name

Covemancs

Leadership

Lompoienay Defintion

Able to promide, direct and apply professionaliem in managing risk
and complisnce requirements and apply s thorough understanding

of governance practioes and cbligations, Further, able io dirsct the
concaptualisation of relevant polickes and enhance cooperative

governence relationships
ACHIEVERENT LEVELS
BASKS COMPETENT ADVANCED SUPBRIOR
Display @ basic ¢ Diisplay a »  Abie fo link fisk s Demonstrate g
Bwarenass of thorough inftiatives into key bictiy Terved OF
risk, compliance undersianding of institutional objectives commitmernd in
and govermnanae QOVEINENGE and arwl drivers semplying with
faciors but risk and s ldentify, anrlyse and governance
require ouldance complience YessUNe risk, cremte regUinemants
and factors and vl gk forecasis, s Implarmsnt
devalopmeni in implement plans and map sk profiles governancs ang
implermsnting ioaddress these |« Apply rlsk contro! sompliance
fuch s  Demonslrate methedology and slrafegy fo ensuwre
requirsments understanding of approsches 1o prevent achievernant of
Linderstand ihe the techniques and reduce risk Hhat institutional
struchure of and processes for impeds on the objectives within
cooperative optimising visk achisvement of the legislalive
aovernmant bt taking decisions institutionat ohjsctves framework
requires within the »  Demonsirate a +  Abje o advise
Quidanee on institution therough Local Government
fosbaring ¢ Activaly dive understanding of risk on risk
workahie poficy formukation retention plens management
ralaticnehins within the »  dentify end strategles, boet
betwesen institution to irnplenment praclice
stakeholgers ansure the oomprehensive tisk intervantions and
Provide input achievement of management systems coimpllance
inte policy objectives A prooesses management
formulation »  Implemen mnd |®  Able to forgs
monitor . the | positve
formulation of policies, | . | selationships on
identify ang analyse |  suoperative
constrainis gnil GOVBMance kevel to
challenges wiih enhanes the
implementation  and | effecliveness of
provids Llocal government
recernmendations for [+ Able to shaps,
improvement cdirect and drive the
formuation of
peliciss on o mstro
level
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Clustar Core Compaiencies - e ]
Compeiency Nams : Moral Competence
Compatent Able to ientify moral tiggers, apply veasoning thal promates honesty
Dotntion and integrity and consistenily display behaviowr that refiects morsl
cotipstence . . —
_ AUHIEVEWRENT LEVELS
BASIC COMPETEHNT ADVANCED SUPERIOR
+ Realise the Conduct seff in « ldentify, develop, and o Lreate an
impact of aligniment with the apply measures of self- amdronment
acting with values of Local eorrastion conducive of
integrity, Dt Government and e Abde o gain trust and morai practices
Feguires the instilution respect hrough sligning | »  Actively develop
giidance and Abls to opanly actinng with and implameant
developrment il admit own chHmmitments MBESUTES 1D
Implemeniing mistakes and s fiake proposals and combsai fralid
principles waaknasses and recammendations that andl corrupilon
v Follow the seek Bssistanty are transparent and gain | = Set Integrity
basic rules and from others when the aoproval of relavant standards and
reguiations of unable fo defiver stakeholders shared
the institution Actively report e Present values, beliefs aconuniabllity
e Able to idenily frsudulent activity and ideas that ane RRNATSS
bask moial and cormuption cangruant with the acss the
sttuations, but within docal instittion's rules and instikition to
requires povernment regulationg support the
guidance and Undarstand and o Takes an active stance objsclives of
developmant in honour the ageinst corruiption and frcal
undersianding confidential nature dishopesty when noted government
anid reasoning of matters withowt | o Aclively promole the ¢ Take
with morsl seeking personal value of the Institution to responeibility for
ittt (yasiry internes snd exiemst own aciions and
Able 10 deal with staliahnlders decisions, even
siuations of > Able towork inunity with | i the
sonfict Of interest ‘& team and not seak conssquUences
promptly and in the personal gain are
bost interest of s Apply universal mosal unfayourabie
lozat govenynent principles consistently to- :
pohigve moral degisions
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Clusier Core Compaiencies
Competency Nams | Planning and Organising
Compstency Able to plan, pricrifise and organies information and respurces effectively
Definklon 1o ensure the quality of senvice dslivery and build efficient contingency
plansfomanage sk
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Able to follow = Aciivaly and m Aable 0 dafine Foeus on broad
basic plans and approprigiely institutionad sirateyios amd
organise tasks organiss obdectives, develop initiatives when
around st irformation and comprahensive developing
objectives FESOUIDES plang, intsgrate and plans and
Understand tha roguired for @ coordinate aclivities, agtions
process of | tesk anid ae6igh Able io projest
plannbng arnd »  Recognise the appropriate and forecast
organising bul wgengy and resoureas for ghort, medium
retuires impariance of sucpessiul and long B
guidanne and tasks umplamentation requirements of
developmentin e Belancs shor » Identify in advance the institution
providing and jong-term required stages and and local
getailad and plans end goals actions 1o complete grovernment
coraprehenaive and incorporate tasks and prolecis Transiate policy
pians i 1he legm's e Schedule reaslistic into rsdavant
Abl to fotiow performanse timelines, objettives projects i
existing plans objectives and milestones for feciitate the
and engues that e Schedule tasks lo tesks and projecis achigwsment of
objectives am ensure they areé [ Produce clear, Instijsional
Pt pasformad within detailed and objeclives
Foous on short- bruidgst and with comprehenslve
torm chisotives efficient uss of shang (o achisve
in developing tirs and - institutional
plans and PESOUICES objectives
acions e Meagures = ldentify possibie risk
Arrange progress and fzctors and design
information and monitar and implement
rRSsUILES performance appropriste
required for 8 resuits - ebnlingancy plans
task, but require = Adept plars in lght
further struchine of changing
and organisation clrsumstences
= Pripitize taeks and
projects agcording to
their relevant
wrgeney and
imporiance

O
T
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Cluster Come Competenies
Compstoncy Name * | Analysis and Ionovetion
Able to critically analyse information, challenges and trends o
Competsncy establish and implement fact-based sohdions that e innovative
Befinitlon to improve institutionst processes in order to achieve key sirategic
Chjactivas
ACHIEYVEMENT LEVELS
BASIC COMPETENT ADVAMNCED BUPERIOR
+ Understand the 1o Demonstrate logical | Coaches team » Demonsirate complex
bazic operation problam solving imembars on ansivtical and problem
of analysis, bat technigues and anslyticsl and aolving approaches
lack detadi and approaches and inngvative and techniques
thorolhness provide rationze for approsichas znd  |e Create an smdronment
e Able to balanes recommandations technigues conducive {0 analytical
indspandent » Demonstrate » Engage with and fant-based
analysis with objectivity, insight, appropriaba problem-solving
requesiing and thoroughness individusls in e Anslyse, recomimend
assistance from when snalysing analysing and softlons and reonkor
others problems resolving complex | trends In key
» Retommend = Able io break down problems challenges o prevent
new ways to comiplex problemms |« Identily solutions &ind menage
petform tasks it manageabls OF VoS arens ocourrente
within owm paris and identify in tha ingtilution 8 Dreate an environment
furetion sojutions ¢ Formulste and that foaters innovative
» Propose simpie |« Consuit intervial and implernent new thinking and follows 8
rernedial external ideas throughot leaming organisation
intarventions stakeholders on the instituion approach
that marginally opporiurities 1o » Able to gain = Be a thought lsader on
challengss the fmprove prooesses approval and buy- | innovative customner
slatus guD and service delivery in for proposad sefvice deliviry, and
» Listen to the & Clearly frterventions friorm | process optindsation
idens and commuricaie e refevant + Play an active role in
perspectivas of benefils of new sinkehaldars sharing besi practics
others and opporiunities and » ldentify rends and | solutions shd engsge
axplore irmovative solutions best practices in | - in‘nationai and
opporiunities to {0 stakeholders process and international local
erhance such o Continuously identify | service delivery government seminars
inrovative opporiunites 1o and propose and conferancas
ihinking gnbancg nfernal institutionsl
pProcesses application
= {dentify and analyse e Continucusly
ppportunities engage in
gonducive to reseanch to
innovative idengiiy clisnt
approaches and negds
Propose femediz
" ienenion

—

—v",;:"'""
>
g,
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Cluster Caore Gorapatantias
Competency Name | Knowledge and Information Management
Able to promote the generation and sharing of knowledge and
Competency Definitten | information through various processes and media, In order to
enhance the collestive knowledoe base of local govemment
ACHIEVERMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Coflect, Use appropriate | « Effectively predict Create and
categoriss and Information future iformation support a vision
track relevant systems and and knowledge and culture where
informathen technology o managemant feam members
requiired for Hanage yequirements and are empowarsd {0
snecific tasks Instituiionsl syalems seek, gain and
and projests knowledge and Develop stendards share knowledge
» Anglyse and Irdoymistion and processes to and information
interprat shering meet fulure Establish
information o Evalyate data knowdedge partherships
draw from vanious management aoroas locsl
conciusions STArces and use naeds govainient o
e Sepk now infonmation Share and fachltate
SOUrSEs of effectively to promote best- knowletgs
information to influence: practica management
inceaase the gecisions and knowisdge Damonsirate a
knowdedge provide solutions management mature approach
baose Actheely creats BLIOES VETHIS o knowledge and
+ Reguisry mechanisms and institistions information
share slruciures for Establish accurate sharing with an
information sharing of measures and abundance and
and knowledge information monitering sesistance
with internal Use sxterngl and | - systems for approsch
stukahdiders intarnal ~ Krowisdge and Recognise and
ang tean resoumes i information exploil knowledge
members regearch and management pOInts in
privide relevant Croats a cullure. interactions with
and cutling-edge conducive of b internal and
knowledge o " leaming and gxderna
enhance knowladyge sharing siakeholden
insthutional Hold reguiay
etiectiveness and knowledge and
efilciency information
sharing sessions
o elclt new ideas
ahd shars best
practice
. gpproaches
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A Cluster T Core Compelencias
Gompetency Name | Communication
Abe to share information, knowledge and ideas in a cear,
Gompatency focused and concise manner appropriale for the audisnce in
Definition order o effectively comvey, persuade and influence stakeholders
to achieve the desired outoome
ACHIEVERENT LEVELS
BASNG CORPETEMT ADVANCED SUPERIOR
» Demonstate an s Exproge ideas | ¢ Effectively Reganded as a
understanding 1o individuals communicats high- specialist in
for arxd groupsy in risk andf sensitive nagotiations
pommunication formal and matters o relevant and
lovers and tools informnel stakeholders representing the
approptiate for seltings in an + Develop awel- institution
the sudisnce, maniner that is oefined Abla o inspire
bt roquires interesting and communication and motivate
guidante in miostivating strategy others through
utilishng such o Ableto » Balance political positive
fools understand, perspactives with soimimunication
s Express ideas in tolerate and institutional needs that is irmpactiul
a Cear and appreciaie whean communicating end relevant
focused mannar, diverse viewnoinis on Crestes an
but doss not perspentives, compien Bsues arvinonment
always lake the aftitudes and ¢ Able to effectively conducive to
neede of the [ belipts dirett negotisfions ransparent snd
audiance into & Addaph around complex productive
consideration simmunication rhatiars and anive at chnmunication
o Disseminate and eontent and 8 win-winy situation and critical and
convay style to suit the that promotes Batho Bpgaciative
information an audience and Pele principles conversstions
knowiedge faclitate o Market and promote Able i
adequalely optimal e institution to ] ovordinate
information axternzt slakeholders | negolistions ot
transfer and sesk to enhance | differsnt levels
»  Dejiver content & positive image of - within loost
in 8 MARNeT e instiution goverpment and
ihat gaing +  Able {0 communicate externally
suppod, with the media with
commitrnest high lavels of mo)
and agreement cormpetence and
from relevant discipline
siakeholders
« Gompite clear,
fosused,
soncise and
well-struciured
wiritlen
docurngris
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Clusier Core Compelensies
Compatenoy Name Resuits and Guality Foous
Abtde to maintain high gualily standards, foous on achisving
results and objeclives while consistently striving lo excesd
Competency Definklion | expeciations and encourage others o meea! quslity standards.
Further, fo aclively monitor and measure resuits and quality
against identified objectives
B ACHIEVEREEMT LEVELS
BASIC COMPETENT ADVANCED SUBERIOR
e Understand Focus on high~ s Consigiently verify Goach and
guality of work privvily acBons own slandards guide others o
but requires - ang does not and ouicomes (o excead quakly
guidancs in becoine ensitre quality standands and
attending to distracted by ouipui resuits
impartant tower-pricrity Foous on the end Devslop
malters atlivitles result and awoids chislienging,
¢ Bhowa basle Display firm belng distracted digrt-focused
commitment 1o commitment Demanstrate a goais and sets
achieving the and pride in determined and high standards
corract reaulls achieving the oommitied for parsnngl
o Produce the conect results approach in performance
nimLm level Sef guslity achieving resulls Commii fo
of sty standards and and guality exteed the
peguired In the design sandards results and
role pProsesses and Follow fask and guaiity standards,
v Produns tmeks around projocis through monitor ovn
oubtomes that aohieving set o completion periormance and
e of & good standards Sat challenging implanient
gtandard Preduce outpul gosls and rerisdial
s Fooys on the of high quality - objectives to self intervantions
guantily of Abls to balance and team and when required
outout bt the guantity and display Work with team
requires quetity of resulls aommitirest 1o 1o et mrbilivus
devalopnent in in oigler 0 achieving . and challenging
incos parsding achieve - axpactations " team poals,
e quality of ohyjeckivers Maintain a focus communicating
WOk, Mornifiors on quatity outpets fong- ard short-
= Produce auality progress, quality wher placed term expectstions
work in general of work, and use under pressuie Take appropriale
circumstannes, of reseurces; Establishing riaks o
but fails 1o mast provide status it uticrsl accomplish goals
expectation updates, and systems for Dvearcoms
wher under make managing snd satbacks and
Pressure adiustmants &g assigning work, agjust achion
nesded defining plans 1o realise
responsibilities, fel=ii
fracking, Foous people on
raonltoring ared critienl activities
masuring that yield a high
BUCCESE, fmpadi

. /Q,ng,
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Performance Agreement 2018/%¢

Performance agreement made and entered info by and between

The Overstrand Municipality and represented by Goenie Groenewald, the Municipal
Manager (herein and affer referred as Employer)

and

Desires Arrison, the Director: Management Services (hersin and after referred as
Employes) for the period 1 July 2018 o 30 June 2019

Where as

a. The Employer has entered intc & contract of employment with the
Employee in terms of section 57(1)(a) of the Local Govarnment:
Municipal Systems Act 32 of 2000 (“the Systems Act’). The Employer
and the Employee are hereinafier 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 performancs agreermant;

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

d. The Parlies wish to ensure that there is compliance with Sections
H7(4B) and 87(5) of the Systems Act.

1. INTERPRETATION
1.1 In this Agreement the foliowings terms will have t’he’lmeaning ascribec
thereto: '
1.1.1 “this Agreement” — means the performance agreement
between the Employer and the employes and the Annexures
thereio;

1.1.2 ‘'the Executive Authority” ~ means the Mayoral Commitiee of
the Municipality constituted in terms of Section 55 of the Locai
{Zovernment: Municipal Structures Ac 117 of 1998 ("the
Structures  Act”) as fepresented by its chairperson, the
Executive Mayor;

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

1.1.4  ‘“the Employer’ means Overstrand Municipality; and

115 “the Parties” means the Employar and Employee.
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PURPOSE OF THIS AGREEMENT

2.1 To comply with the provisions of Section S7(1)(b),(4B) and (5) of the
Systems Act as well as the Contract of Employment entered into
between the Parties:

2.2 To spacify objectives and targeis established for the Employee and to
communicate to the Employee the Employers expectations of the
Employee’s performance targeis and ascountabilities;

2.3  To specify accountabilities as sef out in the Performance Plan
{(Annexure A);

24 To monitor and measure performance against set targeied outpuis
and outcomes;

25  Toestablish a transparent and accountable working relationship;

28  To appropriately reward the smployee in accordance with saction 114
of this agreement; and

27 To give effect to the Employvers commitment to a performance-
orienfated relationship with the Employee in attaining improved
sevvice delivery,

COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2018 and will remain in
force untit 30 June 2019 whete-after a new Performance Agresment
shall be concluded between the patties for the next financial ygar or
any portien thereof: o ,

32 The Parties will conclude a new Ferformance Agreement that replaces
this Agreement af Jeast once a year by not later than 31% of July of the
succeeding financial year:

3.3  This Agresment will terminate on the termination of the Employee’s
contract of employment for any reason:

34 0 at any time during the validity of the agreement the work
environment aiters to the extent that the contents of the agreement
are no longer appropriate, the contenis must by mutual agreement
between the parties, immediately be revised; and

3.5  Any significant amendments or deviations must take cognizance of the

requirements of sections 34 and 42 of the Murnicipal Systems Act and
Regulation 4(5) of the Regulations.

