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AGENDA OF THE MAYORAL COMMITTEE MEETING: 29 JULY 2020

7.
SIGNED PERFORMANCE AGREEMENTS OF THE MUNICIPAL MANAGER AND
SECTION 56 (DIRECTORS) APPOINTEES FOR 2020/21

2/12/1
R Louw Senior Manager : Strategic Services
15 July 2020 (028) 313 8071

1. Executive Summary
The purpose of this report is for Council to note the signed performance
agreements of the Municipal Manager and Section 56 (Directors) appointees
for the 2020/21 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

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.
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7. Financial Implications
The documents were compiled in-house by our own staff.

8. Staff Implications
Internal Staff

9. Comments from other Departments, Divisions and Administrations
The Municipal Manager and respective Section 56 (Directors) appointees
were involved in the drafting and subsequent signing of their performance
agreements.

10.Annexures

Annexure A:  Signed performance agreements of the Municipal Manager
and Section 56 (Directors) appointees for 2020/21

RECOMMENDATION TO THE COUNCIL:
that the signed performance agreements of the Municipal Manager and Section 56
(Directors) appointees for 2020/21 be noted.

RESPONSIBLE OFFICIAL : R LOUW

TARGET DATE FOR IMPLEMENTATION : 29 JULY 2020
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for the period

1 July 2020 - 30 October 2020
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Performance Agreement 2020/21

Performance agreemenl made and entered inlo by and between

The Overstrand Municipalily and representad by Ald. Dudley Coelzee, the Executive
Mayor (herein and after referred as Employer)

and

Coenie Groenewald, the Municipal Manager (herein and aefier referred as Employee)
for the period 1 July 2020 to 30 October 2020

Where as

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

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

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

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

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

achieved, and secure the commitment of the Employee to a set of
cutcomes thal will promole local government geals; and

. The Parties wish to ensure that there Is compliance with Sections

57(4B) and 57(5) of the Systems Act.

1. INTERPRETATION

1.1

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

1.1.1 “this Agreement" — means the performance agreement
betwean tha Employer and the employee and the Annexures
thereto;

1.1.2 'the Executive Authority” — means the Mayoral Committee of
the Municipality constituted in terms of Section 55 of the Local
Government: Municipal Structures Act 117 of 1988 (‘the
Structures Act”) as represented by ils chalrperson, 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 ‘"the Employer' means Overstrand Municipality; and

1.1.5 ‘the Parties" means the Employer and Employee.

2 ——

y C T
Execulive Mayor®
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3.

PURPOSE OF THIS AGREEMENT

2.1

2.2

2.3

24

2.5
2.6

2.7

Ta comply with the pravisions of Section 57(1)(b),(4B) and (5) of the
Systems Acl as well as the Contract of Employment entered info

bebtwezen the Parlies;

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

To specify accountabilities as set out in the Performance Plan
(Annexure A),

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

To establish a transparent and accountable working relationship;

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

To give effect to the Employer's commitment to a performance-
orientated relationship with the Employvee in attaining improved
sernvice delivery.

COMMENCEMENT AND DURATION

3.1

3.2

33

3.4

This Agreement will commence an 01 July 2020 and will remain in
force until 30 October 2020;

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

Il at any tme during the validity of the agreemenl the work
environment alters to the extent that the contents of the agreement
are no longer appropriate, the contents must by mutual agreement
between the parties, immedialely be revised, and

Any significant amendments or deviations musl take cognizance of the
requiremenls of sections 34 and 42 of the Municlpal Systems Act and
Regulation 4(5) ol the Regulations,

PERFORMANCE OBJECTIVES

4.1

Tha Performance Plan (Annexure A) sets out -

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

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

‘ C

Execulive MnyuL:H——‘E*W: _": ; !: (@
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4.2

4.3

4.4

413 The compelencies (Annexure B — definitions in terms of
Regulation 21 of 17 January 2014) required to operaie
effactively as senior managers in the local government
environmentl.

The performance objectives and targets reflecied in Annexure A are
sat by the Employer in consullation 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:

4.21 Key objectives lhal describe the main tasks thal need o be
done;

4.2.2 Key performance indicators that provide the delails of Ihe
evidence that must be provided to show that a key objeclive
has been achieved,

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

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

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

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

PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

5.3

5.4

5.6

The Employee agrees to participale 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 syslem with
specific performance standards lo assist the employees and service
providars 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 system applicable to the Employee;

The Employee underlakes to actively focus on the promotion and
implementation of ihe key performance indicators (including special
projects relevani to the employee’s responsibilitics) within the local
government framework;

The criteria upon which the performance of the Employee shall be
assessed shall consist of two components, Operational Perforgaance

4 ~_

Executive May %
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and Compelencies both of which shall be contained in the
Performance Agreesment;

56 The Employee's assessmenl will be based on his psrformance in
terms of the culputs/ouicomes (performance indicators) identified as
per attached Parformance Plan, which are linked to the KPAs, and will
constitute 80% of the overall assessment resull as per the weightings

agreed to between the Employer and Employee:

‘ ® Servioe Delivery-amid
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57 The Competencies will make up the other 20% of the Employee's
assessment score.  The Competencies are spilt into two groups,
leading compelencies (indicated in blue on the graph below) that drive
strategic intent and direction and core competencies (indicated in
green on the graph below), which drive the execution of the leading

competencies.
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G. PERFORMANCE ASSESSMENT
6.1  The Performance Plan (Annexure A) [o this Agreement sets oul —

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

5 I,--'———"'--\.___\__ @
Executive h-iﬂ}‘crrt-i{_—.—_:_l‘* MM: {i’! 2 ﬁ
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6.2

6.3

6.4

B.5

6.6

6.7

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

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

Personal growth and developmenl needs ideniified during any
performance review discussion musi be documenied in a Personal
Developmenl Plan as well as the actions agreed to and
implementation must take place within set time frames;

The Employee’s performance will be measured in terms of
confributions to the goals and sirategies set out in the Employer's
Integrated Development Plan (ICP) es described in 6.6 — 8.13 below;

The Employee will submil guarierly performance reports (SDBIP) and
a comprehensive annual performance report at the fourth evaluation al
least one week prior 1o the performance assessment meetings o the
Evaluation Panel Chairperson for distribution to the panel members for
preparalion purposes,

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

6.6.1 Each KPI or group of KPls shall be assessed accerding to the
extenl to which the specified standards or performance largets
have been niel and with due ragard to ad-hoc tasks that had to

be performed under the KPI;

6.6.2 A raling on the five-point scale described in 6.9 bslow shall be
provided for sach 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 employee, the
KPl will not be considered during the evaluation. The
employee should provide suflicient evidence in such Instances;
and

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

Assassment of the Competencies:

6.7.1 Each Competency will be assessed in fterms 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 commitiee. 360 degree
means that the employee’s peers and managers reporting io
him will assess his/fher Compelencies;

§ T T

‘-hu..___‘_
Executive Ma}rm”“'"‘— —  MM:

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

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

8.8  Owverall rating

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

6.8.2 Such overall rating represents 1he outcome of the performance
appraisal.

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

4
3
2
. ' "
' I

Guatstanding  Peslormance  Fuliy sHeciee Mol Tully  Undceentable
purfarmance  =igniicamly effective  parformance
abowe

experiations

Terminology Description

Performance far exceeds the standard expected of an
smployse at his level. The appraisal Indicates thal the
Quistanding Employee has achieved above lilly effective resulls against
performance all performance crileria and indicators as specified in the PA
and Pedormance plan and maintained this in all arsas of
responsibility throughout the year,
Performance s significantly higher than the standard
:rimm':“ expocied in the job. The appraisal indicates that the
o Y Employee has achieved above fully effective results agains
maore than half of the performance crifera and indicators and
fully achievad all others throughout the year.
Performance fully mesets the standards expecled in all areas
of the job. The appraisal Indicates that the Employee has Tully
Fully effective achieved effeciive resulls against all significanl performance
criterla end indicators as specified in the PA and Performance
Plan.
Performance is below the standard required for the job in key
aregs. Performance meels some of the standards expected
for the job. The review/assessment Indicates that the
Nol fully effective | employse has achleved below fully effective results againsi

Executive Mayer:———— —MM: @ B @ﬂ
P

above
expeciations
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Terminology Dascription

more than half the key perfformance crilena and indicators as
specilied n the PA and Perdformance Plan.

Performance does not maet the standard expected for the job.
The review/assessmenl indicaies thal they emploves has
achieved below fully effective resulls against almesl all of the
performance criteria and indicaters a5 specified in the PA and

Unacceptable Performance Plan. The employes has falled (o demonstrate

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

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

Poor Basic Compelent  Advanced Superiar

Achievement

Description

Do not apply the basic concepts and methods o proof 2 basic
Poor understanding of local govemment operalions and requires
axtensive supervislon and development interventions.

Applies basic concepts, melhods, and understanding of local
Basic government operalions, bul requires supervision and
development intervention.

Develops and applies more progressive concepls, methods

Level

Competeni and understanding. Plans and guides the work of others and
executes progressive analysis.
Develops and applies complex concepls, methods and
Advanced understanding. Effectively directs and leads a group and

executes in-depth analysis.

Has a comprehensive understanding of local govemment
operations, critical In strategic shaping stralegic direction and
change, develops and applies comprehensive concepls and
methods.

Superior

b

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

6.11.1 Executive Mayaor;

6.11.2 Mayor [ Municipal Manager from another municipality;

8 T4 ﬁ {IQ
Executive Mayor——— MM: ) ﬁ
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6.11.3 Chairperson of the Performance Audil Commitlee or in hisfher
absence thereof, the Chairperson of the Audit Commitlee:

6.11.4 The Member of the Mayoral Committee; and
6.11.5 A member of the community.

6.12 The Executive Mayor will evaluate the performance of the Employee
as al the end of the 1% and 3% quarters; and

6.13  The Execulive Mayor will give performance feadback 1o the Employee
within five (6) working days after each quarterly and annual
assassment meetings.