PERFORMANCE OBJECTIVES

4.1 The Performance Plan (Annexure A) sets out —
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42

4.3

4.4

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

4.1.2  The timeframes within which those performance objectives and
targets must be met: and

4.1.3 The compefencies (Annexure B - definiions in terms of
Reguiation 21 of 17 January 2014) required to operate
effectively as senior managers in Ihe local government
environment,

The peiformance objectives and targets reflected in Annexure A are
gst 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
ovidence 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 o

The Employee’s perfarmance 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 5YSTEM

5.1

5.2

5.3

The Employee agress to participate in the performance ranagement
system that the Employer adopted for the empioyess of the Employer;

The Emplovee acoepts that the purpose of the performance
rmanagement system will be to provide a compretiensive system with
specific performance standards to assist the employees and service
providers to perform to the standards required;

The Employer must consull the Employee about the spacific
performance standards and targets that will be included in the
parformance management system applicable to the Employes;

T -
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5.4

5.5

56

57

The Emplovee undertakes o actively focus on the promotion and
implementation of the key performance indicators (including special
projects relevant to the empioyee’s responsibilities) within the locai
governiment frarnework;

The criterla upon which the performance of the Employse shall be
assessed shall consist of two components, Operational Performance
and Gompetencies both of which shall be contsined in the
Performance Agreemeant;

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 jinked to the KPAs, and will
constitute 80% of the overall assessment result a5 per the weightings
agreed to between the Employer and Empiovee:

! B Sirvice Dofivery mt
Irifizeskr i ctieres

# panciped Transfom sion
andt Insntukiongl
Developnent

- Tcal Besnosale Developnamy

* Munivipal Froancial Viability
aied Manageenee

s Good Governarace, Pubdin
Participation Acrourabli:
antl Trasaspavency

The Competencies will make up the other 20% of the Employee’s
assessment score, The Competencies are spilt into fwo groups,
leading competencies {indicated in biue on the graph below) that drive
sfrategic intent and direction and core compatencies (indicated in
green on the graph below), which drive the execution of the feading
competencies,

] B stralegic directian and leadarship
B Panple management

& Progrom and praject haganent
¥ Finunclal management

& Change [sadership

viGgvernance kadersp

¥ Moral compatence

K Planning and organising

& Anilysts and tnnavadon

W Enewlodge and information

armegamant
- ‘Comrnunication

& Rasults and quglity Focus

:
:
;
;
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8. PERFORMANCE ASSESSMENT
8.1 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.

8.2 Despite the sstablishment of agreed intervals for evaluation, the
Employer may in addition review the Employee's parformance at any
stage while the contract of employment remains in force:

6.3  Personal growth and development needs identified during any
performance review discussion must be documented in 2 Parsonal
Development Plan as well as the actions agreed to and
implementation must take place within set time frames;

64 The Employee’s performance will be measured in terms of
contributions to the goals and strategies sef out in the Employers
Integrated Development Plan (IDP) as described in 6.6 ~ 6.13 below:

6.5  The Employee will submit quarterly performance reports {SDBIP) and
a comprehensive annual performance report at the fourth evaluation at
least one week prior fo the performance assessment meetings to the
Evaluation Panel Chairperson for distribution to the panel members for

preparation purposes;

6.6 Assessment of the achievement of results as outlined in the
performance plan: :

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

6.8.2 A rating on the flve-point scale described in 6.9 below shall be
pravided for each KPl or group of KPls which will then be
multiplied by the weighting to calculate the final score;

6.6.3 The Employee will submit his seif-evaluation to the Employer
prior to the formal assessiment;

6.6.4 In the instance where the employee could not perform due to
reasons outslde the control of the employer and employees, the
KP! will not be considered during the evaluation. The
employss should provide sufficient evidence in such instanoes:
and

8.6.5 An overall score will be calculated based on the total of the
individual scores caloulated above,

6.7 Assessment of the Competencies:
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6.8

8.0

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

6.7.2 A rating on the five-point scale described In 6.10 below shall

be provided for sach Competency which will then be mulitiplied
by the weighting to calculate the final score; and

6.7.3 An overall scors will be caloulated based on the tolal of the
individual scores calcuiated above.

Cwverall rating

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

6.8.2 Such overall rating represents the cutcome of the performance

appraisal.

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

Oukslacdimg Perlormzace  Fuliy efleetee WA fuly Urisccampitiadilbe

pedarreance sipnilicantiy eliertive parformngg
abeve

anpeetations

employee at this level, The appraisal |nd|cates that the
Outstanding Emplovee has achioved asbove fully effective resulls against
performance all performance criteria and indicators as specified in the PA
and Performance plan and maintained this in all ameas of
responsibility throughout the year,

Parformance Performance is  significanily higher than the standard
slgnificandly expected in tha job. The appraisal indicates that the
ahove Employee has achieved above fully ofigctive results against
expectations more than half of the performance ciieria end indisators and

it
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tully achieved all ot rs throughout the year.

Performance fully meets the standards expacted In alf areas
of the job, The appraisal indicates that the Employes has fully
Fully effective achievad efiective results against ali significant performance
criteria and indicators as specified in the PA ang Perormancs
Plan.

Performance is below the standarg required for the job In key
areas. Performance meets some of the standards expecied
for the job. The review/assessment indicates {hat tha
Hot fully effective | empiayee has achieved below fully effective results against
mare than half the key performance criteria and indicators as
specified in the PA and Performance Ptan,

Ferformance does not maect the standard expecied for the job,
The reviewfassessment indicatas that they empioyes has
achieved below fully effective results against almost all of the
performance criteria and indicators as specffied in the PA and

Unaceeplabie Performance Plan. The employes has falled to damonstrate

performmance the commitment or ability to bring perfermance up to the level
expacied in the job despite management efforts fo encourage
impiovement.

8.10 The assessment of the competencies will be based on the following

Do not apply the and methods 0 proof a basic
Poor understanding of local govemment oparations and reguires
extensive supervision and devslopment intervenlions.

Appliss basic concepts, methods, and understending of local
Rasle govemnment operations, but requires  supervision and
development intervention, ]
Devalops and applies maore progressive concepts, methods
Competent and understanding. Plans and guides the work of others and
executes progressive analysis,

Develops and applies complex concepts, methods  and
Advanced understanding. Effectively directs and loads a group and
axstutes in-depth analysis.
Hag a comprehensive understanding of local govemment
opsrations, crifical In stratepic shaping strategic direction ang

Buperior

Dir.;

H
E
3
i
H
H
H
?
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6.11

6.12

€13

; change, develops and applies comprehensive concepts and
E methods. ‘

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

6.1%.1 Municipal Manager;
£.11.2 Municipal Manager from another municipality:

6.11.3 Chairperson of the Performance Audit Committes or in hisfher
absance thereof, the Chairperson of the Audit Commitiee; and

6.11.4 The Member of the Mayoral Commiltee ({Portiolio
Chairperson).

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

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

SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2

7.3

7.4

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 flrst and third quarter may be
verbal if performance is satisfaciory; :

i iaeta [ LAG O 343) (153 CFTIEIRIA0: ]

1 July - Seplember Qclober 2018 {informal)
2 Detober — Dacember February 2018

3 January - March April 2019 {Informat)
4 April - June September 2019

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

Performance faedback shall be based on the Employer's agsessment
of the Emplovee's performance;

The Employer will be entifled 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 whenaver the
performance management system is adopted, implemented and/or
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amended as the case may be. In that case, the Employee will be fully
consultad before any such change is made.

8. DEVELOPMENTAL REQUIREMENTS

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

3. OBLIGATIONS OF THE EMPLOYER
9.1 The Emplover shall-

911 Create an enabling environment o facliitate effective
performance by the employes;

8.1.2 Provide access o skiils development and capacity building
opportunities;

2.1.3  Work collaboratively with the Employee to solve problems and
generate solutions o common problems that may impact on
the performance of the Employee;

8.1.4 On the reguest of the Employee delegate such powers
reasonably required by the Employes to enable him o meet
the performance objectives and targets established in terms of
this Agreement; and

8.1.5 Make available to the Employee such resources as the
Employee may reasonably require from fime fo time assisting
him to meset the performance objectives and targeis
established in terms of this Agreement.

10, CONSULTATION

10.1  The Employsr agrees tc 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 g
decision made by the Employer: and

10.1.3 A substantial financial efiect on the Employer.

10.2  The Employer agrees to inform the Employes of the outcome of any
decisions taken pursuant to the exercise of powers contemplated in
clause 12.1 as sooh a8 is practicable to enable the Employes fo take
any necessary action with delay. -

10
Bnr.;
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1. REWARD

11.1  The evaluation of the Fmployee's performance will form the basis for
acknowledging ouistanding performance or cotrecting unacceptable
parformance;

11.2 Wis recorded that by mutual agreement the Parties have decided that
no performance bonus will be paid ta the Employee as the Empioyee’s
total cost of employment package is deemed to be adequate.

12. MANAGEMENT OF EVALUATION CUTCOMES

121 Where the Employer is, any time during the Employee's employment,
not satisfied with the Employee's performance with respect {0 any
matter dealt with in this Agreement, the Empioyer will give notice to
the Employee o attend a meeting:

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

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

12.4 I the case of unacceptable performance, the Employer shall —

12.4.1 Provide systematic remedia! or developmental support fo
assist the Employee to improve his performance; and

12.4.2 Afier 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 unfithess or incapacity to carry out his
or her duties.

13. 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 psriormance objectives and targels established in terms
of this Agreement, the Employee may within 3 {thres) business days,
meet with the Employer with a view to resolving the issue. The
Employer will record the outcome of the mesting in writing:

13.2 i the Parlies cannot resolve the issuss within 10 (ten) business days,
an independent arbitrator, acceptable fo both parties, shall be
appointed to resolve the matter within 30 (thirly) business days;
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13.3 in the instance where the matlers referred o in 13.2 were not
successfully resolved, the maller shall be referred to the Executive
Mayor to mediate the issues within 30 (thirly) business days of receipt
of a formal dispute from the Employee.

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

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

14. GENERAL

141  The contents of this agreement and the ouicome of any review
conducted in terms of Annexure A may be made available to the

public by the Employer; and

14.2  Nothing in this agreement diminishes the obligations, duties or
accountabiiifies of the Employee in ferms of his contract of
employment, or the effects of existing or new reguiations, circulars,
policies, directivas or other instruments.

Thus done and signed at
2018.

AS WITNESSES:
1. MJ'*C.MJ
;?
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Thus done and signed at %ZX%LM&' on the _@may June of 2018,

AS WITNESSES:

| = RECTOR
2, Mw&“ﬁ
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to nspire others
to achieva set

mandate

» Describe  how
specific  tasks
link to
institutionsl
strategies  bui
has rmited
influence ls
directing
sirateny

¢« Has & basic
understanding of
instiutional
perfonviance
managemert,
bt lacks the
ability o
integrate

systems into a
collective whole
Demonsirate a2
basic
understending of
key  dedsion-
mekers

L]

and influence on the
morale, engagement
and participation  of
team members

Develnp getions plans
to execute and guide

strategy
implemeantation

= Agsist  in defining
performance
measures 1o monltor
the progress and

effectivensess of the
institution

Dispiays an
SVRATENess of
ingfiutional siruetures
and politeal factors
Effectively
communicate barers
o exesulion ¢
retevant parties
Frovide guidance o
=4 stekehoiders in the
achievemant of the
stratedic mandate
Understand  the aim
and objectives of the
jnstitution and relale it
10 owm worly

L]

-3

understanding of atratagic
planiing
» Align strategy esnd goals
acrosa all funchonal areay
» Aetively define
perforinance measures o
monitor the progiess and

effectiveness of the
inafitution
» Consistently  challange

sirafegic plans 10 ensurs
relevancs

o Lindarsiand  instilutional
sfructures and political
factors, and the

consequences of actions
s Erapower others to follow
shrgiegic  direction  and
dea with complex
situations
e Guide
threaigh

the  institution
complax  and
ambiguous concern )
» Use understanding of
power relationships and
dynamic tensions among
key players to  frame
communications and
develop straiegias,
posilions and alliances

« Provide

Annexure B 2018/19
Cluster Leading Competencies
Gompalehcy Naeme Sirategic Direction and Leadership
Provide and direct & vision for the instlution, and Inspire and deploy others
Compatency Definition to deliver on the strategic nstiutioral mandate " oy
ACHIEVEBIENT LEVELS
BASIC GCOMPETENT ADVANCED SUPERIOR
o« Hndevsland o (ive direction t© 8 | » Evaluate all achivities tole Structure and position
institutional  and ieam in realising the | deleomine wvalue and| the instiulion to losal
depatmenial institution's  strategic | alignment 10 strategic |  government prioities
strategic mandate and  sst)  Intent = Actively use in-Oepth
objactives, but objectivas v Display in-depth | knowiedge and
lacks the ability |« Mas & positve impact |  knowledge and | usderstanding o

develop and implemant

& comprahensive

institutional framewoik

« Hold seif accauntable

for strategy execution
and resudts

impact  and

through

and

strategic

influsnee
building
mainisinitg
refationships
¢ Craale an envirenment
that foaclitaies loyally
and innovation Display
a superior tevel of self-
diseipline and intearity [
in actions

= integrate Various
sysiems into a
collagtive whole o
aptimise  institutional
parformants

. managamant

= Uses understantding of
compeling interests 1o
manoeuvre
successfuily o a
winiwin outeome
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Annexure B 2018/1%
i Clustar Leading Compstencies
Competency Namp People Management
Effectively manage, inspire and encourage people, respect divershy,
Compstency Definlion | optimise talent and build and nurure relationships in order to achieve
institutional ppjectives
ACHIEVEMENT LEVELS
BABIC COMPETENT ADVANGED SUPERIOR
¢ Participate  In | «Seek opportunities to | = ideniify ineffective team | « Develop and
team gosl- | increase team ] and work processes and | incorporate  best
setling and | conribution and | recommend  remedial | praclice  people
problem resporsibliity inferventions management
goiving *Respect and support | = Recognise and reward | processes,
sipferact and the diverse nature of | effective and desired | approsches and
eollaborate others and be aware of | behaviour tools zoross the
with people of | the benefits of a diverse | » Provide mentoring and | institution
diverse approach guidanee to olhers in | = Foster a culiure of
backgrounds v Effectivaly defegate | order to jnereass | discipline,
e Avrare of | fasks and empower| personal effectiveness responsibility and
guidelines for | others to  Increase | «ldentify  development | accountability
empioyee conilbtion and| and leaming needs | s Understand  the
developmsnt, exesue functions | within the team impact of diversity
bul  requires optinnaily » Bilel a worlk | i parformance
suppait i | «Apply relevant | environment  conducive | and actively
implementing smpioyet  legislation | to sharing, innovation, | incorporate a
development fainiy and consistently ethical behaviowr and | diversity stralegy
initiatives s Facilitate team  goal- | professionabsm in the institution |-
gefting and problem- | sinspire a cullure of | = Devalop
solving parformance sxcelence | comprehensive
» Effectively dentify { by giving positive and | integrated
capacity  requiremants | - constructive fesdback fo | sirategies and
fo fulfill the stategic| theteam approaches s]
mandate » Achiove sgreement o [ buman  capital
CONSENSLUS o in{ developrment and
adversarial management
environments » Actively  identify
slead and unite diverse | irends and predict
taams scross divislons | capacity
to achieve instiutionsl | requirements o
objectives facilizte  wunified
trangition and
parformance
management
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Annexure B 2018719