SCHEDULE FOR PERFORMANCE REVIEWS

T The performance of the Employee in relation to his performance
agreement shall be reviewed on the following dates:

Quarter Review Period Review to be completed by

_H July - Seplember Qctober 2020 (informal)
2 Ociober - December -
3 January = March I
4 April - June - N

* Note- :Emp.fa yee retires at the end of October .'é‘ﬂ.?ﬂ.

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

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

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

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

DEVELOPMENTAL REQUIREMENTS
The Personal Development Plan (PDP) for addressing developmental gaps s
attached as Annexure C. Such Plan may be implemented and/or amended as

the case may be after the each assessment. In that case, the Employee will
be fully consulted before any such change or plan is made.

9 T ﬂQ’
Exccutive Mayorr — ———— MM: { 4
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10.

11.

OBLIGATIONS OF THE EMPLOYER

9.1 The Employer shall-

911 Create an enabling environmen! lo {acililate effective
performance by the employee:

9.1.2 Provide sccess to skills development and capacily building
apportunities:

8.1.3 Work collaboratively with the Employee to solve problems and
generate solulions to common problems that may impact on
the performance of the Employee:

9.1.4 On the request of the Employee delegate such powers
reasonably required by the Employee o enable him to meet
the performance objectives and largels established in terms of

this Agreement; and

9.1.5 Make available to the Employse such resources as the
Employee may reasonably require from time to time assisting
him fo meet the performance objectives and largets
established in terms of this Agreement,

CONSULTATION

10.1  The Employer agress to constlt the Employee timeously where the
exercising of its powers will have .amongsl others- _

10.1.1 A direct effact on the performance of any of the Employee's
funclions;

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

10.1.3 A substantial financial effect an the Employer.

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

REWARD

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

11,2 An annual performance bonus will be paid to the Employee in terms of
the provisions of the Local Government: Municipal Performance
Regulations for Municipal Managers and Managers directly

accountable to Municipal Managers, 2002.
lﬂ (—-\_ ‘-\-\-‘L-"'\-‘. m’
Executive MaVer———— MM: ) @
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11.3 In the event of the Employee terminating his services during the
validity period of this Acreement, the Employee’s performance will be
evalualed for the portion during which he was employed and he will be
entitled to a prorata performance bonus based on his evaluated
performance for the period of actual service; and

11.4 The Employer will submit the resulls of the annual assessmenl and
the scoring report of the Employee, to the MEC responsible for local
government.

12. MANAGEMENT OF EVALUATION OUTCOMES

12.1  Where the Employer Is, any time during the Employee’s employment,
nol salisfied with the Employee's performance with respect to any
matter dealt with In this Agreement, the Employer will give notice to
the Employee fo atiend a meeling;

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

12.3  Where there is a dispute or difference as to the performance of the
Emplovee under this Agreement, the Parlies will confer with a view lo
resolving the dispule or difference; and i

12.4  Inthe case of unacceplable 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 Adler appropriate performance counselling and having provided
the necessary guidance and/or support as well as reasonable
lime for improvement In performance, the Employer may
consider steps to terminate the conlract of employment of the
Employee on grounds of unfitness 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 dispule
or difference arises as to the extent to which the Employee has
achieved the performance objectives and targets established in lerms
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 record the ouicome of the meeling in writing;

13.2 If the Partles cannot resolve the issues within 10 (tan) business da;m,
an independent arbitrator, acceptable tc both parlies, shall
appointed to resolve the matter within 30 (thirly) business days;

n m
Executive I\rfnj.fo?f""——“ MM:
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13.3 In the instance where the matters referred to in 13.2 were nol
successfully resolved, the matter shall be referred lo the MEC for local
governmenlt in the province within 30 (thirty) business days of receipt
of a formal dispute from the Employee or any other person appeinted
by the MEC,; and

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

14. GENERAL

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

14.2 Nothing in lhis agreement diminishes the obligations, duties or
accountabilities of the Employee in terms of his ocontract of
employment, or the effecls of existing or new regulations, circulars,
policles, directives or olher instruments.

Thus done and signed at M on the // day June of

2020.

AS WITNESSES:

e
2 s,
Execulive Mayor————— MM: -

7
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Thus done and signed al(? S \Yoieee= y onthe | == day June of 2020.

AS WITNESSES:

1. @) C\;v—h*ﬂt(gmu\?f———ﬂ
w

EKECUTWE M@H

13 -
Execufive &ﬂvtu::__—_;\_ MMf &
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22/3265
Annexure B 2020/21
Cluster Leading Compelencies
Compelency Name Biralegic Direction end Leadership
Provide and divect a vision for the institulion, and inspire end deploy others
Compatancy Definition to deliver cn the B & instilutional mandata
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANGED SUPERIDR
s Understand » Give direction o & |« Evaluate all activites o |» Structure and position
inglitutional and team In realising the | determine wvalue and | the institulion to local
departmenial institufion's streleglc | alignment lo  shalegic | govemment prioritiea
strategic mandate and sst| Infent « Actively use in-depth
objeclives, bul ohjeclives = Display in-depth |  knowledge and
lacks the abllity | » Hac a positive Impact | knowledge and | wunderstanding to
to inspire others and influence on the | understanding of siretegic | develop and implement
to achieve set morale, engagement [ planning a comprehensive
mandate and paricipation of |  Align slrategy and goals |  institutional framework
o Deseribe  how | team members scross all funclional areas |= Hold self aceountable
specific  Iasks | « Devélop actions plans | = Actively define | for strelegy execulion
fink to | to execule and guide | perdormance measures to | and resulls
instilutionai slrategy monilor the progress and |« Provide Impact and
strategies  bul | |mplementation gffectiveness of the | Influence theough
hes limited |« Assist  n defining | Institution buliding and
Influence in | pe « Consistently  chellenge | malntaining  slralegic
directing measures to monitor | strategic plans o ensure | relationships
strategy the progress and | elevance + Create an environment
=Has @& basic effectiveness of e |+ Understand instilutional | that facilitates |oyalty
understanding of institution structures and political [ and innovation Display
institutional o Displays an | faclore, and the | & superior level of self-
performance AWaAreness of | consequences of actions discipline and inlegrity
menagement, instilutional structures | « Empower others o follow [ 0 ections
bul lacks the | gnd paliical factors strategic  direction and |+ Integrale Erious
abllity to | « Effectively deal with compléx | syslems o @
Integrate communicate bamiers | situalions collective whole to
syslems inte & | o exscution 1o |eGuide the insfitulion | optimiee insillufional
collective whole relevant parties through complex end| performance
» Demonsirale & | « Provide guidance fo| ambiguous concern management
besic all siekeholders in the | = Use  undersianding of |» Uses understanding of
understanding of echievement of the | power relalionships and | competing interesls to
key decision- | strategic mandate dynamic tensions among | manceuvre
makers « Understand the @im | key players to frame | successiully o a
and cbjectives of the | communications and | winfwin outcome
instilution and relzte it | develop sirategies,
to own work positions and alliances

("';—_—:;"_'"T;: ﬁ Q-(_,
_ [ 2
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Annexure B 2020/21
| Clustar Leading Competencies
Competency Nams | People Management
Effectively manage, ingpire and encourage people, respect diversity,
Competengy Definition | oplimise talent and bulld and nuriure relationships in order to achleve
insiitutional objeclives
ACHIEVEMENT LEVELS
BASIC COMPETEMT ADVANCED SUFPERIOR
« Participate in | «Seek opporunities o | aldenlify inefiective team | « Develop and
team goal- | Increase team | 2nd work processes and | incorporate  best
sefting and | contribution and | recommend  remedial | practice people
probiem responsibllity interventions manegement
solving e Respecl amd supporl | » Recognise and reward | processes,
sinteract end | the diverse nalure of | effective and cdesired | approaches and
collaborale others and be aware of | behaviour tools across the
with people of | the benefile of a diverse | » Provide menloring end | inshitution
diveree approach guidance to others in | Foster a culiure of
backgrounds « Effectivaly delegale | order 1o  increase | discipline,
« Aviare of | laske and empower| personal effectiveness responsibllity and
guidelines for | others o increase | » ldentily  development | Bccountability
employes conirbulion and | and leaming needs | =Undersland the
development, execule functions | within the team impact of diversity
but  requires optimally » Build a work | in  perdormance
support in | »Apply relevant | environment conducive | and actively
implementing employee  Ieglsiation | to sharing, Wnovation, | Incorporate =
development fairly and consistently ethical behaviour and | diversity slralegy
init/atives s Facilitale team goal- | professionalism In the Institulion
seiting and problem- | «inspite a cullure of | » Develop
solving performance excellence | comprehensive
« Effeciively identify | by giving poaltive and | infegrated
capaclty requirements | constructive feedback to | siralegies  and
to fulfiil the shategic | theteam approaches 1o
mandate e Achieve agreement or | humen . capital
CONSansus in| development and
adversarial i management
enviranments « Actively  identify
sLead and unite diverse | trends end predict
leams mcross divisiens | capacily
o achieve Institutional | requirements fo
ntugut'mgi facliitate unified
transiiion and
performance
management
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Annexure B 2020721
Cluster Leading Competencies - .
Compstency Mame | Program and Project Management
Able fo understand program and project management methodology:
Competency Definition | plen, manege, monitor and evaluate specific activities in order to
deliver on setf objeclives
ACHIE T LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
+ [nitlate projects Establish broad |« Manage multiple | » Undesstand and
after approval from stakeholdar programs and conceptualise
higher authorities Involvernent  and balance priorifies the long-term
« Understand communicate  the and canflicts implications  of
procedures project status and according io desired project
program key milkestonas institutional goals oulcomes
project Define the roles |« Apply efféctive rlsk | » Direct a
management end responsibilitles management comprahensive
methodology. of the project team slralegies  through shrategic  macno
implications and create clarly Impacl asssssment and micro
stakeholder around and resource analysis and
invoivernsnt expeciations requirements scope piojecls
« Undersiand Find & balance |« Modily project scope | accordingly 1o
rational of projects between  project and budget when realiee
in relalion to the deadline and fthe required without institutional
institution’s quality of compramising  the objectives
strategic objectives deliverables quality and | » Consider and
e Document |dentify appropriate objectives of the initiate  projecls
commimicala project resources o project that focus on
factors  &nd facilitate the | = Involve top-level achisvement of
associated with effective authorities .end the  long-term
own work completion of the| relevant objectives
# Use resulls and daliverables © gtakeholders in [+ Influence people
approaches Comply with | _aeeking project buy- in positions of
successful project statutory in ’ authority to
Implementation as requirements and | ¢ Idenlify and apply Implement
guide apply palicies in a contemporary oulcomes of
consistent manner project management projects
Monitor  progress methodology ¢ Lead and direcl
and use of | = Influence and translation  of
resources and maotivate project policy into
make needed feam to  deliver workable
adjusiments to| exceptional results aclions plans
tmelines,  staps, |« Monitor policy | « Ensures  thal
and feBOUTCE implementation and programs  are
allocation apply procedures to | monitored  to
manage risks track progress
and optimal
regource
utilisation, end
that adjusimenits
are made ab
needed