Clustar Leading Competencies
Competency Mane Program and Project Managerment
Abde to understand program and project management meihodology,
Competency Definition | plan, manage, monitor and evaluate specific aclivities in order to
- 1 deliver on gelt obiectives

- ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
¢ Jnitiate projects |« Establish brozd | ¢ Manage multiple | « Understand and
after approval from stakeholder programs an conceptualise
higher authorities involvemant  and balance priorilies the long-term
s Understand commupicate  the and confiicls implications  of
procedurss of project status and according to desired  project
program and kay milesiones institutionat goals ouilcomes
projact e Define the roles|s Apply effective risk j» Dirsct &
managsment and rasponsibifities managenent comprehensive
methodology, of the project feam strategies  through girategic macro
implications  and and creste clarity apact  assassrment and micro
stakaholder around and resouree analysis and
nvolvement expectations reguirements sCope  projects
s Understand the . e Find a balance |« Modify project scops accordingly 10
rational of projects baiween broject antd  budget when realise
in relalion fo the deadline and the reg ired without institutionz)
institution's quality of comprofiising  the objectives
strategic objectives deliverables guality and | » Consiger and
» Docurnent and |« [denlify appropriaie oblectives of the initiate  projects
communicate project reagurces to praject that focus on
factors and  risk facilitate the |« involve top-evel achievernent of
assooiated with effective . autherities ang the  long-ferm
oW Work completion of the relavant objectives
« Use resulis and deliverables stakeholders inls Influence psople
approaches of |« Comply with |  seeking project buy- in positions of
suscessiul  project statutory in . atthority to
implementation as requiremants and [+ Jdentify and apply | implement
guide apply policies in @]  contemporary oyicomes of
consistent manner project managsment projects
» honilor  progress methodology + Lead and direct
and use of | =« Influence and| fWensiation  of
FESOUrCEE and motivate project nolicy into
make needed team io  deliver workable
adjustments 0 exceptional resuits actions plans
timelines,  sieps, | « Monitor policy 1 »  Ensures that
and FEeoUIce implementation  and programs  are
afpoation apply protedurss to monitored o
rmanage riske track  progress
and optimat
resourss
utilisation,  and
that adiustiments
are  made as
needed
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Clustar Leading Compelencies
Competency Name | Financial Management
Able to compile, plan and manage budgets condrol cash flow,
inslitute fiancial risk management and administer procurement
GCompetency Definltlon | processes in accordance with recognised financial practices. Further
to ansure that all dnaneial bransactions are maneged In an ethical
ranner
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
e Understand basic Extiibit knowledge | « Take active Davelop planning
financial concepits of general financial ownership of toaks to sssistin
and methods as concepts, planning, planning, svaluating and
thay relate to budgsting, and budgeting, and monitoring fulure
instifutional forecasting and forecast procestes axpanditure
processes end how they interrelate and providas trencs
activities Assess, identify credible answers to Set budget
s Display and manage quaries within own frameworks for
awareness into financhkal rieks responsibitity the institution
the various Assume a cost- » Prepare budgets Set strategic
soLrces of saving approach to ihal are aligned to direction for the
financia! dats, financial the sirategic ingtitution on
reporting managenent ohjectives of the oxpenditure and
rReChanisms, Prepare financial institution othar financial
financial fepors based on s Address complex ProGesses
govemance, spacified formats budgeting and Build and nurture
processes and Consider and financial parinerships lo
systems understand the managerent improve financial
g Understand the fhancial - {ONcerns mmanagement and
importance of implications of e Put systems and achieve financial
financi=l dedisions and | proGesses in place savings
accountability suggestions . {o enhance the Actively identify
+ Undersiand the Ensure that quality and integrity and Implement
importance of delegation and of financial Co e methods to
assel controf ingtruetions as imanagamsant improve azset
reguired by praclices control
National Treasury a  Advise on policies Display
guidelines are and procedures professionalism n
reviewed and regarding asset dealing with
updated control financial data and
identify and + Promoie National DIOCEsSses
implement proper Tressury's
monitorirg ancl regutatory
evaluation practices framework for
o ensure Financial
appropriate Managemsnt
spanding against
budgst
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Clustor Leading Competencies
Compalency Name Changs Lesdarship
Able to direct and initiate institulions! transformation on all levels in
Competency Definition | order o suscesshully drive and implement now iniialives and
©t deliver profesgional and quality services to the commenity
AGHIEVEMENY LEVELS .

BASIC COMPETENT ADVANCED SUPERIOR
Display an Perform an aniveis | e Actively monitor Sponsor
awarenass of change of the change Inpact change impact and shange
interventions, and on the sodial, resulte and convey agents and
the bensfis of political and progress o relevant cregte g
fransformation SOONOMIC slakeholders natwork of
initiatives srwvironmeant s  Becurs buy-in and change
Abie to dentify basic Maintain calm and sponsorship for lesders who
neads for change fotus duning changs change infilatives suppert the
Idarntify gaps Apde 1o assist feam  |»  Continuously inerventions
betwesn the eument mambers during evaluate change Actively
and desirad siate change and keep Strategy and design adapt current
{deniify potentlal risk them focused on the and introduce new structures
and challenges o deliverables approaches to ang
fransformation, Vihuntasr o lead enhance the procasess to
inciuding resigtance change effors institution’s incorporste
o changs fachorg oufside of cwn work effetlivansss ihe change
Participate in chapge faznn o Bulid and nurture imerventions
programa and Able to gain buy-in relationships with Mentor and
piioting chanpes and approval for various stakeholdens BUis team
inferventions change from o astablish sirptegic members on
Understand the relevant alllance in fecilitating the effects of
impact of change stekeholders change change,
intarventions on the jdaniify chargse » Teke the lesdin resigtance
insttution within the reaginess lovals and impactiul change . faciors and
bepader soope of assist in resolving proarams hiows {0
Hovel Ggovernment, resistance to change ¢  Benchmark changs infegrale

factors : interventions against change
Design change best change Motivate and
intarvantions that praclices inapire cthers
are afigned with the  |e  Understand the around
institution's strateglc impact and shangs
ohjectives and goals psychology of Initiztives

changs, and pul

rarnedial

interventions in

place to faciliiate

effective

franstornmation

¢  Take calculzied rigk

antd seek new ideas

from best practios

scenarios, and

identify the golential

for nplementation

T ——
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Annexvre B ZOB/19

“““““ T Leading Competenciss
Govermnante Leadershio

Clustay
Gompeiency Mame

Able fo promgie, direct and apply professionalism in managing Ask
atd eomplisnce reguirements and apply 8 therough understanding

Compstency Definitlon | of governence practices and obligations. Further, able o direct the
concepluaiisation of relevend policlkes and enhance cooperative
governance relationships

ACHIEVEMENT LEVELS
BASIC COBPETENT ADVANCED SUPERIOR
s Displayabaslc Je Displaya s Ablz o link risk Demonsirate a
BWArSness of thorough initiztives intc key higgh laved of
risk, complienos undergtanding of institutionai objectives commitient in
and governance govemnanos snd and drivers complying with
factors but 1 sisk and ¢ |dentify, analyse and governance
reguine guidence somplance measure ok, oreate requiferments
and factors & valid risk forecasts, Implamant
development in irnploment plans andd reap risk profiles QOYSmance and
irngdemnenting to addresa these |+ Apply riek conlrol complisnce
such » Demonstiate methodology and sirafeay 10 aneung
reguirements understanding of approsches o pravent achigvement of
¢ Understand the the techinigues ardd reduce risk that institutionai
giructure of and prooesses for impads on the ohjectivas within
cobdperative optinising risk achisvemant of the legisistive
government but taking dacisions institutional objeslives framawork
requires within the »  Damonsirabe a Able to advise
guidance on insiitution thorough Local Government
fostering e Actively drive understanding of sk o sk
workable podicy formuletion refention plans management
relationships within the + ldentily and siralepies, best
babween Institution 0 ‘implamant practlce
slekeholders gnsure {he comprehensive risk interventions ent
= Provids input achkavernent of menagement systems compliance
it pofioy Sojectives and pronesses . 1. management
formulstion s Implermen and (¢ Able toforge
monitor the positive
formulation of policias, felationships on
identify and snalyse souperative
constraints and govarmencs lavel to
challenges with anhanta the
implemaniation  ahd affactiveness of
provide Lonal govemiment
recommentdations  for Able 1o shepe,
irrdprensarent divect and drive the

farmuiation of
policies on a mac
leved
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Annexure B G181

Ciugter Core Compstencies
Competency Name [ Moral Compelence
Competenc Abls to identify moral tiggers, apply ressoning thai promoies honesty
Definktion ¥ gnd integrity and consistently display behaviour that rellects morsl
compatencs L
_ ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
+ Reslise the Conduct self in + ldentify, devalop, and » Create an
impact of alignment with the apply massuras of seli- gnvironmernt
acling with waleas of Lotal corraction conducive of
integrity, but Government and Able o gain frus and maoral practices
requires the institution respeci wough aligning | = Actively develop
guldance and Ahle to operdy sedions with mrat implament
developinent in admil owh commitmsnts megsures io
implementing mistakes and Maie proposaiks and combat fraud
principies weaknesses and recommendations that and corruption
» Foliow the Beek assisiance are transperent and gain | » Set Integrity
basic nules and from others when the approval of relevant standarde and
reguiations of unable o daliver steliehokiers aheared
the institation Acthvely report Prosent valoes, beliefs accountubility
s Able o identify fravdulent activity ari ideas that ane MOEHINEs
hasic moral amd oorruplion congruent with the atross the
situations, but within looal ingtihulion's rles and institition to
requires govenament reguiations support the
guidance and Understand and Takes an aclive stonce ohjectives of
davalopmeant in honour the against corrupiion and local
understanding confidential nature dishonesty when nated governnsit
sl reasoning of matlers without Actively promote the w Take
with mioral seeking personal valua of the institution fo rasponsibility for
intent gain -intemat and externzl own aotions and
Able to desl with stakeholders davisions, even
situations of Able 10 work In unity with | ifthe
corlict of interaet a team and not aesk. Consequences
promptly and in the parsonal gain are
best interest of Apply universst moral urfavourable
ieal government principles consistently 1o
achieve mora! decisiong
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Annexure B 2018/19
Clster Core Compelencies
Competency Mame | Planhing and Organtsing
Compriency Able to plan, orioritise and orgenise information and resources effectively
Dsfin Hinkh 0 ensure the gquaiity of service delivery and build efficient sontingency
pians 0 manage sk
ACHIEVEMENT LEVELS A
BASIC COMPETENT ADVANCED SUPERIOR
Able to follow Actively and e Able to define Foous on broad
basic pians and approprigtely instituiional strelegiss and
arganise fasks organise vhjectives, deveiop initiatives whan
around st dzrmation and comprehensive developing
objacives rasIrses plang, integreie and plans and
Undarstand the reguired for a coordinate aciivities, achons
process of task angl essign Able 10 projes
alanning and Recognisa the appropriate and forecast
arganising but urgancy and rasOUNDas for short, medium
requires imponance of suctessiul and long term
guickence gnd tasks implemeniation requirements of
develpprasnt in Balance ghorl & ldentify in advance the institution
providing anud iong-temm required siages snd and local
detalied and plans and goals actions to complede governmeni
tomprehensive and ineorporats tasks and projects Translate policy
plans tito the teem's »  Sehedule realistic ik refevant
Able g0 follow perfornanse dmalines, ohjectives projects o
eyisling plang chisctives and milestones for facilitats the
and ensure thet Soheduls tacks to fasks and projects achiovement of
ohjscives are ensurethey sy o Produse clear, instittions
meat performed wWithip detalied and objectives
Foous on Bhor- tudget and with " pomprehenshes
term objectives gfficient use of . plans {o achieve
in daveloping time and fnstitukions]
pians and FEEOMIGES objectives
aciions = Pleasures o jderiify posaibde risk
Arrange progress and factora and design
information and rsnit - and implement
FESOURCRE perfonmante aphropriate
reired for a results contingancy plans
task, but reguire = Adspt plans in ight
further structure of changing
and organisation chumstances
= Prioritise tasks end
projects according {0
thelr remvant
urgency and
________ ImE O ans
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Annexure B 2018/19
Cluster Core Competencies
Competency Name ' | Analysis and Innovation
Able fo crilically analyse information, challenges and irends to
Competency establish and implement fact-based solutions that are innovative
Definitlon to improve institutional processes in order to achieve key strategic
objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
¢ Understend the |« Demonsirate logical |+ Coaches team » Demonstrate complex
basic operation problem solving members on analytical and problem
of analysis, but techniques and analytical and solving approaches
lack detall and approaches and innovative and techniques
thoroughness provide rationale for | approaches snd [« Craste an enviropment
« Able to baignce recommandations techniques conducive to analytical
independent ¢ Demonstrate ¢ Engage with and fact-based
analysis with objectivity, insight, appropriate problem-solving
requesting and thoroughness individuals in = Analyse, recommend
assistance from when anglysing analysing and solutions and manitor
others problems resolving complex | {rends in key
* Recommend = Able o bregk down problems challenges to prevent
new ways to complex problems |« Identify solutions snd manage
perform tasks into managesble On various areas occurence
within own parts and identify in the institution » Craate an environment
function solutions » Formulate and that fosters innovative
» Propose simple |« Consultinternslend | implement new thinking and follows a
remedial external ideas throughoust learning organisation
interventions stakeholders on the institution Spproach
that marginaily opportunitieg to » Able to gain » Be a thought leader on
chalienges the improve processes approval and buy- | innovative customer
status quo and service delivery in for proposed service delivery, and
» Listen to the » Clearly interventions from | process optimisation
ideas and cormmunicate the relevant ¢ Play an active role in
parspectives of benefite of new stakeholdars sharing best practice
others and opportunities and « |dentfy frands and | solutions and engage
explore innovative soluticns |  best practices in in national and
opportunities to to stakeholders process and international local
enhance such ¢ Continuousty identify | service delivery govemment seminars
innovative opportunities to and propose and conferences
thinking enhance intemal institutional
processes applicetion
s ldentify and analyse |e Continuously
opportunities engage in
conducive to research to
innovative identify client
approaches and needs
remedial
intervention
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Cluster Core Competencies
Competency Neme | Knowledge and Information Management
Able to promole the generation and sharing of knowiedge and
Corpetency Definition | information through various processes and wmeadia, in order W0
anhance the collective knowledge base of local government
ACHIEVERENT LEVELS N
BABIC COMPETENT ADVANCED SUFERIOR
¢ Collect, Use eppropriale | » Efectively predict Create and
categorise and information future iformation support 2 Vision
pack relevant gysterns and and kneasiedge ang culure where
information technplogy o managsment team members
reguired for manage reguirements and are empowered o
specific (asks Institutional Bystems geek, gain and
and projecis knwiedge and s Develop stendards sharé knowledge
e Analyse and infarmetion and prooesses to and information
intarprat sharing raget fidure Establish
irformation 1o Evaluale data kKnowiedye partherships
traw from vanous management acrose local
conciusions BOUFCes and use needs government to
s Sapk now irformstion » Share and faciiiate
sources of effectively to promote bast- knowiedge
information {0 influsnce practics managetent
increase he desigions and kcwnistine Dremonatrgle &
knowledge provide solulicns managemeant mature approach
base Actively creats atross various io kncawvledge and
¢ Regularly mechanams and institutions informiation
shure structures for ¢ Establish accurate sharing with an
Information shating of ' measures and atundancs and
and knowledge inforrmation - monitoring astiglance
with interms tseexlamat and | systems for approach
stakeholders internal | Knowledge and Recognige and
and leam resources to ©information  exploit knowletpe
members resesnch end  managemsnt “polnis in
provide relevant | » Creale a culture interactions with
and cuithig-adge conducive of interna) and
knowizdge (o learring sncl externsl
enhance knowlsdge sharing staksholders
institstional ¢ Hold regular
sffectivenass and knowledge and
effichency information
gharing sessions
o elcit new ieas
and share best
nracics
approaches
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Clustar | Core Competencies
Competency Name | Communication )
Able 1o share information, knowledge snd idess in 8 cear,
Competsncy focused and concise manne’ appropriate for the audience n
Definition order o sffectively convey, persuade and influence stakeholders
to achieve the desired OuicOme
ACHIEVEMENT LEVELS
BASIC GCOMPETENT ADVANGED SUPERIOR
e Dpmonstrsis an » Expressideas | ¢ Effectively ¢ Regardedasa
undgratanding to Individuals sommmunicate high- spechalist in
for and groups in rizk and sensitive negoliakions
eommurication forena! and matters 10 relevant and
levars and {ools isformal stakeholders representing the
appropriate for settings in an + Davelop a well- ingtitstion
the audiencs, manner that is defined v Ablke to inspire
g requiras interasting and comunication and mothate
guidencs in mativating strateyy others through
utilising such e Ableto + Balancs politicel positive
tools understand, parspectives with Communication
s Express ideas In tolerade ang inatitutional nesds thiat is impactivl
& clear and appreciata when communinaking st relevant
focused manner, diverse viespoinks on e Creates an
b ddoes not perspectives, SONRIEX Istes ervironineEn
always ke the atfitudes and ¢ Abla to sffectively conducive to
needs of the beliets direct negotiations transparent and
audience into o Adapt avound complex preductive
consideration communication | matiers and amive st communication
+ Disseninate and content and 2 win-win silustion and critical and
nohvay style fo suitthe | - that promotes Batho appreciative
information and audience and Pele principles conversakions
knowledge faciitate » Market sied promaote | ¢ Ableto
adequately optinsal the institutionte ] coordinate
information . extermal stakeholers negotiations at
franafer end seek 1o enhance different levels
s Deliver content & positive imsge of within loosl
in & rmannes the Institution governrasnt and
' that gains »  Able o communicate excterraly
supoT, with the media with
conmiment high levels of moral
aridl agraament competencs and
fronn relavant dissipline
shaleholders
« Comple clsar,
fonused,
concise and
wall-ghructured
written
documenis

12
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Gluster o Competences _
Compstency Name Resuits st Quality Foous
Able to maintain high quality standards, foous on achieving
results and objeclives while consistently stiving to exceed
Competency Definition | expectations and encowage others 1o mest quality standards.
Further, 1o actively monitor and messure results and quality
against identified oblactives
AGHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR

¢ Understand Focus on high- » Consistently verily Conach and
quality of work priority actions own slandards guids others to
but reguires and doos aot and putcomes & exceed quality
gukiance i become anaure guality standards and
attanding o dintracted by output rasiis
impoitant fower-pricrity Foous on the end Brevelop
matters activitles result and avoids chalienging,

e Show a bagic Diisplay firm being distracted client-focused
commitioent 1o comimitmeant Damonstrate & gosls and seis
athisving the and pride in determined and high standards
comect resuits achisving the cormmithed for personal

o Produce the porrec] resuits approach io parfonmanee
minimum level Set guality achieving results Commit {o
ol resulty stardards and and guality sxcead the
yegquired in the design standards resuits and
e prooeases and Foillow iask and quahly stendards,

s Produce tasks mround projects through D Rtor LW
sutcomes that achleving set o completion periormange and
is of agood slandards Bet challenging implarant
standand Proguce sulput goats and remodial

= Focus on the of high queality objeeiives fo self inferventions
quantity of Able o balence and team and when requised
oiatput but the quaniily and dispiay <o Work with team
fecuires gty of results . commitment to o sel ambitious
development in in order io achieving and shallenging
incorporating achigve axpentations teaim goals,
the quality of ohjectives Psintain & focus commun icating
work Menitors on guaiity outputs long- and shost-

« Produce guaity progress, guality when placed term expeciations
work in genersl of work, 2nd use under pressune Take appropriate
pireumstances, of raoUIces, Establishing risks to
but faile 10 maat provide staius institusions! accomplish gosls
sxpeciaton updates, and sysiems for verpome
whien Under make maneging and sethacks and
Pregsure adjustrnenis a8 angigning work, sdius! ackion

needed defining plans 10 reglise
responsibilities, goals
tracking, Foous people on
menitoring and critioal activities
maasuring that yield a high
SUCCRSE, impact
evaluating and

valuing the work
of the institishion

13
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Performance Agreement 201 8719

Performance agreement made and entered into by and between

The Qverstrand Municipality and represented by Coenis Groenewsaid, the Municipal
Manager (herein and after referred as Employer)

and

Neville Michaels, the Direclor: Protection Services (herein and after referred as
Employee) for the period 1 July 2018 to 30 June 2019

Where as

a. The Employer has entered into a contract of employment with the
Employee in terms of section E7(1)(a) of the Local Government:
Municipat Systems Act 32 of 2000 ("the Systems Acst"). The Employar
and the Ernployee are hereinafier 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 io
conclude an annual performance agreement;

¢. The Parties wish to ensure that they are clear about the goals o be
achieved, and securs the commitment of the Empiovee to a set of
outcomes that will promote jocal government goals; and

d. The Parfies wish to ensure that thers 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 ite mearning ascribed
thereta: '
1.1.1 “this Agreement’ — means the performance agreement
between the Employer and the employes and the Annexures
thereio;

1.1.2 "the Executive Authority’ — means the Mayoral Committes 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 Emplovee’ means the Director appointed in terms of
Section 82 of the Structures Act;

1.1.4  “the Employer’ means Oversirand Municipality; and

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

2.1 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;

2.2 To specify objectives and targets established for the Employee and to
communicate to the Employes the Employer's expectations of the
Employee’s performance targets and accountabilifizs;

23  To specify accountabilies as set out in the Performance Plan
{Annexure A);

2.4 To monitor and measure performance against set targeted ouiputs
and outcomes;

2.5 To establish a transparent and accountable working relationship;

2.6 To appropiiately reward the employee in accordance with section 11
of this agreement; and

27  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 This Agreement will commence on 01 July 2018 and will remain in
force until 30 June 2019 whers-after a new Parformance Agreement
shall be concluded between the parties for the next financial year or
any portion thereof: :

3.2 The Parties wilf conclude a new Petformance Agreement that replaces
this Agresment at least once a year by not (ater than 31 of July of the
succeeding financial year;

3.3 This Agreement will terminate on the termination of the Fmployee's
contract of employment for any reason;

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

3.5  Any significant amendments or deviations must take cognizance of the

requirements of sections 34 and 42 of the Municipal Systems Act and
Regutation 4(5) of the Regulations.

PERFORMANCE OBJECTIVES

4.4 The Performance Plan {Annexure A} sets out —
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4.1.1 The periormance objectives and targets that must be met by
the Emploves;

4.1.2 The timeframes within which those performance obiectives and
fargets must be met; and

4.1.3 The compelencies {Annexure B - definitions in {erms of
Regulation 21 of 17 January 2014) required to operate
effectively as senior managers in the local government
environment,

4.2  The perfonmance objectives and targets reflected in Annexure A are
set by the Employer in consultation with the Employse and based on
the Integrated Development Plan, Service Delivery and Budget
implementation Plan (SDBIF} and the Budget of the Employer, and
shall include; _

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

4,22 Key perfermance indicators that provide the details of the
svidence that must be provided to show thai a key objective
has been achieved;

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

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

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

4.4  The Employee's perdformance will, in addition, be measured in terms of
confributions to the goals and slrategies set out in the Employer's
Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

8.1 The Employee agrees to participate in the performance management
system that the Employer adepied for the employees of the Emplover:

9.2 The Employee accepits 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 1o the standards required;

53  The Employer must consult the Employes about the specific
performance standards and targets that will be included in the
performance managernent system applicable to the Empioyes:

—h
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5.4

55

5.6

5.7

The Employee underiskes to actively focus on the promotion and
implementation of the key performance indicators (including special
projects relevant to the employvee’s responsibilities) within the local
government framework;

The criteria upon which the performance of the Empioyee shail be
assessed shall consist of two components, Operational Performance
and Competencies both of which shall be conained in the
Performance Agreement

The Employee’s assessment will be based on his parformance in
terms of the culputsfoutcomes (performance indicators) identified as
per attached Performance Plan, which are finked o the KPAs, and will
constitute 80% of the overall assessment result as per the weightings
agreed to between the Employer and Employee:

& Survloe Dolivery andg
Indbastenicans

= Mundclpal Tronsieinntion
and lnshititivml
ievolisphcnt

* e Evomoriic: Muvsiopme

B Munleged Rinanetal Vis bl
andthipnagenyeng

- Goed Goveriuies, Byplic
Partisipation Assonn obility
enct Trarks)smency

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
sirategic intent and direction and core competencies (indicated in
green on the graph below), which drive the execution of the leading
compelencies.

B Strateple dirsction and kadership -|
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PERFORMANCE ASSESSMENT
8.4 The Performance Plan (Annexure A) to this Agreement sels out —

6.1.1 The standards and procedures for evaluating the Emplovee’s
petformance; and

6.1.2 The infervals for the evaluation of the Employee's
performance.

6.2  Despite the establishmeni of agresd intervais for evaiuation, the
Emptoyer may in addition review the Employee's performance at any
stage while the contract of employment remains in force;

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

6.4 The Employee's performance will be measured in terms of
contributions to the goals and strategies set out in the Employers
integrated Development Plan (IDP) as described in 6.6 — 6.13 below;

8.5  The Employee will submit quarterly performance reports (SDBIP} and
a comprehensive annual performance report at the fourth evaluation at
feast one week prior to the performance assessment meetings to the
Evaiuation Panel Chairparson for distribution to the panel members for
préparation purposes;

6.8 Assessment of the achisvement of results as outhned in the
performance plan:

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

6.6.2 A rating on the five-point scale described in 8.9 below shall be
provided for each KP! or group of KPls which will then be
muitiplied by the weighting to calculate the final score;

8.8.3 The Employse will submit his self-evaluation to the Employer
prior {0 the formal assessment;

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

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

8.7 Assessment of the Competencies:
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6.7.1

6.7.2

6.7.3

Each Competency will be sassessed in farms of the
descriptions provided (Annexure B) on a 360 degree basis
during the mid-vear and year-end reviews and will inform the
final score awarded by the evaluation commitiee, 360 degree
means that the employee’s peers and managers reporting to
him will assess histher 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

Arn overall score wili be calcuiated based on the iotal of the
individual scores calculated above,

6.8 Overall rating

6.8.1

6.8.2

An overall iating is caleulated by adding the overall scores as
eajculated in 6.6.8 and 6.7.3 above, and

Such overall raling represents the outcome of the performance
appraisal.

6.9 The assessment of the performanca of the Empioyee will be basad on
the following rating scale for KPIs:

Sratztanthng  Porformance Dol affectse Mot fafly Uit Ligtably
ppvliraance  signifoailly pffeekive perfmrmatice
BT

eHpreE Loy

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

Duistandlng Employee has achieved above fully effective results ageinst
petformance all performance criteria and Indicators as specifled in the PA

and Perfarmance plan and mainizined this in all areas of
responsibility throughout the year.

Perfonmance Parformance is  significanfly  higher than the standard
slonifcantly expected in the job. The appraisal indicates that the
zbovea Employee has achieved above fully effective resulis against
expaciations more than half of the performance ecriteria and indicators and

Dir W 71 MM
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Fully effective

Performance filly meets the standards expected in all aress
of tha job. The appraisal indicates thaf the Employee has fully
achieved effective resulls against all significant performance
criteria and indicators as specified n the PA and Performance
Flan.

Mot fully effective

Performance is below the standard required for the job in key
areas, Performance meets some of the stendards expected
for the job. The reviow/assessment indicates that the
employee has achisved below fully effective resulls against
more than half the key performance eriteria and indicators as
specified in the PA and Parformance Pian.

Unacceptable
performance

Parformance does not meet the standard expecied for the [ob.
The reviewfassessment indicaias that they smployee has
achieved below fully effective resulls against almost alt of the
performance criteria and indicators as specified in the PA and
Performance Plan. The emplbyee has failed to demonstrate
the commitment or abiiity to bring performance up to the level
axpected in the job despite management efforts to encourage
improvament,

6.10 The assessment of the compstencies will be based on the following

Poor

Basic Competent Advanced Superior

Poor

Do not apply the basic concepts and metheds to proof g basic
understending of local govemment operaticns and requires
extensive supervision and development interventions.

Basic

Applies baslc concepts, methods, and understanding of local
government  operalions, but  requires  supervislon and
development intervention.

Competant

Develops and applies more progressive concepls, methods
and understanding. Plans and guidaes the work of others and
gxrecuies progressive anatysis,

Advanced

Bevelops and applies complex concepts, methods and
understanding. Effectively directs and leads a2 group and
axacutes in-depth analysis.

Superior

Has a comprehensive understanding of local government
operafions, critical in strategic shaping strategic direction and
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.11

6.12

613

change, dsvetops and applies comprehensive concepis and
ragthods,

For purposes of evaluating the performance of the Employee for the
mid-year and year-end reviews, an evaluation panel constituted of the
fellowing 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 hisfher
absence thereof, the Chairperson of the Audil Committes; and

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

The Municipal Manager will evaluate the performance of the Employee
as al the end of the 1*' and 3" quarters; and

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

SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2

7.3

7.4

7.5

The performance of the Employes in relalion fo his performance
agreement shall be reviewed on the following dates with the
understanding that the reviews in the first and third gquarter may be
verhal if performance is satisfactory: - _

Cluarte heyie e fL o 2 poa o magleresh

1 Juby - Seplember Oclaber 2018 {informal)
i Qotober — December February 2019

3 January ~ Maich April 2019 (informat)
4 April - June September 2019

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 io review and make reasonable changes
fo the provisions of Annexure A from time to time for operational
reasons. The Employse will be fully consuited before any such
change is made, and

The Employer may amend the provisions of Annexure A whenever the
performance managemant system is adopted, implemented andfor
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amended as the case may be. In thal 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
sttached as Annexure C. Such Plan may be implamented and/or amended as
the case may be after the each assessment. In that case, the Employee will
he fully consulted before any such change or plan is made.

9.1

©.1.1

9.1.2

2.1.3

9.1.4

915

OBLIGATIONS OF THE EMPLOYER

The Employer shall-

Create an enabling environment to faciliiale effective
performance by the employee,;

Provide access io skills development and capacity building
opportunitias;

Work collaboratively with the Employee {o solve problems and
generate solutions o comimon problems that may impact on
the performance of the Employee;

On the request of the Employee delegate such powers
reasonably required by the Employes to enable him to meet
the performance objectives and targets astablished in terms of
this Agreement; and

Make available o the Employse such resources as the
Employee may reasonably require from time to fime assisting
him 1o meet the performance objectives and targets
astablished in terms of this Agreement,

0. CONSULTATION

10.1

10.2

The Employer agrees fo consult the Employee fimeously where the
axsrcising 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

dacision 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 {o 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.

10
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11. REWARD

11.1  The evaiuation of the Empioyee’s performance will form the basis for
acknowiedging outstanding performance or correcting unacceptable

performance;

11.2 It is recorded that by mutual agreement the Parties have decided that
no performance bonus will be paid o the Employee as the Employee’s
total cost of employment package is deemad to be adequate.

2. MANAGEMEMT OF EVALUATION QUTCOMES

12.1  Where the Employer is, any time during the Employes’s employment,
not satisfied with the Employee’s performance with respect to any
matter deait with in this Agreement, the Emplover will give notice to
the Employee o aftend a mesting;

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

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

12.4  Inthe case of unacceptabie performance, the Employer shall —

12.4.1 Provide systematic remedial or developmental suppoit to
assist the Employee {o improve his performance; and

12.4.2 After appropriate performance counselling and having provided
the necessary guidance and/or support as well as reasonable
fime for improvement in performance, the Employer may
consider steps o lerminate the contract of employment of the
Empioyee on grounds of unfithess or Incapacity to carry out his
or her duties,

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

11

Doyt
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13.2

13.3

13.4

13.5

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 matier within 30 (thirty) business days;

in the instance where the matters referred to in 13.2 were not
successiully resolved, the maiter shall be referred to the Executive
Mayor to mediate the issues within 30 (thirty} business days of recsipt
of a formal dispute from the Employee.

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

In the svent that the mediation process confemplated above fails, the
relevant clause of the Confract of Employment shall apply.

14, GENERAL

14.1

14.2

Thus done and signad at

2018.

AS WITNESSES:

The condents of this agreement and the outcome ©f any review
conductad In terms of Annexure A may be made avsilable to the

public by the Employer; and

Nothing in this agresment diminishes the obligalions, duties or
accouniabilities of the Empioyee in ferms of his contract of
employment, or the effecls of existing or new reguiations, circulars,
policiss, directives or other instruments.