— ——

4
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25,/ 265
Annexure B 2020/21
T E‘-Iunter- Leading Compelencies
Compelency Name Financial Management

Competency Definltion

Able to compile, plen end manage budgets, control cash flow,
institute financial risk management and sdminister procurement
processes in accordance with recognised finencial praclices. Further
to ensure that all finencial transactions are managed in an ethical

manner -
ACHIEYEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Undersiand basic Exhibit knowledge | Take active « Develop planning
financial concapls of general financial ownerehip of teols to assisl in
end methods as concepls, planning, planning, evaluating and
they relate to budgeting, and budgeting, and monitorng fulure
institutional forecasting and forecast processes expenditure
processes and how they intervelate and provides trends
activities Assess, (dentify credible answersto |« Sef budgel
e Display and manage queries within own frameworks for
awareness into financial risks responsibility the instilution
the various Assume a cost- ¢ Prepare budgeis e Sel sirategic
sowrces of saving approach to that are aligned to direction for the
financial dala, financial the stralegic institution on
reporing management objectivas of the expenditure and
mechanisms, Prepare financial institution other financlal
financlal reporis based on ¢ Address compléx processes
govemance, specified formals budgeting and » Build and nurture
processes and Consider and financial patnerships to
systems undersiand the managesment improve financial
» Undersland the financial CONCerns g management and
impartencs of implications of s Put systems and achiave finencial
financial decisions and . processes In place savings
accountability suggestions o enhance the e Aclively identify
e Understand the Ensure that quality and integrity and implement
importance of delegation and of financial new methods to
assel control instruglions as management improve asset
required by practices control
National Treasury | = Advise on policies | » Display
guidelines are end procedures professionalism in
reviewad and regarding assel dealing with
updated control financial date and
Identify and = Promote Natiohal propesses
implement proper Treasury's
monitoring and regulatory
evaluation practices framework for
o ensure Financial
appropriate Management
spanding against
budget
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Annexure B 2020/21
Cluster Leading Competencies N
Competency Neme | Change Leadership
Able to direct and initiale instilutional transformafion on all levels in
Competancy Definifion | order to syccessfully drive and implement new inhitiatives and
' | deliver profeseional and quality services to the communily
AGHIEVEMENT LEVELS
BASIC COMPETENT ADVANGED SUPERIOR
Display an Perform an analysis | Aclively monitor Sponsor
aveareness of change of the change impact change impact and change
interventione, and on the social, resulls and convey anents and
the benefits of political and progress to relevant creale 8
transfomation econamle slakeholders networi of
initiatives environment s Bacure buy-in and change
Able to identify basic Maintain calm and sponsorship for lerdars who
nieeds for change focus during change change iniliatives support the
Identify gaps Able lo sssist team [+  Continuously interventions
between the current members during evaluate change Activaly
and desired slate change and keep sltrategy and design adapl curnent
Identify potential risk them focused on the and introduce new structures
end challenges o deliverables epproaches 1o and
Iransformation, Volunteer lo lead enhance the processes lo
including resislance change efiorts institution's incorporate
Io chengs factors outside of cwn work effectivanass the change
Parlicipate In change team «  Bulld and nuriure Interventions
programs and Able to gain buy-n relationships with hAentor and
pilofing change and approval for various stakeholders guids team
interventions change from fo establish strategic members on
Understand the relevant aliiance in fecilitating |  the effects of
impact of vchanpe stakeholders change change,
intervertions on the Identify change ' |+ Take the lead in resistance
institution within the readiness fevelsand |  impactiul change factors and
broader scope of assist In resolving programs how to
toesl Gaovernment. resistence ko change |« Benchmark chenge infegrate
factors interventions against |  change
Dasign change besi change Motivale and
interventions fhat practices inspire others
are aligned with the {» Undersiand the around
nstilution’s strategic impact and change
objectives and goals peychology of initiatives
change, and put
remedial
interventions in
place to faclitate
effective
transformation
¢ Take calculated risk
end seak new ideas
from best practice
Ecanarios, and
identify the potantial
for imp lementation
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Annexure B 2020/21
Cluster Leading Compelencies R
Competericy Name | Govemance Leadership
Able to promale, direct and apply professionalism in managing risk
and compliance requirements and apply a thorough understanding
Compelency Definition | of govemance practioas and cbligations. Further, able 1o direct the
conceptualisation of relevant policies and enhance cooperafive
mance relationships
L AGHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
= Display a basio ¢ Digplaya s Able to link risk + Demonsirate a
awsareness of thorough initletives into key high level of
risk, compliance underatanding of institutional objeclives commilimant In
and governance govemance and and drivers complying with
faciors but risk and ¢ Identify, analyse and governance
require puldance compliance measure rsk, create requiremants
and factors and valid risk forecasis, = Im
development In implement plens and map risk profiles governance and
implementing to mddress thege |« Apply risk control complience
such « Demoenstrale methodology and sirategy to ensure
requiremenis understanding of approaches fo prevenl | achlevement of
» Undersiand the the techniques and reduce rigk that institutional
structure of and provesses for Impeda on tha objectives within
cooperative oplimising riek achiavemenl of the legislalive
government bul taking declsions institutional objedtives framework
requires within the ¢ Demonsirale a s Able to advise
guidance on institution thorough Local Governmeni
foslering s Actively diive understanding of risk on risk
workable policy formulation retention plane management
relalionships * within the ¢ Identify and sirategies, best
belween instiution lo Implement preclice
siakeholders ensure tha comprehensive risk interventions anc
= Provide input athievemnent of managemenl syslems compliance
into policy objectives and processes management
formutation » Implament and |+ Ableioforge
formulation of pelicies, |  relationships on
identify and analyse | coocparative
constrais and governance |evel to
challenges with | enhance the
implementation end |  effecliveness of
provide Liocal government
recommendations for [= Able to shape,
improvement direct and drive the
formulation of
palicies on & macro
lavel
{ T