ZA-

on the g day June of

12
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Annexure B 2018/1¢%
| Cluster Leading Competencies L
Cempatsncy Name Sirateqic Direction and Leadership
Compotency Definition Provide and direct & vision for the institution, and inspire and deploy others
i defiver on the sirategic instiutional rarndaie
ACHIEVEMENT | EVELS
BASIC COMPETENT ADVANCED SUPERIOR

s Understand « Give direction to u | » Evaluste off sefivities to [+ Strustire srd position
institutional and team in reslising the | determing  value and i the institution fo fogal

departmental institution’s  strategic | slignment 1o strategic |  government priorities
strategic mandate and  set| Inteng » Actively usg it-tspth
objectives, bt Ohjactives = Display in-depth | knowledpe and
lacks the abilty | Mas positive impact | knowledge and | understanding fer
to Inspire others and influence on the understanding of strategic develop and implament
to achiove set moraie, engagement | planning ] comprehsiigive

mandaie

+ Deserbe how
specic  tasks
link o
Institutionsi
stralegies  but
has fimited
Infiesnoe iy
directing
strategy

= Hee & basis
understanding of
instfutional
performance
manageiment,
but ftacks the
abifity &
infegrate
systems nte a
collective whols
¢ Demonstrate a
basic
understanding of
kay  decision.
makers

and parlicipation of
team members

= Develop actions plans
to execute and guide
sirategy
implemeniation

* Agslst  in defining
performance
mensuwres o monitor
the progress  and
effectivoness of the
institution

s Displays an
awireness of
institutional struciures
and political factors

s Effectively
communicate barrere
o exscution to
relevant parties

= Provide guidance o
all stakeholders i the
achievement of the
stratagic mandate

= Understand  the aim
and objectives of the
institution and relate it
to ovn work

e Allgn strategy and Yoais
acroes all functional areas

+ Actively

define

performance measures io

monior the progress

effectiveness  of
irestitufion
» Consistently challe

and
ihe

Tigfe:

strategic plans to ensure

ralevance
s Understand

Institetional

stiuctures  and  politics

factors, arud

the

consequencas of aciions
= Empower others to follow

strategic  direction
deal with
situations

e Guide the  instily
through  complex
ambigucus eoncem

* Uss . understanding
power telaiionships
dynarmic tensions am
ey piayers
communications
develop
positions and alfisnges

and

complex

tion
and

of
and
i1lx )

to  frame

and

strategies,

institutional framewnrk
Hold self accountable
for stalegy execution

and resuits
¢ Provide impact and
influence through
buiiding arel
mainiaining  strateglc
relationships

Create an enwvirenment
thet faclitates loyalty
and innovation Display
a superior level of self.
discipline and integrity
in attions

» Uses understanding of
wompeling Inferesis to
mAnceuvre
successfully o g
winfwin outcoms

+ lntegrate Vatiokts |
systems inic a
collective  whole 1o
optimise  institutional
performance
managament

H
|
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2018/19

Cluaiar

Leading Competencies

Compatangy Name

People Managemeni

Effectively manage,

inspire and encourage pecple, respasct diversity,

e Effectively

sefting and problem.
solving
identiy
capacity  reguiterments
ko fuifill the strategic
mandate

»Inspire & couiture of
perforrnance excellence
by giving positive and
constructive fesdback to
the team

e Achieve agreement or
CONgEnsus in
adversadal
amndronments

elead and onite diveise’

» Autively
" frends and pradict

Competency Deflnition | aptimise talent and bulld and nurture refationships in order to achieve
ingtitutiona! objectives
ACHIEVEMENT | FVELS
BASIC COMPETENT ADVANGED SUPERIOR
o Participate  in | «Sesk opporunities to | e Identify ineffective toam | = Devalop and
team goal- increase team | and work processes and incorporate  best
setting and | contribution and [ recommend  remedist | practice paople
problem responsibility interventions management
sohving sfespect and support | = Recognise and reward processes,
«Interact  and the diverse nature of | effective and desired approaches and
collaborate others and be awais of | behaviour fools atross the
with people of | the benefits of 3 diverse | = Provide menorng and | institution
cverase approach guidance to others in | » Foster a eulture of
backgrounds s Effectively delegate | order to  increase | discipline,
* Aware of tasks and empower| personsieffectiveness rasponsibility and
guidelines for | others to  increase | « identify development | accountabitity
employes contribution and{ end jeaming needs | e Understand  the
devalopment, exacite functions | within the team impant of diversity
bt requires aptimally = Build & work | in performance
support in | = Apply relevant | environment condicive | and actively
impiementing amployes legiskation | to  sharing, innpvation, | Incorporate a
development falrly and conslatently ethical behaviows end | diveisity strategy
Initiatives +Facililate toam goal-| professionafism in the institution

» Baveiop

sorprehansive
integrated
strategies
approaches 1]
human capital
development and
managameni

idendify

and

teams across divisions | capacily

to achieve Institutionai | requirements  to

objectives fachitate  unified
transition and
parformance
managament

R
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AT T b

Chuster

Leading Competencios

Competenicy Mame

Program snd Project Management

Able to understand pr

ogram and project management methodology,;

guide

apply policies in a
consizlent manner
Monitor  progress

and uses of |

resources and
tnake needed
adjustments i
timelines, steps,
and resource
allecation

- contemporary

project fanagement

methodology

influence and
motivate project
team W daliver

exceptional reaults
Monitor policy
implementstion  and
apply procedures to
MANsge risks

Competency Definition | plan, manage, monitor and evaluste spedific activitles In order to
detiver on set objectives
ACHIEVEMENT LEVELE
BASIC COMPETENT ADVANGED SUPERIOR

initiate projecis | = Establlsh bread | » Manage midltiple | ¢ Understand and
after approval from stakeholder programs and concepiualise
higher authoritics ivolvernent  and balsnce  priotities the  long-term
Undersiand communicate  the and conilicts implications  of
procedures of project status and aecording fo desied project
program and key milestones institutional goals suttormes
project « Define the soles|e« Apply effective risk|s Direct =
management and responsibilities meansgement comprehensive
methodology, of the praject team strategies  through stralegic macro
implications  and and create charly impact  assesstent and micro
gtakeholder around and resource analysis and
invblvement expactations fequirements scope  projects
Understand the |« Find a balance |+ Modiy projest scope accordingly  to
rationzt of projects betwaen project and  budget when realise
in relafion to the deadling and the reguired without institutional
institution’s gualify of compromising  the ohisctives
strategic sbjectives deliverables duality and e Consider apd
Document and |+ ldentify appropriate objectives of the ihitiste  projects
communicate project resources to project lhat focus on
factors and  risk facilitate the | « Involve top-jevel achisvament of
assttisted wilh effective authorities and the  long-termy
Own work compietion of the relevant objectives
Use results and defiverables stakehoiders in{+ Influence paople
approaches of |+ Comply with {  seeking project buy- in pogitions  of
successiul  project statutory ] authority 0
implementation as requirements  and [« Identify and apply implement

SULCOmes of
pigiscts

I* Lead and difect

translhation of
policy into
workable
actions plaps

+» Ensures that

programs  are
moritored to
fraek  progress
and optirnal
TESOUNCE

utilization, and
that adjusiments
are made as
needed

BTG S e,
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Annexure B 20T8/1Y

Leading Competencies
Financial Management

Clustar

Competency MName

Competency Deflsition

Able to compile, plan and manage budgels, control cash fiow,
inslitute financial ek management and administer procurement

wocesses in accordance with re
to ensure thai all financial

manner

eognised financial practices. Further
transactions ere managed in an ethical

_ AUHIEVEMENT LEVELS e
BASIC COMPETENT ADVANCED SUPERIOR
e Understand basic Exhibit knowiedge | e Take active Develop planning
financial concapts of penerat financial ownership of tools to assist in
and methods as concapts, planning, planting, evalusting and

they relae to
institutionat
processes and
activities

¢ Display
awareness hio
the varous
sources of
financial data,
reporting
mechanisms,
financial
YOVEInance,
processes and
syslems

+ Understand the
imporsnce of
financisl
accountability

¢ Linderstand ihe
importance of

asget control|

budgeting, and
forecasting and
how they interrelate
Assess, identify
and manage
finanocial risks
Assume a cost-
saving approach ic
financial
management
Prepare financial
reports based on
specified formaty
Consider and
understand the
financial
implications of
dedisions and
suggestions
Ensure that
delegation and
insiructions as
required by
Nationz! Trezsury
guidefines are
reviawsd and
updated

tdentify and
implement proper
monitoring and
evaluation practices
to ensure
appropriale
spending against
budget

budgeting, and
forecast proceases
and provides
credible answers (o
yueries within own
respansibility

s Prepare budgets
that are aligned to
the strategic
ohisctives of the
institution

¢ Address compley
budgeting and
financial
managernmant
soncemns

»  But systems and
processes in place
o anhance the
quality and intagrity
of financial

- management

practices

= Advise on policies

ang proseduwes
regarding assat
control

*  Promote Natonal
Treasury's
reguiatory
framework for
Finantial
Managernent

monitoning future
axpenditure
trends

Set budge!
frameworks for
the Insfitution
Set strategic
direction for the
institution on
expenditure andg
cther financial
pOCEsSes

Build and nurture
partnerships o
improve financiz
management and
achieve financial
savings

Actively identify
and implement
new methoads to
improve asset
controt

. Display

professionalism in
dealing with
financial data ang
processes

HGM
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Annexure B 2018/1%
Clustsy Leading Compeisncies
Comipstancy Mame Change Lesdorship

Competency Definiton

i

Able to direct and initiate instiwtonsl transformation on sl leveis in
order to succsssilly drive and implament new iniliatives any
feliver professional and quality services to the CCrnmUnity

for implementation

- ACHIEVEMENT LEVELS N
BASIC COMPETENT ADVANCED SUPERIOR
o Display an ¢ Peorform an analysis e Activaly monitor »  Sponsor
awarensss of change of the changs impact change Impsct and change
interveniions, ang on the soucial, results and convey agents and
the bonefils of politiced and progiress bo relevant rosie &
transfonmation economic stakeholders netwrk of
iniliatives atvdronment a  Secyra buy-in and ehangs
= Abletoldentily basic [¢ Malntain calm and BRONSorship for baesders who
needs for change focus during change change infatives support the
¢ ldentify gaps o Ablefo sssisttean [» Continuously irerventions
betwaan the curent members during evaluate change + Actively
and desirey sfate change and kesp strategy and design adapt ewrrent
o idendify poiential risk them focused on the and infroduce new structures
and chaflengas o taliverablos Bpproaches o &
transionmation, e Voluntesr to jead enhance the DrOCREses to
inciuding resistance change effons matiution’s ncorporais
te chenge faciors owiside of swh work sffectivensssy the change
¢ Parliclpate in changs feam s Budld and nurture interventions
pregrams and +  Able 0 gain buyn refationships with « Mentor and
pilgiing changs and approvat for varipus stakeholders guide team
interverdions chenge from to sstablish shretegic membears on
*  Understand the slevant sifiance in facilitating the effecis of
impact of change stakeholders change change,
interventions onthe [« Identify change » Take thelsad In reslstance
ingfitution within the readiness favels s impactil change faciors and
hrosder scope of asglsl in resohing programe how to
Hocal Ggovernmant, resisiance to change |e  Benchmark change inlegratle
factors I inderventions against | | change
= Design change bestochange [« Mofivate and
inferventions. that pracbces o inspire others
are afigned with the [«  Undesstand the around
insfitution’s strategic impact aing thange
ohjectives and goals psychology of iritiatives
change, and put
remediad
interventions in
place to facilitate
effactive
transformation
»  Take caloutated ek
snd sesk new idasg
frim best practiog
seanarios, and
identify the potential

R W P



214/258

Annexure B 2018/1%
B Cluster Leading Competencies
Compatency Mams Govemance Leadership

Competancy Definttion

Able to promote, direct and apply professionalism in managing risk
and complisnes reguirarmnants and apply a thorough understanding
of governante practices and obligations. Furths:, sble fo direct the
concepiualisation of relevant policies and enliance cooperative

vemance relationahips

ACHIEVEMENT LEVELS
BASK COMPETENT AEVANCEDR BUPERIOR
» Display a basic Display a ¢ Able fo link risk = Demonsbhate 2
awarengss of thorough initialives into key high level of
risk, complisnos urslerstanding of institutions! nbjoctives commitment in
and govamance govamanse and and drivers compiying with
factors bt sk ang = [dentify, analyse and govemnants
raguire guidancs pornpliancs reasune rigk, creste Fequismanis
antt factors and valid righ forecasts, ¢ Implemsent
developrment in implement plans and mep rigk profiles goveranse and
implementing to address these |« Apply riglk control compliance
slch Deamichatrate methedelegy and stratedy to enawe
requiremeris understanding of approsches to prevent achigvernent of
= Understand the the lechnitues and redue rigk that institutionsl
siruciure of and proceeses for impeds on the obiectives within
cooperative optimising risk anhisvement of the legisiative
governmant big taking devisions institutional oblectives framewark
reg uires within the « Demonebate 3 & Able 1o atvise
guidance oh institition thorugh Loosl Government
fostering Actively drive understanding of risk or risk
workable polioy formulation retertion plans menagement
retationshins within the s dentify and strategios, best
betweer institution {0 implermant practics
siakaholders ansure the comprehensive risk Interventions ant
s Provide input achisveraent of managemnent sysiems complianos
into policy ohjectives BNG protesses managerment
formuation s Implement and [+ Abletoforge
monitor . the positive
formutation of policies, |+ . relationships on
idantify and analyse ocooperative
constraints and govemsncs lbvel {o
challenpss with esnhence the
implemenistion and effectiveness of
provide Llocal government
recommendalions for {»  Able in shape,
Improversan dirett and drive the
formuiation of

policles on 8 macrs
loveal
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Annexure B 2018/19
Cluaiar Core Competenties
Gompetency Hame | Moral Compeltence
Competoncy Able fo identify moral iriggers, apply reasoning that promoles honesty
Datinition snd integrity and consistently display behaviow that reflects monal
competence
ACHIEVEMENT LEVELS
BABIC _ CORMPETENY ADVANCED SUPERIOR
= Reglise the Conduct self in s {dentify, develop, and & Greate an
impact of aighmant with the apply measures of self- ervironmeant
acting with valses of L ool corraction conducive of
inlegiity, but Gowmment and e Able id galn trust and maral practioss
requires the Institution regpect through aligning | o Aclively devalop
guidancs and Abig to openly aetions with and implarment |
development in admit own commitments IMBRBUIES 10
implementing mistakes and s Make proposals and combat fraud
principles wesknesses and retommendations that and conuption
= Follow the Beai assitancs are ronsparent and gain [ e Seb integrity
Basic niles and froen others when the approval of relevant standants and
regulations of unable o deliver stakiaholders sharsd
the institution Actively report = Prosent values, belists anctumtability
s Able o identify fravdulent aotivity and ideas that are MeRsires
basic moral ared Gorruplion congruent with the SOT083 the
shivations, bul vthin losal instilution's rules and instifstion 1o
Faguires gevernment regulalions support the
puidance and Understand and e Tahes an active stance objectives of
develooment in hosour the against coruption and Iecal
undaraianding corfideniial pature dishonesty when noted Sovermant
and reasoning of matters withowt | s Aclively promots ihe ¢ Take
with mora seeRing parsong vaiue of ihe Institution to regpngibility for
infent gain internal Bnd exbertsl twpm sofions and
Ablt 1o deal with stakeholders detisions, even
sftuations of ¢+ Able io worl in unity with If the
confilct of interest ‘& team and not seek Ronssquences
promptly end in the parsonal gain are
best interesi of »  Apply universal moral unfavourabie
local goverment principlas consistently to:
achieva moral desisions
INFERL