308

28/265
Annexure B 2020/21
Cluslgr Core Compelencies -
Gompeiency Name | Moral Compelence
Competenc Able to identily moral triggers, apply réssoning thal promoles honesty
Pbeltnel | and integiity and consistently displey behaviour that reflocts moral
) competence
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Realise the Conduct salf in e |dentify, develop, and Create an
impact of alignment with the apply measures of sell- environment
acling with velues of Local correction conducive of
integrily, but Governmenland | e Able 1o gain trust and moral practices
requires the |nstilution respect through aligning Actively develop
guidance and Able to openly acticns with and implement
development in acmit own commitmeants measuras ko
Implementing mistakes and « Miake proposals and combat fraud
principles weaknesses and recommendations that and corruption
» Follow the geek assislance are trangparent and gain Sat integrity
basic rules and from athers when the approval of relevant standards and
regulstions of unable to deliver siakeholders shared
the inslitution Actively report s Present values, beliels accountability
« Able o Identify fraudulent acthdly and idegs thel are Massures
basic moral and corruption cangruant with the serose the
situations, bul within local institution’s rules and institution to
requires government regulations suppoit the
quidance and Understand ang » Takes an active stance objectives of
developmenl in honour the againe! cormuption and local
underatanding confidantial nature dighanesty when nofed govemment
and reasoning of matters withoul | »  Aclively promote the Take
wilh moral geeking personal value of the institution to responsibifity for
intent gain internal and external own actions and
Able to deal with stekeholders - decisions, even
situations of e Able to work in unity with if the
conflict of interest a leam and not sk CONsequancas
promptly end in the | personal gain : are
besi interest of = Apply universal moral urifavourable
local governmetit principles consistently o
achleve moral declsions
C =
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Annexure B 2020/21
Clugier Core Compelencies
Competoncy Nams | Planning and |
Compatency Able to plan, prioritise &nd organise information and resources effectively
Definition {o enaure the quality of service delivery and build efficient contingenty
plans lo manage risk
ACHIEVEMENT LEVELS — =
BASIC — COMPETENT ADVANGED SUPERIOR
«  Able to follow e Aclively and = Able to define Focus en broad
basic plans and appropriaiely inetitutional strategies and
organise tasks organise objeciives, develop initiatives when
ground sst information and comprehensive developing
ohjectives reaolUrces plans, Integrate snd plans end
e Understand the required for a coordinate activities, actlons
process of task and assign Able to project
planning and +» Recognise lhe appropriate and forecast
organising but urgancy and resourcas for short, madium
requires importance of sucoessful and long term
guidance and taske implemantztion requirements of
development in |« Ralance shorl « Idenilfy In advance the inetitution
providing and long-term required slages &nd and local
detailed and plans and goals actions to complete government
comprehensive and incorporale tasks and projects Translate policy
plans inte the leam's »  Schedule realistic into relevant
s Able (o loliow timefines, objectives projects to
exigting plans 3 and milestanes for faciitate the
endensure that |«  Schedule lasks to tasks and projacts - achievement of
objeclives ang ensure they sre | Produce clear, institutional
et performed within delailed and. objectives
o Foous on shorl- budget and with comprehensive
term ohjectives efficlent uee of plana fo echisve
in devaloping time and institutional
plans and resounces objectives I
actions &« Measures ¢ Identify possible risk
«  Alrange progress and factors and design -
information and monitor and implennant
resaurces parfermance appropriate
required for a resulls contingency plans
task, but require e  Adapt plans In light
furiher struciure of changing
and organisation clircumstances
e Prioritiee lasks and
projects according to
their relevant
urgency and
_importance
(__ S
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 Chuster Core Compelencies -
Compeiency Name ° | Analysis and Innovalion —
Able to eritically analyse information, challenges and irends to
Competency establish and implemenl fact-based solutions that are innovative
Definition to improve instifutional processes in order fo achieve key strategic
abjectives
“ACHIEVEMENT LEVELS
_BASIC COMPETENT ADYANCED SUPERIOR
¢ Understand the |e Demaonstrate loglcal |+ Coaches team + Demonsirate complex
basic operation problem solving members on analytical and problem
of analysis, but techniques and analylical and solving approaches
jzck detall and approaches and innovalive and techniques
thoroughness provide rationale for | epprosches and [+ Create an environment
« Able to balance recommendations techniques conducive 1o analytical
independent o Demonstrate « Engage with and facl-based
analysis with objectivily, insight, appropriate problem-soiving
requesiing and thoroughness individuals in e Analyse, racommencd
essistance from | when analysing analysing and so|ufions and monilor
others probiems resolving complex | trends in key
= Recommand = Mble to break down problems challenges to prevent
new ways to complex problems |« Identify solutions and manage
perform tasks into manageable on various areas occunence
within own parts and identify in the institution | » Create an environment
furiction solutions « Formulate and that fosters innovalive
« Propose simple  |» Consultinternal and | Implement new thinking and follows &
remadial extemal ideas througheoui learning organisalicn
interventions gtakeholders on ihe instilution: approach
that marginally opporiunities to = Able to gain » Be 2 thought leader on
challenges the improve processes approval and buy- | innovative customer
status quo and service defivery |  In for proposed sarvice delivery, and
= Listen to the ¢ Clserly Interveniions from | process oplimisation
ideas and communicals the relevant » Play an active role in
perspeciives of benefils of new stakaholders sharing bast praciice
others and opporiunities and « ldentify rends and | solulions and engage
explore innovative solutions best practices in in national and
opporiunities to lo stakeholders process and international local
enhancasuch  |e Continuously ldentify | eervice delivery government seminars
innovative opporunities to &nd propose and conferences
thinking enhance internal institutional
procasaes application
s {dentify and analyse |« Continuously
opporiunilies engage in
conducive to research to
innovative identify client
approachas and neads
propose remedial
inlervantion
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Cluster Core Compelencies
_Com cy Name | Knowledge and Information Management
Able to promote the generation and sharing of knowledge and
Competency Definition | information through varous processes and media, in order to
enhance the colleclive knowledge base of local government
H MENT LEVELS
BASIC COMPEYENT ADVANCED SUPERIOR
= Collect, Use appropriate | ¢« Effectively predict | = Create and
categorise and information future information support a vision
frack relevant systemns and and knowledge and culture whera
information iechnology lo managemeant leam members
required for manage requirements and are empowered 1o
specific tasks nstitutional sysiems sesk, gain and
and projects knowledge and | « Develop standards share knowledge
» Analyse and infiormation and processes 1o and Information
interpret sharing meal fulure » Estabfish
information io Evaluete data knowledge partnershipa
draw from various management across local
conclusions sources and use needs governmeni to
« Seek new information s Share and faciitate
sources of effectively o promote best- knowiedoe
informetion to infivence praclice management
incresse the decislons and knowledge ¢ Demonslate 8
knowledge provide solulions managemen makure approach
base Actively create across various to knowledge and
« Regularly mechanisms and instilulions infarmation
share structures for o Establish atcurate sharlng with an
informetion sharing of measures and abundance and
and knowledge information ‘monitering asslslance
with intemal Use extemnal and systeme for approach
stakeholders internal knowledge and « Recognise and
and team respurces fo information : expleit knowledge
members research and manasgement poinis in
provide relevant | « Craate a culture interactions with
and cutting-edge conducive of internal and
knowledge o learning and extemnal
enhance knowledge sharing stakeholders
Iamamuwtbml i « Hold regular
iveness & knowledge and
efficiency information
gharing sessions
to elicit new ideas
and share best
practice
approaches
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[ Cluster | Core Compelencies
Compeiency Nams | Communicalion
Able to share information, knowledge and ideas in a clear,
Competency focused and concise manner appropriale for the audience in
Definition order to effectively convey, pertuade and influence stakeholders
o achiave the desired culcome
AGHIEVEMENT LEVELS —
HASIC COMPETENT ADVANCED SUPERIOR
s Demonstrate an | « Express ideas | « Effectively Regarded as a
undersianding to Ingividuals communicate high- spechalist in
for and groups in risk and sensitive negotiations
communication formeal and matters to relevant and
levers and tools informal stakeholders represanting the
appropriate for seflings Inan | « Develop 2 wall- institution
the audience, manner thet is defined Able o Inspire
but requires interesting and communication and motivate
guidance in motivating strategy others through
utiliging such o Ableto » Balanca political positive
lools understand, perspectives with communication
= Express idess in folerate and instilulional naeds thet is impactiul
a clear and eppreciale when communicating and relevant
focusad manner, diveree viewpoinks on Creatas an
but doss nat perspactives, complex issues environment
always lake the alfitudes and * Able to effectively condugive fo
needs of the befiets direct negotiations - trensparent and
sudience Info « Adapl around complex productive
consideration communication matters and arive at communlcation
+ Disseminate and content and & win-win siwalion and crilicsl and
convey slyle to suit the that promoles Batho appreciative
information and audience and Pele principles -ponversations
knowledge facllitale » Marketand promola: Able to
adeguedely optimal the institution to coordinate
information external staksholders negotistions at
transfer and seek to enhance different levels
¢« Deliver content a positive Image of within local
in & manner the institution gowernment and
that geins o Able to communicale
support, with the media with
commitment high levels of moral
and agresment competenca and
from relevant diseipline
stakeholders
+ Compila clear,
focused,
concise and
well-struciured
written
documents
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Cluster | Core Compelencies i s
Competency Nama Resulls and Quality Focus
Able to mamtain high quality standards, focus an achieving
results and objectives while consistently striving lo exceed
Compaetency Definltion | expectalions and encourage olhers to meet quality standards.
further, to aciively monitor and measure resulls and qualily
against idenlified objeclives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR

¢ Undersland Focus on high- » Consistently verify | = Coach and
qualily of work priority ections own stendards guice others to
hut requires and dogs not and outcomes (o exceed quality
gudance in become ensure guality standards and
attending fo distracted by outpul results
important Iswer-priorty Fotus on the end =« Develop
matters activities result and avoids challenging,

+ Show a besic Display firm being distracted client-foeusad
commitment to commitmant Demonsiraie a gosls and sets
achieving the and pride in determined and high standards
conrect resulls achieving lhe eommitied for personal

« Produce the correc! results approach lo performance
minimum lavel Sel quality achioving resulls = Cammili to
of results standards and and quality exceed the
required in the design standards _resulls and
role processes and Follow task and quality standards,

= Produce tasks around projects through monitor own
outcomes that achieving set o compietion . performance and
is of agood standarde Set challenging imiplement
standard Produce outpul ‘goals and remedial

¢ Focus on the of high qualilty objectives lo self interventions
quantity of Able to balance and team and when required
putput but the quantity and display o Work with tearmn
requires quality of results commitment to lo sat ambitious
development in in order to achieving and challenging
incorporating achieve leam goals,
the quality of objectives Maintain a focus communicating
work Monitore on quality outputs long- and short-

= Produce quslity progress, quality when placed terrn expeclations
work in general of work, and use under pressure v Take appropriate
circumstances, of resources; Establishing risks to
but fails to mest provide etatus Ingtiutional accomplish goals
expectation updates, and systems for » Dvercome
when under make managing and selbacks and
pressure edjustments as essigning work, edjust action

needed defining plans 1o realise
responsibilities, goals
tracking, » Focus peapls on
monitoring and critical &ctivilles
measuring that yield a high
BUCCEES, impact
evalyating and
valuing the work
of the institution
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Performance agreemen! made and entered into by and between

The Overstrand Municipality and represented by Coenie Groenewald, the Municlpal
Manager (herein and afier referred as Employer)

and

Sanfie Reyneke Naude, the Director: Finance (herein and after reforred as
Employee) for the period 1 July 2020 to 30 June 2021

Where as

a. The Employer has entered into a contract of employment with the
Employee in terms of section 57(1)(a) of the Local Government:
Municipal Systems Act 32 of 2000 (“the Systems Act”). The Employer
and the Employee are hereinafter referred as “the Parties”:

b. Section 57(1)b) of the Systems Acl, read with the Contracl of
Employment concluded between the parties, requires the Parties to
conclude an annual performance agreement:

¢. The Parlies wish lo ensure that they are clear about the goals to be
achieved, and secure the commitment of the Employse to a sel of
outcomes thal will promole local government goals; and

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

1. INTERPRETATION

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

111 "this Agreement’ — means the performance agreement
between the Employer and the employee and the Annexures
therelo;

1.1.2 “the Executive Authority’ — means the Mayoral Committee of
the Municipality constituted in terms of Section 55 of the Local
Governmenl: Municipal Structures Act 117 of 1998 (‘the

Structures Act’) as represented by s chairperson, the
Executive Mayor;

1.1.3 “the Employee” means lhe Director appointed in terms of
Section 82 of the Struciures Acl:

1.1.4 “the Employer” means Overstrand Municipality; and

115 "the Parties” means the Employer and Employee.

ol
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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 Confract of Employment entered into
between the Parlies:

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

2.3 To specify accountabilities as set oul in lhe Performance Plan
(Annexure A);

2.4  To monitor and measure performance against sel targeted oulputs
and oytcomes;

2.5  Toeslablish a transparent and accountable warking relationship:

2.6  To approprialely reward the employee In accordance with section 11
of this agreement: and

2.7 To give effect to the Employer's commitment to a performance-
orientaled relationship with the Employse in attaining improved
service delivery.

COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2020 and will remain in
force until 30 June 2021 where-after a new Performance Agreement

shall be concluded between the partiss for the next financial year or
any portion thereof; z

3.2 The Parlies 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:

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

34 If al any lime during the validity of the agreemenl the work
environment alters to the extent that the contents of the agreement
are no longer appropriate, the contents must by mutual agreement
batween the parties, Immedialely be revised; and

3.5  Any significant amendments or deviations must fake 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 Perfarmance Plan (Annexure A) sets out —

TN

3
Dir.: -C%MM P Q
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411 The pedormance objectives and targets thal must be met by
the Employee;

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

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

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

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

4.2.2 Key performance indicators that provide the details of the
evidence thal musl be provided to show that a key objective
has been achieved:

4.23 Targel dales that describe the timeframe in which the targets
must be achieved: and

424 Weightings showing the relative importance of the key
objectives to each olher; -

43 The Personal Development Plan '{Annexun;e C) sets oul Llhe
Employee's personal development requirements in line with the
objectives and targets of the Employer; and

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

PERFORMANCE MANAGEMENT SYSTEM

5.1 The Employee agrees lo participate in the performance management
system that the Employer adopled for the employees of the Employer;

5.2  The Employee accepls that the purpose of the performance
management system will be to provide a comprehansive system with
specilic performance standards 1o assist the employees and service
providers to perform lo the standards required;

53  The Employer must consult the Employee about the specific

performance standards and targets thal will be Included in the
performance management system applicable lo the Employes;

4 Dir.: {f_@i MM ﬁ _ E;)
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54

8.5

56

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

The criteria upon which the performance of the Employee shall be
assessed shall consist of two components, Operational Performance
and Competencies both of which shall be contained in the
Performance Agreement;

The Employee's assessmenl will be based on his performance in
tarms of the outputsfoutcomes (performance indicators) identified as
per attached Performance Plan, which are linked lo the KPAs, and will
constitute 80% of the overall assessment result as per the weightings
agreed to belween the Employer and Employes:

* Bervice Dl lvery and
Infimstucture

Mumicipal TransTom st
and Institutionz|
Diewelojpment

Local Economic Develapment |
f

* Mhunicipal Financial Vidbilip
*and Mansgement

B Cood Govermanee, Public

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

assessmenl score. The Compelencies are spiit info two groups,
leading competencies (indicated In blue on the graph below) that drive
slrategic intent and direction and core compelencies (indicated in
green on the graph below), which drive the execution of the leading
competencies.
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st sl itwretion eug batirindy |
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Erragram and project management
Ernancia” manneamen
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Mtcvarrance leschersis

EMoral compotance

EF¥iznning and crgan vig
Blann eais andt inviovation
Denowledee ard information

rsanogere
Dcomnunicsion

EIResadis und qualiey focus

PERFORMANCE ASSESSMENT

6.1

6.2

8.3

6.4

6.5

6.6

The Performance Plan (Annexure A) to this Agresment sels oul —

8.1.1 The standards and procedures for evalualing the Employee's
performance; and '
6.1.2 The intervals for the evaluation of the Employee’s

performance.

Despite the establishment of agreed intervals for évaluaiian. 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 & 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 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 reporis (SDBIP) and
@ comprehensive annual performance report at the fourth evaluation al
least one week prior to the performance assessment meetings to the
Evaluation Panel Chairperson for distribution to the panel members for
preparation purposes;

Assessment of the achievement of resulls as oullined In the
perfarmance 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-hoc tasks that had fo

be performed under the KPI;
2 -
Dir: NILH v w
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6.7

6.8

6.9

8.6.2 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 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 he instance where the employse could not perform due to
reasons oulside the control 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.

Assessment of the Compelencies:

6.71 Each Compelancy will be assessed in terms of the
descriptions provided (Annexure B) on a 3860 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 raling on the five-point scale described in 6.10 below shall
be provided for each Competency which will then be multiplied
by the weighling lo calculate the final score; and .

6.7.3 An overall score will be calculated based an the lotal of the
individual scores calculaied above, :

Overall rating

6.8.1 An overall raling is calculated by adding the overall scores as
calculated in 6.6.6 and 6.7.3 above; and

6.8.2 Such overall rating represents the outcome of the perfarmance
appraisal,

The assessmaent of the performance of the Employse will be basad on
the following rating scale for KPIs:

T B
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I
Chatudnnding.
pislaimance

Cutstanding
performance

4
3
2
¥
i

Performance  Fuly eHecies ot Fally druseesntshle

signilecanity eiFee e pefonmance
alr s

=ipeckation

Performance lar exceeds the standard expectad of an
employee at this level. The appralsal Indicates that the
Employse has achieved above fully effeclive results against
all performance crilaria and Indicators 28 specified in the PA
and Performance plan and maintained this in all arezs of
responsibility throughoul the year. ]

Parformance
significantly
above '

aexpeciations

Parformance is significantly higher than Ihe s@ndard
expected in the job. The eppraisal indicates thal the
Employee has achieved above fully effsctive resulls agzinst
more than half of the performance criteria and indicators and
fully achiavad all othera throughout the year..

Fully effective

Performance fully meets the standards expected in all areas
ofthe job. The appraisal indicates thal the Employee has fully
achieved effactive resulls against all significant performance
criteria and indlcalors as specified in the PA and Perormance
Plan.

Not fully effective

Performance is below the standard required for the job in Key
aroas, Performance meets some of the standands expecled
for the job. The reviewassessment indicates that the
employee has achieved below fully effective results against
more than half the key performance criteria and indicators as
specified in the PA and Performance Plan,

Unacoeptable
performance

Performance does nol meel the standard expected for the job.
The review/assessment Indicatas that they employee has
achieved below fully effective resuits against alimost all of the
performance criteria and indicators as specified In the PA and
Performance Plan. The employee has falled to demonsirate
the commitment or abllity to bring performance up to the lavel
expected in the job despite management efforts lo encourage

improvement.

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

rating scale;
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Foos Basic Campetent Advanced Super|or

Achlevemeant 5
Level Description

Do not apply the basic concepts and methods to proof a basic

Poor understanding of local government operations and raquires

axtansive supsrvision and development intervantions.

Applies basic concepts, methads, and understanding of local

Basic governmant operations, bul requires  supervision and

development Intervention,

Develops and applies more progressive concaple, methods

Competent and understanding. Plans and guides the work of others and

executes progressive analysis.

Develops and appliss complex concepts, methods and

Advancad understanding. Effectively directs- and leads a group and

axsculas in-depth analysis.

Has a comprehensive understanding of local government

Superior operations, critical in sirategic shaping strategic direction and
change, develops and applies comprehensive concepls and

mielhods.

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

6.11.1 Municipal Manager;
6.11.2 Municipal Manager from anather municipalily;

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

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

6.12 The Municipal Manager will evaluate the performance of the Employee
as at the end of the 1 and 3" quariers: and

6.13 The Municipal Menager will give performance feedback to the

Employee within five (5) working days afler each quarterly and annual
assaessment meelings,

¥
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El

SCHEDULE FOR PERFORMANCE REVIEWS

i |

7.2

7.3

7.4

7.5

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

July - Euptoen e Cuiobisr 2020 (iformal)

"
2 October — Decamber February 2021

A January = [darch Aprll 2021 (Ininmal)
4 April = Juna September 2021

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

Performance feedback shall be based on the Employer's assessment
ol the Employee's performance:;

The Employer will be entitied to review and make reasonable changes
to the provisions of Annexure A from time fo lime for operaiional
reasons. The Employee will be fully consultad before any such
change is made; and

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

DEVELOPMENTAL REQUIREMENTS

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

OBLIGATIONS OF THE EMPLOYER

9.1

The Employer shall-

9.1.1 Creale an enabling envionmenl 1o facilitate effective
perfarmance by the employee:

9.1.2 Provide access io skills development and capacily building
opportunilies;

9.1.3 Work collaboratively with the Employee to solve problems and
generate solutions to common problems that may impact on
the perfermance of the Employee:

914 On the request of the Employes delegate such powers
reasonably required by the Employee (o enable him (o gleel

10 m, )@
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10.

1.

12,

lhe performance objectives and targets established in terms of
this Agreement; and

89.1.5 Make available to the Employee such resources as the
Employee may reasonably require from time 1o time assisting
him lo meet the performance objectives and largels
eslablished in terms of this Agreement.

CONSULTATION

101

10.2

The Employer agrees to consult the Employee limeously 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 Commil the Employee to implement or to give effecl lo a
decision made by the Employer; and

10.1.3 A subslantial financial effect on the Emplover.

The Employer agrees 1o inform the Employee of the oulcome of any
decisions laken pursuant to the exercise of powers contemplated in
clause 12.1 as soon as Is practicable to enable the Employee to take
any necessary aclion with delay.

REWARD

kgt 8

11.2

The evaluation of the Employee’s performance will form the basis for
acknowledging outslanding performance or cotrecting unacceplable
performance;

It is recorded that by mutual agreement the Parties have decided that
no perfermance bonus will be paid to the Employee as the Employee’s
total cost of employment package is deemad 1o be adequate.

MANAGEMENT OF EVALUATION QUTCOMES

121

122

12.3

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

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

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 the dispute or difference: and

11

Dhir.:
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13.

14.

12.4

In the case of unacceptable performance, the Employer shall —

12.4.1 Provide syslemalic 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 supporl as well as reascnable
time for improvement in performance, the Employer may
consider sleps to terminale the contract of employment of the
Employee on grounds of unfitness or incapacity to cary oul his
or her dulies.

DISPUTE RESOLUTION

13.1

13.2

13.3

13.4

13.56

In the event that the Employee is dissatisfied with any decision or
actlion of the Employer in terms of this Agreement, or where a dispule
or difference arises as to the exlent fo which the Employee has
achieved lhe performance objectives and largets eslablished In terms
of this Agreement, the Employee may within 3 (three) business days,
meel with the Employer with a view to resolving the issue. The
Employer will record the outcome of the meeting in writing;

I the Parlies cannct resolve the issues within 10 (ten) business days,
an independent arbitrator, acceptable to bolh parlies, shall be
appointed to resolve the matier within 30 (thirly) business days;

In the instance where the matters referred to in 13.2 were not
successfully resolved, the mattef shall be referred lo the Executive
Mayor fo mediale the issues within 30 (thirty) business days of recelpt
of a formal dispute from the Employee.

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

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

GENERAL

14.1

14.2

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

Nothing in this agreement diminishes the obligations, duties or
accountabiliies of the Employee in terms of his contract of
employment, or the effects of exisling or new regulations, circulars,
policies, directives or olher instruments.
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Performance Agreement  2020/2]

Thus done and signed al
2020.

AS WITNESSES:

S

1, A\ (CAi=e)
¥

2.

Dir.:

on the /_ day June of

IPAL M

WM
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Performance Agreemenl 2020721

Thus done and signed at _hﬁmmi __onlhe _[Sﬂ day rune of 2020,

AS WITNESSES: )
t:ﬁ/ 3
e s lpgioncs
== DIRECTOR
2!

Dir,: | MM %’
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Annexure B 2020/21
Cluster Leading Competencies
Compelency Name Etrategic Direction and Leadership
Provide and direct a vision for the ingtitution, and inspire and deploy others
Competancy Definition to deliver on the strategic instilutional mandate
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
= Undersiand = Give direction to & |« Evaluate all activilies to |e Slructure and position
ingtitutional and leam in reafising the | determine value and| the Instifulion to local
departmenial Inatitution's  sirategic | alignment 1o elralegic | govemment pricrities
strategis mandate and el | intent * Actively use in-depth
objeciives, bul | objectives = Display indepth |  knowledge and
lacks the abillly |+ Hag & posilive impact |  knowledge end | understanding I
to Inspire others and Influence on the understanding of stralegic develep and implament
lo echieva sel morale, engagement | planning a comprehensiva
mandale and paricipation of | « Afign stralegy and goals |  institulional framework
e Desoriba  how team members acrose all functional areas |« Hold self accountable
specific  tasks |« Develop actions plans = Aptively define | for stategy execulion
link to to exacule and guide | performence measures to | and results
inslitutional sirategy monilor the progress and (¢ Provide impact and
strategies  but | implementation effactiveness of the | influence through
has limiled | = Assist in defining |  institution building and
Influence in parformance « Consislently  challenpe maintalning  sbrategic
direcling measures to monitor | strategic pians to ensure | relationehips
strategy the progress and| relevance = Creale an environment
eHas a basic | effeclivencss of fhe » Underetand  Institutional | that facililates loyailty
understanding of Inatitution siruciures and polifical |  and innovation Dizplay
institutional ¢ Displays an | factors, and the | & superior level of self-
performance BWATENess of | consequences of actions diecipline and Integrity
management, institutional stuctures | « Empower others 1o follow |  in actions
bul lacke the | and political factors slalegic  direction 8nd |+ Integrate varlous
ability 0 | = Effectively deal  with  complex| systeme inle a
integrale communicate bamiers |  sltuations caollective  whole  to
eystoms into & | 1o exscution o | = Guide the  insfitution | optimise  instilutional
collective whole relevant parlies through complex and | performance
* Demonstrale 2 | Provide guidance to ambiguaus cancarn management
basic al stakenolders in the [ « Use  uncerstanding of |+ Uses understanding of
understending of | achisvement of the power relationships and | compeling interests fo
key declsion- | strategic mandate dynamic lensions among | manoeuvre
makers *Undersland the aim [ key players to freme | successfully to a
end objectives of the | communications and | winfwin outcome
institution and refste it develop $tralegies,
to own work positions and alliancas
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Annexure B 2020/21
Cluster Leading Competencies |
CGom pulency Name Feople Managemeni
Effectively manage, Inspire and encourage people, respect diversity,
Computency Definifion | optimise talent and build and nurture relationships in order to achieve
institutional objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED _BUPERIOR
«Parlicipaie in |«Seek opportunities o |« Identily ineffective team | « Develop and
team goal- | Increase team | and work processes and | incorporate  best
sefling and | contribution and | recommend remsedial | praclice people
problem responsiblity interventions management
soiving *Respecl and supporl | « Recognise and reward | processes,
elnferact end | the diverse nature of | effeclive and deeired | epproaches and
collaboraie others and be aware of | behaviour lools moross the
with people of | the benefits of @ diverse | « Provide mentoing and | instilution
diverse approach guidance to others in | » Fosler a culture of
backgrounds « Effectivaly delegale (| order 1o Increass | discipling,
s Aware of | laske end empower | personal effectiveness responsibility and
guideiines for | others to  increase |« ldenlify  development | accountability
employee contribution and| and leaming needs |eUnderstand 1the
development, execute functions | within the teeam impaot of diversity
but  requires | optimally = Build a work | In perlormance
support in | «Apply relevant | environment conducive | &nd aciively
implementing employee  legislation | to sharing, innovation, | incorporate a
development fairly and consistently ethical behaviow and | diversity strategy
iniliatives sFaclitate team goal | professionalism in the institution
seling and problem- | sinspive a culture of | = Davelop
golving performance excellence | comprehensive
= Effectively identify | by giving positve and | Integrated
capacity requirements | constructive feedback 1o | stralegies  and
o fulfil the skategic | the team approaches  to
mandate s Achieve - agreement or | human . capital
CONSensue in | development and
adversarial : management
enviranments o Actively  identify
»Lead and unile diverse | trends and predict
leams across divisions | capacity
to achieve insfitutional | requirements to
objectives facilitate  unified
transition and
pariormance
management
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2020/21

Ciueter

Leading Competencies

Competency Nama

Program and Project Management

Abie To understand program and project management mathodoiogy,

Competency Definition | plan, manage, monitor and evaluate specific activilies in order o
o deliver on set objeciives
ACHIEVEMENT LEVELS _

BASIC COMPETENT ADVANCED SUPERIOR
Initiate projects | « Establish broed | » Manage muliiole Understand and
after approval from sialeholdar programs and conceplualise
higher authorities ivolvement  and balance  priorities the  long-term
Understand communicate  the and conflicis implicatione  of
pracedures of project slatus and according to desired project
program and key milestones institutional goals outcomes
project ¢ Define the roles Apply effective sk Direct a
management and responsibilities managemeant comprehensive
methodology, of the project team slralegies  through sirategic macro
implications  and end create clarity impact assessment and miero
slakeholder around and resSoUrce analysis and
involvement expectations requirements scope  projects
Understand the |e Find a2 balance Modify project scope accordingly  to
rational of projects belween  project and budget when reallse
in relation to the deadiine and the required without institutional
institution's guality of compromising  the objectives
strategic ohjectives deliverables quadity and Consider  and
Document and |« Identify appropriale objectives of the iniliate projects
communicate project resources lo projeci that focus on
faciors and sk facilitate the Invalve top-level achievement of
associated  wilh effective authorities  and | the longterm
o work ! completion of the relevant o
Use resulis and daliverables . slakeholders in Influence people
approaches of |+ Comply with seaking project buy- | - in positions of
successful project stalutory : : authority to
implementation as requirements  and Identify and apply implement
guide apply policies In a contemporary - outcomes of

consistent manner project management | projects
= Monitor  progress methodology Leed and direct
and use of Infliuence and franslation  of
resources and motivate project palicy into

make needed team o deliver workable

adjustments o exceptional results actions plans

fimelines, steps, Monitor policy Ensures that
and resource implemeniation and programs  are
allocation apply procedures io monitored  to
manage risks track  progress
and optimal

resolrce
utilisation, and
thet adjustments
are made g8

needed

Ay
* P
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Annexure B 2020/21
Clusfer Leading Competencies
Competency Name [ Financial Management
Able to compile, plan and manage budgets, control cash flow,
institute financial risk management and administer procurement
Compatency Definitlon | processes in accordance with recognised financial praciices. Further
to eneure that all financial transactions are managed in an ethical
manner
- ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANGED SUPERIOR |
* Understand basic |« Exhibitknowiedge | Take active Develop planning
financial concepls of general financig| ownership of tools to assist in
and methods as concepts, planning, planning, evaluating and
they relate to budgeting, and budgeting, and monitoring future
institutional forecasting and forecast processes expsndilure
processes and how they interrelate and provides trands
activities = Assess, ldentify credible answers to Sel budget
= Dieplay and manage queries within own frameworke for
awarenass inlo financial risks responsibility the Inetitution
the vanious = Assume a cost- Prepare budgets Set strategic
sources of Baving approach to thet are aligned io direction for the
financial data, financial the strategic Institution on
reporiing management abjectives of the expendilure and
mechanisms, » Prepare financial institution other financial
financial repors based on Address complex processes
govarnance, gpecified formats budgeling and Build and nuriure
processes and « Consider and financlal partnerships to
Bystems understand the management improva financial
= Understand the financial COTCENE ) management and
imporiance of implications of Put eysterns and achisve financiaj
financial decisions and processes in place _savings
accountability suggestions _toenhance the Aclively identify
¢ Understand the = Ensure that quality and integrity and implement
imporiance of delegation and of financial nevr methods to
asset control instructions as management improve assat
reguired by praclices condrol
National Treasury Advise on policies Display
guidelines are and procedures professionalism in
reviewsd and regarding asset dealing with
updated control financial datg and
= |dentify and Prarnote National plocasses
implement proper Treasury's
monitoring and regulatory
evaluation praclices framework for
lo ensure Financial
appropriate Management
spending against
budget
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= Cluster Leading Compelencies = i
Competency Name Change Leadership