L R ——

o et

R LU e % e s e s e
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Cluater Core Competencies
Competency Neme | Plenning snd Orgenising
Competancy Able to plan, primri_tisa and organise information and rescunces effectivaly
Defisition i ensure the guelity of senvice delivery and build efficient contingency
plans fo manaue sk —
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Able to follow w  Aotively and I=  Ablato define Foeus on broad
besic plans and approprigisly instihnionsl strategies and
organise tasks oIy enise ohjectives, develop intistives whan
around set informalion and eomprehangive developing
ohjsctives 1E30UICHE plans, integrate and plans sl
Understand the reguired for a coordisate activities, actions
process of sk and assign Able [0 project
planning and » Rpcopnige the appropriate and forecast
oDrganising bt urgency and rosourees for short, medhin
requires importance of successiul and long term
guidance snd tasks implementation requiremants of
developmeniin |+  Balenos shorl = jdeniify in advances the institution
providing and Jont-tert required stages snd end loval
detailed and plans and goals actions o complele governmant
comprehensive and incorporate tesks and projects Transiste policy
plans inte the team’s o Schedule realistic into refevant
Abla o foliew performanse Helines, objectives projects {0
evisting plans ohjectives and milesiones for facHitate the
and ensure that s Scheduls tesks to tasks and projects achievement of
cljeciives arg ensure they sre e Produce claar, instifutional
met performed within detailed and otyectives
Focus on shot- budget and with aomprehengive
term ohjettives efficient use of plans to aohieve
in developing tima Bnd . institutional
plans and TEE0Wses objeckives
actlons s Bleasures ¢ identily poesible risk
Arrangs progress and fackors and design
information and monitor and implenen!
FEEOUrces perfolmancs approprigle
requinesd for a resuits . contingancy plans
task, buk retuirs s Adapt plans in Hght
Further structure of changing
and organisation clrcumsiances
«  Prioritise tasks ang
projects according to
their relevant
wrgenay and
importeance
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Llugter Core Compeiencias
Competancy Mame | Analysis and Inndyation
Able o critically anslyse infomeafion, chellenpes and frendls o
Compstency establish and implamen fact-based solutions that are innovative
Definition to improve instifutionsl procasses in order to achieve key strategic
phiectives
AGCHIEVEMENT LEVELS
COMPETENT ADVANCED SUPERIDR
o Understand the  {= Demohstate 0gical |» Coaches team + Dernonstrate complex
basic operalion problem solving rnembars on analylical snd prolien
of analysis, bt tachnigues and analytical and solving approaches
tack detsll and approaches and innovatlve and technigues
thoroughness provide rativnals for approaches antd  |e Cragle an environment
» Able to balence recommendstions techrigues conducive o analytical
independent = Demonsirale » Engage with and fact-based
anplysis with objentivity, insight, appropriate problem-solving
requesting and thoroughness individuals in s Anglyse, recommend
essistance from when analysing analysing and solutlons and monitor
others problems resolving complax | trends In key
s Recommend ¢ Able {0 bresk down problams challenges to praven]
N ways o complex problems ¢ jdentify solubtions and manage
perform tashs into manageable On Yarious aess QUCUTTENcE
within own paris and identify in {he instifution + Create an ehvironimsr
furwtion sohutions = Fornulate and {hat fosturs innovative
e Prapose simple  Je Consult internal and | Implement new thinking and follows &
remnedial external ideas throughout learning organisation
intarventions gtakehoidsrs on the instituiion approach
that manginally opporunities o s Able to galn + Be @ thought leader on
challerges the Inprovia processes approval and buy= innovative custormer
slabus guo and service delivery Ir for proposes service dellvary, and
+ Listen to the = Clearly Intervenfions fﬂ:ﬁn process optimisstion
kdeas and communicate the redevarit » Play an active rolké in
perapectivas of benefits of new stakehokisrs sharing best praciice
others and opportunitios and « |dentify ende and | eolutions and engage
explore nnovative solutions best practices in | i national and
opportunities (o {0 siakeholders progess and intemational loos
enhance suth + Continuousty idenlify |  service delivery government seminars
innoOvative opportunities to and proposs and conferancas
thinking srhance Internal Institutional
procesaes application
+ [dentify and analyss |» Continuously
opportunities engage in
coiuche to research io
innovative iden#ify cliant
approaches and needs
proptse remedis)
intervention }

10
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sharing sessions
10 licit new iteas
anc share best
practios
Bpprogches

Annexyre B 2018/19
Clunter Core Compstencies
Compsiency Name | Knowledge and Information Menegement
Able to promots the genemhon and shanng of knowlesdge and
Compeatency Definiffon | information through various processes and m@dna in order to
enhance the colleciive knowledae base of local g
ACHEEVE&!EE@T LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
o Collsnt, Use appropriate | « Effeciively predict Creals and
categorise and information future: information support & vigion
track relevant sysiems and and knowledge and culiure where
information technolegy 1o menagemant team members
required for manape reguiremants and are ernpowerad o
specific tasks nslilotional systems seek, gain and
and projects knowledge and | » Develop standards | share knowledpe
v Anglyse and information arl Processes and information
interprek shafing meet fulure Estabiish
information fo Evatuaie data knowledge partnerships
draw frorn vanous management peross local
conglusions sourCES and use needs povermment (o
» Boek now informetion = Share and faciiiate
sources of sffectively to promete best- knowiedge
infarmation to influsnce practice manegeant
increass the decisions and knowiedge Damonstrala 2
knowdedne provide solutions YranEgement matie approsch
bass Actively creste BOTORE YENDUS to knowletgs apd
s Ragulardy rmechanisms and institutions mEernation
share struciunes for & Esiablish accurate sharing with an
information sharing of measures ang abundance antl
antd knowledge information eonilering assistance
with internal Use external and | - systems for amosch
stalaholders intermal krowledge and Recognise and
and team feSOLICeS 10 information expiol knowledpe
members resaarch and Ranagamsnt points in
provide iglevant |« Create g cultune interactions with
and cutiing-edge eonducive of " internal and
knowledge o leaming and exiernal
anhanee knowledge sharing glaksholders
ingittutional ¢ Hold regular
effestivensss and knowlsdge and
efficlancy information

W

11
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Clusier 1 Core Competencies
Compatency Mame | Communicalion
Able io share information, knowiedoe end idess in & clear,
Compstency focused and concize manner appropriate for the sudiencs in
Crefinition ordar o effectively convey, persuade and influence stakeholders
io aochieve the desired outcome
ACHIEVEMENT LEVELS -
BABIC COMPETENT ADVANCED SUPERIDR
« Demongirats an Express ideas | ¢ Effeciively Regardedas a
undergtanding o Individuals communicate high- specialist jn
for and groups in risk and sensitive negotiations
communicstion forna! ang metters o relevant and
fevars and fools informyal stakaholders representing the
appropriate for sellings o an s Daveicp a well- institution
the sudience, manner that is tlafined Able to inspire
bt recuires interesting and communication and molivate
guidance in motivating sirategy otharg through
ulilising such Able ko + Balancs politice positive
lools understand, parspectives with comimunication
Express ideas in tolerate and inslitutional needs that is mpactful
& clear and appraciale whwt covamunicating and relevant
focused manner, diverse viewsoints on Creates an
buk doss not perspestives, GCOITeN Bsues envinomment
ahways take the aftudes and  { ¢ Able to effectively eondicive fo
needs of the beslinfy direct nenctiations transparent and
audighee info Agtapt anound complex productive
consideration cornrnunication matters and amive at communicalion
Disseminate and content and a win-win situation and critival and
convey siyle fo suit the that promotes Batho appreviative
information and audisnee and - Pele principles conversations
knowledge faciitate s Market and promote Able o
adecuately optimal ~ the ingtitution to coordinate
information extenns stakehokisrs negotiations at
transfer and seek to enhance different levels
Deliver content & positive image of - within local
in @ manner the institution government and
that gains » Able o omenunicate | externally
suppon, with the madis with
comimitment hloh levels of moral
and agreement | competence snd
from relevant discipline
stakehokiers
Coanplle tiaar,
fomused,
conciss and
will-gtruchsred
wridten
docments

12
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Clugter Core Competencies
Compsetoncy Mame Results and Quality Foous
Able o maintain high quality standards, focus on athleving
results and objeciives while consistently sirving i excesd
Competency Definition | expectations and encourage others o mest quality stendards.
Furthar, 10 actively monitor and measure results apnd quality
against iderifiad objectives
ACHIEVEMENT LEVELS
BASIC CONMPETENT ADVANCED SUPERIOR

¢ Understand ¢ Foous on high- = Consistently verify | ¢ Coach and
guzlity of work pricrity actions v stendards puide othars to
but reguires and does not and oulcomes o excesd guality
guitiance in become ensure quatity standards and
attending fo distracted by output resifis
important lower-priveity o Fotus on the end ¢ [evelop
matters activities result and aveoids challenging,

+ Show & basic o EMsplay firm being distracied clishi-focused
eormiimeant to cupvimitinent = Demonstrale a gonts snd gels
achisving the and pride n detemmined and hlak standards
correct results achisving the sormmitted for personsl

= Produce the cofrect resulte approach to performance
minimum level » Set qualily achigving resulie s LCommitio
of resuits stardards mnd and guality gxcaed the
resguirad n the design standards raaplts and
rohe processss amd s Follow {ssk ang quality standards,

= Produce tatks around projects through mmoniion cwn
outcomes that | achieving sel {0 comipletion perormance and
Is of a guod standards + Set challenging implanssnt
standard = Produce ouiput goals and remasdisl

+ Focus on the of high quality - chisetives to self interventions
quantity of » Abje to balance - and team and when reguired
weiput bt the quantity and display o \Work with ieam
requires quelity of resulis cammitrent ko 0 sai srnbitious
development in in order do achigving © L and challenging
incorporating achieve . expectations {eam goals,
the quality of objectives » Maintain a focus communicating
Work s Monitors on quslity outputs bong- and shart-

e Produce guality progress, quatity when pleced term expectations
work in general of work, and yse under pressure » Take appropriate
circumstances, of resources, n Establishing risks to
bt fails to meet provide status institubinal aooompiish goals
expectation uptlates, and syetems for e Dvercome
when under make managing and setbacks and
pressung adjustments Bs asskyning work, adjust sction

nesded defining plans {0 realise
rasponsibilities, goals
tracking, = Foous people on
menilonng and gritinsl acthvitios
measiing that vield a high
BUCLESS, impact
evaluating and
vatuing the work
of the Instilution

13
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Performance Agreement 2008/

Performance agreement made and entered info by and between

The Overstrand Municipality and represented by Ald. Dudiey Costzes, the Executive
Mayor {herein and after referred as Employer)

and

Coenie Groenewald, the Municipal Manager (herein and after reforred as Employes)
for the period 1 July 2018 to 30 June 2019

Whare as

a. The Employer has enlered inte a coniract of employment with the
Employee in terms of section 57(1)a) of the Local Government
Municipai Systems Act 32 of 2000 {("the Systems Act”). The Employer
and the Employee are hereinafter referred #s "the Parties”;

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

¢. The Parties wish to ensure that they are clear about the goals o be
achieved, and secure the commitment of the Employee t0 a set of
outcomes that will promote local government goals; and

d. The Parties wish to ensure that there fs compllance with Sections
57(4B) and 57(5) of the Systerns Act.

1. INTERPRETATION

1.1 In this Agreement the followings terms will have the m'eaning ascribed
thereto:

111 “this Agreement’ — means the performance agreement
between the Employer and the empioyee and the Annexures
thereto;

112 “the Executive Authority” ~ means the Mayoral Committes of
the Municipality constituted in terms of Sectlion 55 of the Local
Government: Municipal Structures Act 147 of 1998 (‘the
Structures Aot as represented by its chairperson, the
Executive Mayor;

1.1.3 "the Employee’ means the Municipal Manager appointed in
terms of Section 82 of the Structures Act;

1.1.4  “tha Employer” means Overstrang Municipality: and

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

21 To comply with the provisions of Section 27(1){b}, {48} and (5) of the
Systems Act as well as the Contract of Employment sniered into
between the Parties;

2.2 To specify objectives and targets established for the Ermployee and to
communicate to the Employee the Empioyers expectations of the
Employee’s performance targets and accountabilities;

2.3 To specify accountabilities as set out in the Performance Plan
{Annexure A);

24 To monitor and measure performance against set targetad outputs
and outcomes;

25 Yo establish a fransparent and accountable working relationship;

26  To appropriately reward the employee in accordance with section 11
of this agreement; and

27  To give effect fo the Employers commitment to & performance-
orfentated relationship with the Empioyee in aftaining  improved
service delivery.

COMMENCEMENT AND DURATION

31 This Agreement will commence on 01 July 2018 and will remain in
force until 30 June 2019;

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

a.3 If at any time during the validity of the agreement the work
environment alters fo the extent that ihe contents of the agresment
are no longer appropriate, the contents must by mutual agreement
between the partics, immediately be revised: and

3.4 Any significant amendments or deviations must take cognizarnice of the

requirements of sections 34 and 42 of the Municipal Systems Act and
Regulation 4(5) of the Regulations.

PERFORMANCE OBJECTIVES
4.1 The Performance Plan (Annexure A) sets ouf ~

4.1.1 The performance objectives and targets that must be met by
he Employes;

4.1.2  The timeframes within which those performance objectives and
fargets must be met: and :

3
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4.2

4.3

4.4

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

The performance objectives and targets reflecied 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 aobjectives 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 achleved:

4.2.3 Target dates that describe the timeframe In which the targeis
must be achieved; and

424 Weightings showing the relative importance of the key
objeclives to each other,

The Personal Development Plan (Annexure C) seis out the
Employee's personal development requirements in line with the
abjectives and targsts of the Employer; and

The Employee’s perfarmance Wi!i, 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

5.3

5.4

5.5

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 sysiem with
specific performance standards to assist the employees and service
providers fo perform to the standards required:

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

The Employee undertakes to actively focus on the promotion and
imptementation of the key performance indicators {including spacial
projects refevant to the employee’s responsibilities) within the local
government framework;

The oriteria upon which the performance of the Emploves shall be
assessed shall consist of two components, Operational Performnce

I ——

- N m;mx"ﬁm -----
Executive MaYOT:
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and Competencies both of which shall be contained in the
Performance Agreement;

58  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 o the KPAs, and will
constitute 80% of the overall assessment result as per the weightings

= Service Duliveryand
Infraznictre

= M e Transermating
A sl
Paneslaparent

= Loses $Teamomiic evelogmens

¥ Munddypnl Fissaradal Vielsiline
uad Managenient

e Gond Dovernasee, Puillc
Faridpaien Accountability
s Transparency

5.7 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
compelencies, -

]
B Siratenle direction and teadership
" B People managemant
H F"Dsmrr; and.wojoct manzgement
H Hpandal mwnagement
Hhanga [sadershlp
« Governance leadersip
B hMarsl competence
B flanning and organising
Analysds and innovatian
wknowledie ind Information

friami gemdent
+ 'Cammunication

M Rasulis and quadity focus

PERFORMANCE ASSESSMENT
6.1 The Parformance Plan (Annexure A) lo this Agreement sets out -

6.1.1 The standards and procedures for evaluating the Emplovee's
performance; and

5 ST
Executive Mﬁ”ﬁ“ﬁ”i\b _ MM:
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8.2

6.3

6.4

6.6

6.7

6.1.2 The intervals for the evaluation of the Employes’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 ferms of
contiibutions 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 comprehenslve annual performance report at the fourth svaluation at
leaist one week prior to the performance assessment meetings to the
Evailuation Panal Chairperson for distribution to the panel members for
preparation purposes;

Assessmeni of the achievement of resulls as outiined in the
performance plan:

6.6.1 Each KP! or group of KPls 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 fo
be performed under the KPI;

6.6.2 A rating on the five-point scale described in 8.9 below shall be
provided for each KPI or group of KPls which will then be
multiplied by the weighting to calculate the final score:

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

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

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

Assessment of the Comipetencies:

6.7.1 Each Competency will be assessed in terms of the
desgriptions provided (Annexure B) on a 360 degree basis
during the mid-year and year-end reviews and will inform the
finai score awarded by the evaluation commitiee. 360 degree
means that the employee’s peers and managers reporting to
him will assess his/her Competercies;
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6.8

6.9

6.7.2 A rating on the five-point scale described inh 6.10 below shall
be provided for each Competency which will then be muitiplied
by the weighiing o caloulate the final score; and

6.7.3 An overall score will be calculgted based on the total of the
individual scores calculated above,

Overall rating

6.8.1 An overall raling 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:

{

Unlislandag  Perlormanee  Lally efective Retfally - Unscoegtahle
perivraance  signiboantly effectior perbareance
alr '
SRpECtian

Periormance far excesds the standard expected of an
smployee at this level. The appraisal indicates that the
Outstanding Employee has achieved above fully effective resulls against
performance all performance criteria and indicators as specifind in the PA
and Parformance plan and maintained this in alf areas of
rasponsibility throughout the year.