Competancy Definition

Able to direct and initiate instiutionad transtarmation on ail levels in
order o successfully drive and implement new inilistives and

deliver profﬂ%m_nq sa&mnvices fo the community
ACHIEY. LEVELS .

BASIC COMPETENT ADVANCED | SUPERIOR |
Display en * Perform en enalysis |e Actively monitor « Sponsor
eweareness of change of the change Impact change Impact and chanpe
interventions, and on the social, results end convey agents and
the benefits of poliical and progress to relevant oneale o
iransformation ecanumic stakeholders network of
initiatives emvironment » Secure buy-in and chanpe
Able to idenfify basic |= Maintain calm and sponsorship for leadars who
needs for change focus during change change inlliathves suppoit the
Identify gaps * Able lo essistteam |+  Continuously interventions
between the cument mern bers during svaluate change = Actively
and desired state change and keap siralegy and design adapt current
Identify polentiad risk them focused on the and introduce new slruciures
and challanges to deliverablas appioaches o and
raneformation, = Volunteer lo lead enhance the processes lo
inchyding resistance change efforts Institution’s ncorporate
to change faciors oulside of ewn work effectivaness tha change
Perticipate In change team e Build &nd nurure inlerventiong
programs and e Able to gain buy-in relationships vilth =  Mentor and
piloting change and approvel for various stakeholders guide taam
interventions chenge from io establish strategic membere on
Understand the relevant alllance in facilitating | the effects of
Impact of change slakeholders change changs,
intervantions onthe |= Identifychenge . |= Take the lead in reslatance
institution within the readiness levels and impaciful change factors and
broader scope of assistin resolving |  programs - how o
Hocal Ggovernment. registance to change |+ Bsnchmark change integrate

factors interventions ageinst |  change
« Design change besi change *  Motivale and
interventions that praciices ] Inspire others
are pligned with the  |e  Understand the around
instilution's strategic impact and change
objectives and goals |  psychalogy of miiatives
change, and put
remedial
Intervantions in
place to faclilate
effactive
transformation
» Take calculated risk
and seak new ideas
from best practice
&cenewios, and
identify the potential
for implementation
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Cluster Leading Competencies = o
Compseiency Name Govemnance Leadership
Able 1o promote, direet and apply professionaliem in managing risk
and compliance requirements and apply & thorough underelanding
Competency Definition | of governance praclices and obligations. Further, able to direct the
conceptualisation of relevant poficies end enhance cooperative
governance relationships
o ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
¢ Displayabasic [¢ Displaya ¢ Able to link risk * Demonsbete g
awarensas of thorotgh inftistives into key high level of
rigk, compliance understanding of institutional ohjectives commiiment in
and govemance governance and and drivers complying with
faciors bul risk and ¢ ldentify, enalyse and governance
require guidance compliance measure risk, create requiremants
and faciore and valid risk forecasts, &  Implement
development in implement plans and map risk profies povemance and
implementing lo address these |«  Apply risk conlrol compliance
&lich * Demeonstrate methodology and atrateqy to ensure
requirements undersianding of appraaches lo prevent | achievement of
+ Undemstand the the techniques and reduce risk that institutional
siructure of and processas for impede on the oblectives within
cooperative oplimising rigk achievermant of the legislative
government but taking decisions instilutional objectives framework
requires within the ¢  Demonelrate a * Able toadvise
guidance on institution thorough Local Govemment
foslering = Aclively drive understanding of rigk on risk
workable policy formulation retertion plans management
relationships * within the «  |dentity and ) sirategles, bast
betwaen instiulion to implement practics
stakeholders ensure the comprehensive rigk imlerventions and
= Provide input achlevement of management systems |  compliance
into polcy abjectives and procassas management
formulstion » Implement and (* Able fo forge
monilor the positive
formutation of policies, rulalnmshipﬁ on
ideniify and analyse cooparative
canglrainis and govemancs lavel to
challenges with |  enhance the
implementation  and effectivensas of
provide kiocal government
recommendations for [« Able fo shape,
improvemeni direct and drive the
formulation of
policies on a macro
lavil

&)
?\:@ﬁ?«.
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Cluslar Core Compelancles s
Competency Name | Moral Competence
Compatency Able to identify moral triggers, apply reascning that promotes honesty
Dofinition and inlegrity and consistently display behaviour that reflects moral
coimpetence
. ACHIEVEMENT LEVELS )
BASIC COMPETENT ADVANCED SUPERIOR
= Realise the s Conduct seff in o {denlify, develop, and Creaie an
impact of elignment with the apply measures of seli- anvironment
acling with values of Loeal comection conducive of
integrity, but Govemmentand |« Able fo gain trusl and moral practices
requires thi Inatitution respect through aligning Aclively develop
guidance and + Able to openly aclicns with and implement
developmeni in admit own commitments measures Lo
Implementing mistakes and * Make proposals and combat fraud
principles wesknesses and recemmendations thal and corruption
= Follow the eeek agsisiance are transparenl and gain Set intagrity
basic rules and from others when the approval of relevant standards and
regulations of unable to delivey siakeholders shared
the Instilution » Actively report e Present values, beliefs accotnability
= Able to identify fraudulent activity and ideas thal are messunes
basic maral and corruplion congruent with the across the
siluations, but within loeal institution’s rules and institudion to
raguires government regulations support the
guidance and e Undergland and « Takes an active slance objectives of
development in honour the against corruption and local
undarstanding confidential nature dishonesty when noted povemmart
and 1easoning of matiers withoul | »  Actively promote the Take
with moral + seeking personal value of the instituton to respongibility for
intent gein internal and external own actions and
+ Able to dea| with stakeholders . Oecisions, even
sltuations of » Able to work In urity with | W the
conflict of interest a team and not peak CONSequances
promptly and in the personal gain ; are
local government principles consistently o
achieve moral declsions
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Cluster Core Compalencies e
Competoncy Nams | Planning and Organising )
Compatency Able fo plan, prioritise &nd organise nformation and resaurces effectively
Definition lo ensure the quality of service dslivery and bulld efficient contingency
plans 1o manage risk
ACHIEVEMENT LEVELS .
BASIC COMPETENT ADVANGED SUPERIOR
e Able to follow o Actively and »  Ableto dsfine Focus on broad
basic plans and appropriataly inslilutional girategies and
organise tasks organiss objedlives, develop inftistives when
around pet infermation and comprehensive developing
objectives resoUrcas plans, integrate and plans and
» Understand the reguired for a coordinate activitias, sctions
process of L&sk and essian Able to project
planning and Recopnise the approprinte and forecasl
organising but wigancy and resources for short, medium
requires importance of successiul and long term
guidance and Eanks implementation requirements of
development in |« Balance shorl s |dentify In advance the Institution
providing and long-emm required siages and and local
detailed and plates and goals aclions o complele povemment
comprehensive and incorporate tasks and projects Transiate policy
plans into the taam's = Schedule realisfic into retevant
s Able to follow timelines, objectives projects to
existing plans objectives and milestones for faciiitate the
and enslire thal Schedule tasks to iesks and projects - achievement of
objectives are ensurethey are =  Produce clear, inslitutionsl
met performed within detaited and objectives
*  Focus on shori- budget and with comprehensgive -
lamm ohjectives efficient use of . plans o achieve
in devaloping tima and - instituliong|
plans and resources ohjectives :
actions Measures = ldentify possible risk
= Arange progress and factors and dasign-
information and monitor and implement
resources performance appropriate
required for a results conlingency plans
task, but require »  Adapt plane in light
further struciure of changing
and organisation circumstances
s Prioritise lasks and
projects sceording (o
their relevant
urgency and
_ Imporiance
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Clugter Core Compelencies
Competency Name - | Analysis and Innovation _]
Able fo critically analyse information, challenges and trends (o
Competency establish and implemant facl-based eolutions that are innovative
Definition to improve Institutional processes in order to achieve key strategic
objectives _
ACHIEVEMENT LEVELS :
BASIC | COMPETENT ADVANCED SUPERIOR
o Understand the |e Demonstrate logical |» Coaches team + Demonstrale complex
basic cperation prablem solving members on analylical and problem
of analysis, but techniques and analytical and solving approaches
lack detall and approaches and innovative and technigues
thoroughness provide rationgle for | appromchesand [« Create an emvironment
» Abla io balsnce recommandations lechniques conducive {p enalytical
inglependent s Demonstrate » Engage with and fect-based
analysis with objectivity, ingight, appropriate problem-solving
requesting and thoroughness Individuals In = Analyse, recommend
assislance from when analysing analysing and solutions and monitor
others problems resolving complex | frends in key
s Recommend + Able o break down problems challenpes (o prevent
new ways to complex problems |« |dentify solutions and manege
perform tesks inlo manageable ON Vanious areas accurrence
within own parte and identify in the institution |+ Creste an environment
function solutions = Formulate and thal fosters innovative
* Propose simple  |= Consull internal and | implement new thinking and follows &
remedial external ideas throughout learning organisation
interventions slakeholders on tha institution approach
that marginally opporiunities fo » Able 1o gain |+ Be & thought leader on
chellenges the improve processes apr«mi and buy- | innovative customer
stalus quo and service delivery | In for proposad service delflvery, and
e Listen to the » Clearly interventions from - |  process optimisation
ideas and communicate the relevanl + Play an active role in
perspeclives of benefita of new siakeholders sharing best practice
others and opportunities end e ldenlify frends and | solutions and engage
explore innovative solutions |  best practices in In national and
apportunities o o etakeholders process and intemnatianal local
enhance such  |» Conlinuously identify | service delivery govarnment seminars
innovative opportunities o and p and conferences
thinking enfance internal institutional
pracesses application
e Identify and analyse |« Continuously
opporiunities engege in
conducive o research to
Innovative identify client
approsches and needs
propose remedial
intervention
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Cluster Core Compelencies
Competency Name | Knowledge and Informaltion Menagement