Performance is significantly higher than the standard

:&ﬁ?;ﬁmf; expacted in the jor.  The appraisal Ipdicabes that the
above Employee has achieved sbove fully effective results against
expectations morg than half of the performance criteria and Indieators and
fully achieved ali others throughout the vear,
Performance fuily meets the standards expected in alt areas
of the job. The appraisal indicates that the Employge has fully
Fuliy effective achieved effective results agalnst all significant parformance
criterta and indicators as specifled in the PA and Performance
Pian.

Performance is below the standard required for the job in key
areas. Performance mests some of the siandards expected
for the job. The review/assessment indicates that the

Not fully effective | employee has achieved below fully effective resulls against

7
Executive MY
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6.10

6.11

more than haif the key perdformance crilena and indicators as
spacified in the PA and Performance Plan.

Farformance dees not meet the siandard expecied for the job.
The reviewfassessment indicates that they amployee has
achieved betow fully effsctive results againgt aimost all of the
performance criterda and indicators as specified in the PA and

Unacceptabla Parformance Plan. The empioyee has falled to demonsivale

performance fhe commitment or ability to bring parformance up lo the level
expecied in the job despite management efforts to encourage
improvament,

The assessment of the competencies will be based on the following
rafing scale:

Poor Basig ompetent Advanced Superior

Do not apply the basic concepts and methods to preof a basic

Poor undarstanding of local govemment operations and requiras

exlensive supervision and development Inderventions.

Applies basic concepts, methods, and understanding of local

Basle govarnmenl operations, bul  requires supervision and

devalopment injervention.

Develops and applies more progressive concepis, methods

Compstent and understanding. Plans and guides the work of others and

executes progressive analysis,

Develops and applies complex concepts, methods and

Aclvanced understanding. Effectively directs and leads & group and

execules in-tepth analysis.

Has a comprehensive understarcfing of local government

Superior operations, critical in strategic shaping strategic direction and
change, develops and applies comprehensive concepts and

methods.

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

6.11.1 Execulive Mayor;

6.11.2 Mayor / Municipal Manager from ancther municipality;

P
8 T

Executive Mayor -
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6.11.3 Chairperson of the Petformance Audit Committee or in histher
absence thereof, the Chairperson of the Audit Cormmittes,

6.11.4 The Member of the Mayoral Cormnrmitiee; and
6.11.5 A member of the community.

6,12 The Executive Mayor will evaluate the performance of the Empioyes
as ai the end of the 1% and 39 quarters; and

6.13 Ths Executive Mayor will give performance feedback to the Employes
within five (5) working days after each quarterly and annual
assessment meetings.

SCHEDULE FOR PERFORMANGE REVIEWS

7.1 The petformance of the Employee in relation to his performance
agresment shall be reviewed on the following dates:

1 Jduly - Seplember Oclobear 20138 (inforn1al)
2 Octobar — December February 2019

3 January - March April 2019 {Informal)

4 April - June Seplember 2019

7.2  The Employer shall keep a record of the mid year and year-end
assessment mestings,

7.3 Performance feedback shall be baseti on the Empioyers assessment
of the Employee’s performance;

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

7.5  The Employer may amend the provisions of Annexure A whenaver the
performance management system is adopied, implemented andior
amended as the case may be. In that case, the Employes will be fuily
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 mads.
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9. OBLIGATIONS OF THE EMPLOYER

9.1 The Employer shati-

811 Create an enabling environment o faclllate effective
performance by the employee;

9.1.2 Provide access to skills development and capacity building
opportunities;

8.1.3 Work collaboratively with the Employee to solve problems and
genearate solutions o common problems that may impact on
the performance of the Employee;

914 On the request of the Employee delegate such powers
reasonably required by the Employee to enable him to meet
the performance objectives and targets eslablished in terms of
this Agreement; and

815 Make available to the Employee such resources as the
Employee may reasonably require from lime fo time assisting
him to mest the performance objeclives and largets
established In terms of this Agresment.

0. COMSULTATION

10.1  The Employer agrees to consult the Employes 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 o 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 1o the exercise of powers contempilated in
clause 12.1 as soon as is praclicable t© enable the Employee to take
any necessary action with delay.

1. REWARD

11.1  The evaluation of the Employes's parformance will form the basis for
acknowledging outstanding performance or comecting unacceptabls
performance;

1.2 An annual performance bonus will ba paid to the Employee in terms of
the provisions of the Local Government: Municipal Performance
Regulations for Municipal Managers and Managers directly
accountabie to Municipal Managers, 2002,

10 e, e

Executive Mayor:




2331258

Parformance Agreement 2018719

11.3

11.4

in the event of the Employee terminating his services during the
valicity period of this Agreement, the Employee's performance wili be
evaluaied for the portion during which he was employed and he will be
entitled {0 a pro-rata performance bonus based on his evaluated
performance for the period of actual service; and

The Employer will submit the resulis of the annual assessment and
the scoring report of the Employee, to the MEC responsible for local

governmaeant.

12. MANAGEMENT OF EVALUATION GUTCOMES

12.1

12.2

123

12.4

Where the Employer is, any lime during the Employes's employrent,
not satisfied with the Employeg’s performance with respect to any
matter dealt with in this Agreemeni, the Employer will give notice o
the Employee to attend a meeting;

The Employee will have the opportunity at the meeting fo salisfy 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 10
rasolving the dispute or difference; and

in the case of unacceptable parformance, 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 suppert as well as reasonable
time for improvement in performance, the Employer may
consider steps to terminate the contract of amployment of the
Employee on grounds of unfithess or incapacity 1o carry out his
or her duties.

13.  DISPUTE RESOLUTION

131

13.2

In the event that the Employee is dissatisfied with any decision or
action of the Employer in terms of this Agreement, or where a dispule
or difference arises as to the extent to which the Employee has
achieved the performance objectives and targets esiablished In terms
of this Agreement, the Employee may within 3 (three} business days,
meet with the Employer with a view to resolving the issue. The
Employer will recaord the outcome of the maeting in writing;

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

Brecutive Mayor:
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13.3  In the instance where the matters referred to in 13.2 were not
successfully resolved, the matter shall be referred to the MEC for local
government in the province within 30 (thirty) business days of receipt
of & formal dispute from the Employee or any other person appointed
by the MEC; and

13.4  In the event that the mediation process contemplated above faile, the
relevant clause of the Contract of Empioyment shall apply.

14. GENERAL

14.1  The contenis of this agresment and the ouicome of any review
conducted in terms of Annexure A may be made available to the
public by the Employer; and

14.2  Nothing in this agreement diminishes the obiigations, duties or
accountabilities of the Employee in terms of his contract of
employment, or the effects of existing or new reguiations, circulars,
policies, directives or other instruments,

day June of

Thus done and signed at % )
2018.

AS WITNESSES:
,.
1, A-*M%%
. (P

W
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Thus done and signed al __Hf;‘:%‘“mﬂ“‘huﬁ on the _;Z_!Q _ day June of 2018,

AS WITNESSES:

EXECUTIVE MAYOR
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Clusier

Leading Competencies

Gompotsncy Mame

Strategic Direction and Leadership

Provide and direst a vision for the institution, and inspira and daploy others

mandate

¢ Describe how
spacific  1aske
firk o
Institutional
shategies  hut
has firnited
influence i
directing
strategy

s Has a basic
understanding of
institutional
performances
managerment,
bt iacks the
abifity 0
integrate
systems indo a
collective whols
s Damonstiate &
bagic
tnderstanding of
key  dedision-
makers

and participation of
tgam mwmbers

» Develop actions plans
to execute and guide

girategy
implementation

a Agsist  in defining
perfonmance
measuies to monitor
the progrese  and

effectheness of the
instilution

« Displays an
AWAreness of
inatitutiorat struchures
and polifical factors

» Effectively
communivate bariers
o exsoution fo
refevant peries

e Provide guidance o
all stakeholders in the
achievement of the
strategic mendats

¢ Understand the abn
and objectives of the
inatitition and relate i
o own work

s Align strategy and poals
across all junciional areas
» Actively define
performance measwes o

monitor the progress and
effectivenasss  of  the
institution

# Consistently challenge

strafegic plans to ensure
relevance

# Understand  Institutional
struciurés  sand  political
favtors, and the
consequences of actions

= Empower others to folfow
strategic  direction  and
deal with complex
siluations

= Guide the instilution
through complex and
ambiguous concern

s s understanding  of
power relationships  and

dynamic tensions ameng

key players © frome
cornmunications and
develop strategies,
posititng and alliances

Competency Definition to deliver on the steiegic institulional mandate
ACHIEVEMENT LEVELS
BASEC COMPETENT ADVARCED SUPERIDR

s Understand + Give direction o a | =+ Evaluate all activities to [+ Shuciure and position
instihational and team in realising the | delermine value and| the institution to locsl
departmental inghitution's  strategls | alighment to stralegic |  government priorities
srategic mandate and set] infent * Actively use in-depth
ohjeciives, but objectives » Display in-depth | knowledgs and
tacks the ability |» Has a positive impsct | knowledge and | understanding o
to inspire ofhers and infuence on the | understanding of strategic | develop and implemeant
to achisve set moraks, engagement | planning B somprehensive

ingtitutional framework

+ Hold self aceountabla
for sirefegy execulion
znd resulia

¢ Provide impact and
infitience through
bsitding and
maintalning  shrategic
retationships

+ Create an environment
that fecilitates loyaily
and innovation Display
& superor leval of asli-
discipline and infegrity
i actions

# [ntegrate various
systems inte &
collective whole 1o
opfimise  Institutional
peformance
managarment

= Uses undersianding of
eompeting interests o
manoalvre
successfully o a
win/win cutcome
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Clugter Leading Compelencles
Competency Name People Management
Effectively manage, inspire and encourage people, respect diversity,
Coempetency Definition | optimise talent and build and nuriure refationships in order (o achieve
instititional obiectives
ACHIEVERENT LEVELS
BASIC COMPETENT ADVANGED BUPERIDR
o Participate in | » Seck opportunities to | « identify ineffective team | » Develop and
team goai- Hsrense team | and wirk processss and | incorporate best
setting and | contribution and | recommend  remedial | praclice  paople
problem responsibliity intenverntions management
soiving +Respect and support | e Recognise and reward | processes,
sipteract  and the diverse nature of | effective and desired | approsches  and
colighorats others and be aware of | bahaviour tools sgross the
with peopie of | the benefits of a diverse | » Provide mentoring and | institution
divarse epproach guidance to others in | e Foster 3 culfure of
backgrounds » Effaciively delegate | order to  increase | discipling,
« Aware of tasks and  empower | persondl effectiveness reaponsibiity and
guidelines for | others to  increase | sldentify  development | ScCountability
employes sonfribition and! and leaming needs | «Undersiand  the
development, execute functions | within the team impact of diversity
bt requires optimsily » Build a work | in performance
support in | «Apply ralevant | emdironment conducive | and acfively
impiementing employee  jegislation | o shaering, innowvation, | incosporate a
devalopment fairly and consistently ethical behaviour and | diversity strategy
initiatives »Facililate team goal-| professionalism in the institution
setting and problem- | =ingpire & culture  of | » Develop
solving petiormance excellence | comprehensive
« Effectively identify [ by giving positive snd | inlegrated
capacily requirements | constructive feedback to | sirategiss  and
to fulfii the stralegic | the team approaches o
mandate sAchieve agreement or | buman  capital
CONSensuUs inl| development and
adversarial managermsant
envirnmenis e Aatively  identify
sLead and unite diverse [ trends and predict
teams across divisions | sapacity
to achieve institutional | requirements  to
objectives facliiate  unified
fransition ang
performance
management

e,
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Annexure B 2018/19
Cluster beading Compatencies
Competency Mams Program and Project Management
Able to understand program and project management methodology,
Competency Definition | plan, manage, monitor and evalugte specific activities in order to
- | deliver on set ohiectives
ACHIEVEMENT LEVELS
BASIO COMPETENT ADVANCED SUPERIOR
Initiate projects Establizh broad | « Meanage miiltiple Understand and
after approval from siakeholder programs and conceptualics
higher authorlties involvernert  and balance  priorities the  long-term
Understand comunicate  the angd conflicts impiications  of
procecuras of proiect status and acooiding te desited project
program and key mitestones instutional goais ouicomes
project Define  the miles Apply efiective sk irect a
management and responsibiities managemant comprehensive
methodology, of the project team strategies  through strategic macro
implications  and and create clarity impact  assessment and micro
stakeholder around and FESOUFCE analysis and
Hvolvement expectations requiraments soopE projects
Undersiand  the Firdd & balance Modify profect soope | accordingly o
rational of projecis betwesen projec and budgs! when realies
in telation o the deadine and the required without institutional
ingtitution’s Guality o compromising  the objectives
sirategio objectives deliverables guality and Consider  and
Documant and identify appropriate objectives of the initiate  projects
communicate project resowrces to project that focus on
factors  and  risk facilitate the Involve top-level achievement of
associated with effective authorities and the  long-term
ove work campletion of e relavant objectives
Use results and deliverables siakeholders in influence people
appreaches of Comply with seeking projett blay- in positons  of
successiul  project stautory in authosity iz
implementation  as reguirements  and fdenlify and apply iplement
guide apply policies in a contempoany ouicomes of
consigtent manner project management profects
Monitor  progress methodology teed and direct
and use of influenice and transiation  of
FESDUECES ang inotivate project policy imo
make needed feam to  deliver workable
adjustments o exceptional resuits actions plans

Ensures that
programe  are
monitorsd o
frack  progress
and optimal
resource

utilisation, and
that adjustments
ate made 38
needed
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Cluster

Leading Compatencies

Competency Mame

Financial Managerment

Competency Definition

Able to complle, plan ard manage budgets, contio! cash flow,
institule financial risk management and administer procurement
processes in accerdance with recognised financlal pracilces, Further
to ensure thet afl financial bransactions zre managed in an ethica)

manner
ACHIEVEMENT LEVELS _
BASBIC COMPETENT ADVANCED SUPERIOR
s Understand basic Exhibit knowledge | o Take active Develop planning
{inancial cohcepts of genaral financie! ovenership of fouls to assist in
antt methods as concepts, planning, planning, evaluating and
ihey ralate to budgeting, and budgeting, andg monitoring future
instilutionay forecasting and forecsst processas axpanditure
prOCesses and how they inlerrelate and provides trends
sctivities Assess, identlify cradible answers to Sal budpet
s Display and manage queries within own frameworks for
swarenass into financiak risks responsibility the institufion
the various Assume a eost- s Prepare budgets Set strategic
sources of aaving approach to that are afigned o dirgchion for the
financial data, financial the siralegic instiiution on
rehorting management objectives of the expenditure and
mechanisms, Frepare financial institution other financial
financial reports based on e Address complex POCRESES
govemanne, specified formals budgsting and Build and nuriure
processes and Consider and financial parinerships to
systems understand the management Improve financisl
e Linderstand the finanels CONCerns management and
imporiance of implications of s Put systems and achieve financial
financial decisions and - processes In place savings
aocountability suggesiions to enhance the Actively identify
¢ Understand the Ensure that qualily and integrity and Implement
importance of delegation and - of financial new methods to
asset control instructions as management inprove asset
required by praclices control
National Treasury | Advise on policies Display
guidalines are and procedunss professionalism in
reviewed and regarding asset dealing with
updated control financial data and
lgentify and « Pramote National ProGesses
implemeant propar Treasury's
monitoring and regulatory
evaluation practices framework for
o enstire Financial
appropriate Managemeni
spanding against
budget
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Clusier Leading Combelencies
Competency Namse Chande Leaderahin
Able 1o dirett and initlate instiiutiona! transformation on alf lavels in
Compstency Definition | order to successfully drive and implement new inilistives and
© | deflver professional and auality senvices to the comminily
_ ACHIEVEMENT LEVELS .
BASIC COMPETENT ADVANCED SUPERIOR
+ Display an Perform an snalysis le  Actively monior »  Sponsor
aareness of change of tha change impect change impact and uhange
interventions, and on the social, results and convey Bgenis and
the benefits of poftival and prodgress © relevant treals @
transfommation espRotTic slakeholders petwiork of
initiatives BRVITONIMSAt = Becurs buy-in and change
v Able to Identify basic Maintaln calm and gpensorship for lesxiars who
nesade for change focus during change change iniliatives support the
«  dentify gaps Able fo assistleam |« Coninuously interventions
betwesen the cument manbers during avaiuale change « Aclively
and desired stale change and kesp shrategy and design atiopt curment
» ldentify potentisl risk them focused on the ard introouce new siryctures
| and challenges to deliveratbey approachos 10 and
tramsformation, Yoluniees to lead enharies the processss io
includling resistence change aiforls inséiution's incorparate
te change factors outgicle of twn work afiettivenass the change
= Parlicipate in changs Jemm o  Build and nurture imterventiong
prngrams ahd Ak to gain buy-in rejationships with +  Mentor and
piloting chaages and spproval for various siaskeholders gide team
intarvertions change from o establish sirategic members on
o Understand the relevani allance i faciitating the effects of
impact of change giakeholders changa change,
intarvantions on the Identify change o TeHa the lead In resistance
ingtitution within the restiness levels and impaciful change fectors and
broader soope of assiet in resolving programs how to
Hogal Ggovemment. mesisiance to change |+  Benchmark change integrate
fantors intarventions againgt |  change
Design changs bestchanga .+ |v Motivate and
interventions thet practices inspire cthers
are aligned withthe |+  Understand the afound
institution's strateglc impact and change
ohjeclives and goals psychology of initiatives
change, end pat
ramedial
interventions in
plane 1o faciitate
effectve
fransformation
s Take calculated risk
and sesk new ideus
from best practice
scenarios, ana
identify the potential
for implermantation

e m——
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Glustes Leading Compelancies
Compatency Name Sovernange Leadership
Able 10 promote, direct snd apply professionalism in managing sk
and complianes repuirements and apply a thorough uptersianding
Competency Qefinflien | of governance practices end obligations, Further, able fo direct the
conceptualisation of relevant policlkes and enhance cooperaiive
governence relationships
_ ACHIEVEMENT LEVELS , N
BAB: COBPETENT ADVANCED BUPERIOR
Display 2 basic  |» Display s »  Able o link risk ¢ Demonsirate a
awareness of thorough initiatives into key high level of
rink, compliancs understanding of institutions) chjectives oommkment in
and govermance governance and and drivers complying with
factors bui risk and ¢ ldentiy, analyse and governznce
requite guidance compliance measure risk, oreate requiremants
end factors and valid risk forecasts, e Implsment
davelopment in Implement plans and map risk profilea Bovemante and
implementing to address these |»  Apply risk control compliance
such v Demonstrate meathoedology avd sirategy o ensure
reguiremants understanding of epprozches (o prevent achiovement of
WUnderstand the the {echnicues and reduce risk that instiutional
structure of and processes for irmpade on the ehjectives within
CoDperative optimising risk schinvemant of the legislative
govarnment bu taking decisions institutional objectives framework
regulres withir the ¢ Demonstrale & s fble o acvise
guidance on inatitution thorough |-oea) Governmenit
fosterning o  Actively drive urderstanding of risk o risk
workable polioy formulation reterntion plans managemen
relationships within the s Jdenkify ang airsdefiias, bast
between instiution io implement praclice
stakeholders ensyre the comprehensive risk interventions and
Pravide input achievernent of ‘managemant systems compliance
into poliny ohlectives B processes managemand
formulation s fmplement and {¢ Abletoforge
monitor Che | positive
formutation of poiicies, | relationships on
idenbfy and anslyse cogperative
wonstraints and gavernanos level to
challenges with | enhancethe
implerentation  and | effecliveness of
provide Liges) govermment
recommandations for (= Able jo shepes,
insprovement direot and drive the
formiulation of
polcizs on @ macro
laved
<Wm“‘w;;mr::t:,ﬁ&
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Cluster Core Compstencles
Compaibncy Name | Moral Competence
Compatency Abla {o identify moral tdggers, apply ressoning that promstes honesly
Dafinkion and integrity and consisiently dispiay behavious that reflects mional
compatence
ACHIEVEMENT LEVELS . 3
BAGIC COMPETENT ADVANCED SUPERNR
« Realise the Conduct self in « ldentdly, develop, and = Creale an
impacd of aslianment with the apply measurss of self- ervironment
acting with values of Local corrention conducive of
Integrity, but Govemnmment and & Able t0 gailn trust ang moral practives
requires the inatitution respect through slighing |« Actively develop
guidance and Abie to cpenly aetions with and implemeant
davelopmeant in admitt own commitments MEESU RS 16
implemeniing mistakes ang = Make proposals and combat fraud
principlas weaknesses and resomimandations ihat and corruption
¢ Follow the sesk assistance are transparent and gain | » Ssl integrity
basic rules snd from others when the apgproval of relevant standards and
regulations of unable to deliver slakaholdars shared
the ingtiution Actively repod e Prasent values, bellefs accountability
e Ablato klentify fraudulant aothvily and ideas thal are NEEEUNEs
basic moral and oormuplion congrusnt with the aorces the
situations, bl wittsins ool institulion’s rules and instiiution o
TeLiuiTEs governmerd regulations support the
puidance A Ungerstand s s Fokes an aclive stance objectives of
devalopment in bueour the spainst corrupiion and jocat
undersianding corfidential natwre dishopesty when noted QTABITITYIRN
and reasoning of matlers without |« Actively promote the » Take 3
with soral peeking persons walue of e insttution 1o ranponalbility for
iribent LB intemal and sxternal own sotiohs and
Able 1o deal with stakeholders decisions, even
sihuations of o Able towork in unity with | fthe
contiict of interest a tearn and not ek CONsagUences
promptly and in the personal gain are
bt irderest of s Apply universal movel urtevourable
locad government principles consistenily o
achieve moral devisions
<~, “”“MWM
o = e ,‘N"ﬁ
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Cluster Gore Competencies
>ompaiency Nams | Planning end Organiging
Competency Abte to plan, pﬁari;isa and organise information and resources effectively
Befin ltion lo ensure the qualily of service dellvery and build efficient contingency
plans o manags sk
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Able to follow s Attively and I+ Abie to define = Focws on brogd
bain plens and appropristely institutional stralegies and
orgamise tasks organise oblestives, develop initiatives whan
around set information end comprahensive developing
ohjectives {RSOUTCES pans, integrate and pens and
Undarstand the roluired for a coorginate activities, actions
process of task and assign v  Able to project
planning and s Recognise the appropriaie and forecast
organising bt urgsncy and reésourees fr short, medium
regquiras imporiance of successiul and fong term
guidance and tasks impiementation requiremarnts of
developmentin |« Balante shert «  ldanilly in advancs the Institugion
provitiing and long-tesm requined stapes srd and local
detalled and pians and goals actions e complete govermmeant
comprehensive ant} insorporate tasks and projects ¢ Transiate policy
plans into the team's = Scheduls realislic info relevant
Able to follow performance fmelines, objectives projects to
existing plans objectives and milestones for facilitate the
andensure thel (¢ Schedule tasks o tesks and projecis achievemsant of
objectives are ensure they are  |»  Produce clear, institutional
met perfirmed within detalled and phjschves
Fois on shorl- budget and with somprehenshiae
o1 objectives gfiicient wse of . plans to achisve
in devaloping time and tnstitutional
plang and PESOWICES T objectives
actons s bleasuies = |dentify possibde risk
Areange progress and factore and design
information gnd FTRIET and implement
resourees performanca appropriate
reguired for & resui coniingensy plans
task, but require = Adept plans In ight
further skructure of changing
and omganisation clrcumstances
+  Prioritise fasks and
projects according to
their relevant
wrgency and
inporiancs
Cw~w$.m._ —
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Glutar Core Compeientias
Compotency Marns ~ | Analysis and Innovation
Able jo oriticelly analyse information, challenges and trends o
Competenpcy estabiish and implement fact-based sotutions that are innovative
Definitlon to improve institutions] procssses in neder ko achieve key strategic
objectives N
ACHIEVEMENT LEVELS
BALIC COMPETERT ADVANCED SUPERIDR
» Linderstond the [ Demonstiate jogival |« Coaches team » Demonsteate oomplex
tasic operation problemn soiing members on analylical and problam
of analysis, but technigoss and anadyticat snd golving spprosches
lack detall and appioaches and inhovative and teshnigues
thoroughness provide rationale for approaches and | e Craate an sivirpnmant
¢ Able o balence retomendations technigues conducive o analyiical
indepandent ¢ Demonstrate s Engage with &ngd fact-based
analysis with objectivity, insight, approprisie problem-golving
requesting and thoroughness incividusis in o Analyse, recommand
gssistance from when analysing anslysinhg and solutinne and rronitor
others problems resolving complex | trends in key
+ Recommentd ¢ Abie to break down probiems challenpes to prevent
new ways to complex problems  [» ldentify stlutions engd manasge
perforin tasks into Mmansgeable ON various areas OOCLEeNte
within own parts and identify nthe instilifion |+ Create an environment
funetion solutons < Formulata and that fosters innovalive
s Proposs simple [+ Consult internat and | implament new thinking and follows a
rermedizl external aas throughout learing crganisation
interventions atakeholdars on the instituon approach
thet marginally opportunities to + Able o galn e Be a thought lesder on
chalienges the BVDIOYE proQSsses approval ang buy- ihnovative cushormer
status quo and service delivery | in for proposed service delivery, and
s Listen fo the s Clearly interventions from process gplirnisation
deas and communicate the relevani » Play an actve roe in
parspaciives of benefits of new stakeholders sharing bestl practics
others and opportunities and » fdentity rends and | solutions snd engege
explon mnovalive solutions best practices in in national and
OpponiuRites (o 1o stakeholders process and internadional local
enhance such « Dontinuously ideniify | service delivery poveriment Beminers
innovathee opporiunities o and propose and conferences
thinking enhance internal irestitutional
ICEEsas application
e (dentify and analyse |+ Gontinuously
opportunities engage in
conducive to research io
innovative ideniify oliam
approsthes and needs
propose remsdisl
ntenveniion
th MM“‘M
= S
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Arnexure B 2098/1%

Clusier Corg Compatencies o
Competency Name | Knowledoe and Information Management
Able to promole the generation and shering of knowledge and
Competency Definition | infrmelion through various processes and media, in onder o
enhance the collective knowledge base of local government
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
e Colieot, = Useappropdate | o Effectively predict | » Creale and
catenoriss ang informaiion fusture Information support a vision
track relevant systerms and and knowlsedge and culture where
information tschnology 1o managemant team membears
réquired for manage requiremants and aré erapowerad fo
speciic tasks institutionsi syebems seek, gain and
and projects knowledge and Davelop standards share knowiedge
¢ Analyse ang information and processes to and information
interprat sharing meet fubune o Establish
finfor mation {o Evaluate data kniowienige partperships
Uraw from varous managsment acnss incal
conclusions BOUCES ANG LSE nesds government to
e Seek new informetion Bhare and tacilitste
sources of affeclively to profmote besl- knowledge
ingormation 1o influence practics management
incresse the dapizions and knowlados s Damonstrate o
knowhadg privide solutions managemnent miahure approach
base Actively create BOFOBS various to knowledge and
¢ Regulsry mechenisms and institutions information
share struciures for Establish atcurate sharing with an
information shaning ol measyres end abundance and
and ktowledoe information - monitoring assigiance
with intermal Use extoinal and | systems for | spproach
stakeholders infesnal knowindoe and { ¢« Recognize and
s tesm TESOUNGeS (o information expioif knowledge
mambers research and managament points in
provide relevant Create o culiure *interactions with
and citiing-edge - conducive of internal and
krowledgs io leaming and sxiernsl
erhance knowledge sharing stakeholders
inatitutions| Hodd regular
effectiveness and knowladge and
efficiency information
sharing sessionsg
o glichk new ideas
and share best
practica
approathes
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Glnaior | Core Competencies
Compstency Name | Communication

Able 1o share information, knowledge and keas in & clear,

Compatency fonused and concize mannher appropriale for the audisnce in
Definition order {0 effectively convey, persuade and influence stakeholders
o achieve the decired oulcoms
ACHIEVERENT LEVELS
BABIC COMPETEMT ADVANLED SUPERICR
s Demonstrate an o Expraseideas | ¢ Effectively Fegarded a8 a
undarstanding 1o individuals communicate high- spacialis ih
for and groups in sk sl sensiive negotiations
comraunicaiion formal and mgttars 10 relevant and
evars and tacls informal stakehoiders representing the
appropriate for sellings Inan s Davelop awell- ingtitution
the sudience, manner that is definead Able to inspire
but requires Interetting and compaunication and motivate
guidance in motivating sirategy others hrough
utiiising such ¢ Ableto + Balance political positive
fonls understand, perspoctives with comimunication
Express ideas in folerabe and nstitutionsf needs that is impactiul
& clear and apprecigie when communiciting and relevant
focused menner, | diverse viewpoints on Crestes an
bt doss not i perspactives, COMHEN 166185 anvipdrmen
always take the sithudes and |« Able fo effectively conduive to
rispds of the belisfe direct negotitions ransparent and
audiance Into + Adept arcund complex produdtive
consideration commuhication matters end arive at communication
Cisseminate and onrtent and a win-win situstion and critical and
CONYEY styls to swit the Hhat promotes Batho eppraciative
infonmaticn and audience and . Pele principles nofvarsations
knowiedge faciiate » Markel and promote Able i
adequately optimal ihe instiion to | poordinate
infonmation sxtemal siskeholdere | negotiations at
transfer and seek toenhance | different levels
Delver content ‘& positive image of wilhin looal
iy @ manner he institution { gowemnment and
thed gains ¢+ Able to communicate externally
suppor, with the medie with
commitment high levels of moral
and agreament comnpetence and
from rejevant digcipiine
stakeholders
s Compile clear,
focused,
sonwise and
well-structurad
writien
guoumEnts
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Clusier Core Compelencies
Competency Name | Resulls and Quelity Focus _
o Able to maintain high quality standards, focus on achieving
resulls and objectives whiie consistently siriving to exceed

Compotency Definition | expecialions and entourage others 1o mest quality standards.

Further, to actively monitor snd measure results and quslity
against dentfied objectives

. ACHIEVEMEMNT LEVELS

BASIC COMPETENT ADYVANCED SUPERIDR

¢ Undergtand Focus on high- s Consintently verily Coech and
guality of work pricyity achons own standards guide othars to
but meguires and doss not and cultomes (o exteed guality
guidance in become ensure guality standards and
atiending o disiracted by cisipud results
imporiant lowar-priogiiy e Fotls on the end Davelop
matfters aotivities resull and avoids challenging,

e Show a baslc Display firm being distracted dlient-focused
commitmant o oommitment + Demonstale 2 goals and sats
achleving the and pride in determined and high standards
COrTect resutts achigving e committed for persenal

+ Produce the correct restlts approach o performance
minimum level Set quality achieving resulis Comrit fo
of resulis standards and and quality exesed the
reguired in the desigyry standards resulis and
ole procenses and s Foliow task and quality standards,

s Produce tasdes around projects through MONIos owWn
ouicomes that achlaving set to completion perfonmance and
is of a good atandards s Set chalienging implament
sbandard Produes oufput - goals and remadial

= Foopus on the of high quality . abjectives to seif intervendions
quaniily of Able 1o balance and team and when required
outpit bul the quantity and display Wiok with team
requbes guality of resulls enminitment {0 o set ambilious
developmant in in order to ashieving " and challznging
ncorporating achisve expactationg team goals,
tha guality of objectivas » Maintain a foous communicating
WOrK Monitors on guality sutputs kong- and short-

| = Produce quality progress, guality wher placed tarm expectations
] work in general of work, aad use imder pregsure Take appropriate
clroumsiances, of resources, = Establishing risks o
tauat fils 1o rmsel provide status Ingtiutionat accomplish goals
expectation updates, and sysiems for Overcoms
when under make managing and setbacks and
Prossurs acdjustments as assigning work, adjust action
rvasdsd defining plans {0 ealise
responsbiiifies, aoale
tracking, Feoug people on
moniorng and crideal aotivitiea
FHERSUEIryg that yield & high
BUGHRES, fmpact
evaluaiing and
valuing the work
of the instiution
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