Competency Definition

Able to promote the generation and sharing of knowledge and
information through various processes and media, in order to

enhance the colleclive knowledge base of local government

ACHIEVEMENT LEVELS .
i BASIC COMPETENT ADVANCED SUPERIOR
» Collect, o Useappropriale | ¢ Effectively predicl | « Create and
categorise and Informaion fulure information Buppoil & vision
track relevant systems and and knowledge and cullyre where
Information iechnology o managemeant feam members
required for manage requirements and are empowerad to
specific lasks institutional syslems seak, gain and
and knowledge and | e Develop standerda |  share knowledge
« Anslyse and information and processes lo and information
interpret sharing meet fuiure » Establish
information to = Evaluale dala Knowledge parinerships
draw from various management across focal
conclusions sources and use needs government fo
s« Seek new information #+ 8hare and facilitate
sources of effectively to promuote best- knowledge
information 1o influence praciice management
Increasa the decisions and knowledge « Demonsirate a
knowiedge provide solutions managemaent meture approach
base » Aclively create across various o knowledge and
* Regularly machanisms and Institutions information
ghare structures for s Establish accurate sharing with an
informaticn sharing of measures and abundance and
and knowledge tnformiation .monitering assistance
with intemal » Use axtarnal and systems for approach
slakeholders internal knowledge and - | « Recognise and
and tegm resources o information explolt knowladge
members research and managamenl pointe in
provide relevant | « Create a culfure interactions with
and culling-edge conducive of intemnal and
knowledge fo leaming and exiernal
enhance knowledge sharing stakeholders
insfilutional « Hold regular
cffectiveness and knowledge and
efficlency Information
sharing sessions
to elicil new ideas
and share best
praciice
approaches
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Cluster Gore Compelencies
_Compstency Neme | Communicalion
Able to share information, knowledge end jdees in a clear,
Compatenicy focused and concise manner appropriale for the audience in
Dusfinition order to effectivaly convey, persuade and influence stakeholders
lo achieve the desired outcome
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED BUPERIDR
* Demonstrate an | « Express ideas | o Effeciively « Regarded as a
understandiryg to individuals communicate high- specialist In
for and groups in risk and sensilive repctiations
communicallon formal and matiers o relevant and
levers and tols informal slekeholders representing the
apprapriale jor seftinge Inen | « Develop a well- institution
the audience, manner thal is defined + Able lo inspire
but requires interesting and communication and molivale
guldance in mothvating strategy others through
uthlising such « Able o o Balance political positive
tools understand, perspectives with communication
s [Express ideas in toleyate and institutional needs that is impactful
a clear and appreciate when communicating and relevant
focused manner, diverse viewpoints on » Creales an
but doas not perspoclives, complax issues environment
always lake the atitudesand | « Able {o effectively conducive to
needs of the belisfs direct negotiations - [renaparent and
audlence into s Adapl around complex productive
consideration communication matters and amive at communication
¢ Dissemineleand .| content and 8 win-win eituation ‘and critical and
convey siyle to svitthe |  thal promotes Batho apprecialive
information and audience and -Pele principles - conversatione
knowledge faclilate o Marketand promote | « Ableto
adequaely optime)| the inslifution to coordinate
information exiemal stekeholders liations at
transler and seek to enhance di I levels
¢ Dealiver content a positive image of within loos!
in &8 manner the Institution governmenl and
Ihat gains e Able to communicale extemnally
support, with the media wilh
commitment high levels of moral
and agreement competence and
from relevant discipiine
slakeholders
« Compile clear,
focused,
concias and
wall-structured
written
documents

b
i
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Chister Core Comipetencies
__Competeney Name | Resulls and Quality Focue
Able 1o maintain high quality standards, focus on achieving
results and objectives while consistently striving to exceed
Compsiency Dafinition | expecialions and encourage olhers lo meet qualily standards.
Furiher, to actively monllcr and meaesure results and quality
Inst identified objectives
ACHIEVERMENT | EVELS
BASIC COMPETENT ADVANCED SUPERIOR

» Undersiand Focus on high- » Consistently verify |  Coachand
qualily of work priority actions own standards puide others to
but requires and does not and oulcomes lo exceed quality
guidance in become ensure quality standards and
atlending fo disbracled by output resulls
important lower-priority Focus on the end Develop
matiers activities result and avoids challenging,

s Show a basic Display firm being distracted ollent-focused
commitment to commitmnent Daemonstrate a poals and seis
achieving the and pride in determined and high standards
correct resulis achieving the committed for personal

« Produce lhe corect results epproach to performance
minimum level Set quality achieving rasulls Commit to
of results standards and and guality exceed the
required in the dasign siandards resulls and
role processes and Follow taek and * qualkty standards,

= Produce tasks around prajects through monitor own
oulcomes that achleving sal tc completion performance and
is of a good standards Sel challenging implement
standarg Produce cutput . goals and remedial

« Facus on the of high quality objectives to self interventions
quantity of Able to balance and team end - when required
outpul but the quantity and display Work with team
requires quallty of resulls commitment fo - io set ambitious
development in in order to achieving and challenging
incorporating achleve expectations team goals,
the guality of objeclives Maintain a focus communicating
work Monitors on quality oulputs long- and shorl-

= Produce quality progress, quality when placed term expeciations
work in general of work, and use under pressure Take appropriate
circumstances, of resoufces; Establishing risks fo
but fails fo mest provide status inatitutional accamplish goals
expectalion updates, and syslems for Overcome
when under make marnaging end gathacks and
prassure adjustmentis as assigning work, adjusl action

needed defining plans to realise
responsibilities, goals
iracking, Focus people on
manlienng and critical scthvities
measuring that yield & high
EUCCeRS, impact
evaluating and
valuing the worl
of the institution

M

o &
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Performance Agreemenl 2020721

Performance agresment made and entered into by and batween

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

and

Desiree Arrison, the Director; Management Services (herein and after referred as
Employee) for tha period 1 July 2020 to 30 June 2021

Where as

a. The Employer has entered Into a contract of employment with the
Employee in terms of section 57(1)(a) of the Local Government:
Municipal Systems Act 32 of 2000 (“the Systems Act”). The Employer
and the Employee are hereinafler referred as “the Parlies”,

b. Seclion 57(1)(b) of the Systems Act, read with the Contract of
Employment concluded between the parties, requires the Parties fo
conclude an annual performance agreement:

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

d. The Parties wish to ensure that there is compliance with Sections
b7(4B) and 57(5) of the Systems Acl

1. INTERPRETATION

1.1 Inthis Agreement the followings terms will have the meaning ascribed
therelo:

1.1.1 “this Agreemert' — means the performance agresment
between the Employer and the employee and the Annexures
thereto;

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

1.1.3 “the Employee” means the Director appointed in terms of
Section 82 of the Struclures Act:

1.1.4  "the Employer” means Overstrand Municipality; and

1.1.5 “the Parties” means the Employer and Employes.

’ Dir.:@ . W:& @1 @_
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PURPOSE OF THIS AGREEMENT

21  To comply with the provisions of Section 57(1)Xb)(4B) and (5) of the
Systems Act as well as the Contract of Employment entered inlo
between the Partlas;

2.2 To specify objeclives and largels established for the Employee and to
communicate to the Employee the Employer's expectations of the
Employee's performance targets and accountabilities:

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

24 To monitor and measure performance against set targeted outputs
and oulcomes;

25  Toeslablish a fransparent and accountable working relationship;

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

2.7 To give effect to the Employer's commitment to a performance-
orientated relationship with the Employee In altaining improved
service delivery.

COMMENGEMENT AND DURATION

31 This Agreement will commence on 071 July 2020 and will remain in
force until 30 June 2021 where-after a new Performance Agreement
shall be concluded between lhe parties for the next financial year or
any portion thereof;

3.2 The Parties will conclude a new Performance Agreement that replaces
this Agreement at least once a year by nol later than 31* of July of the
succeeding financial year;

33  This Agreement will terminate on the termination of the Employee's
conlract of employment for any reasan;

3.4 i at any time dwing the validily of the agreement lhe work
environment alters to the extent that the contents of the agreement
are no longer appropriate, the contents must by mutual agreement
between the parties, immediately be revised; and

3.5  Any significant amendments or deviations must take cognizance of the

requirements ol seclions 34 and 42 of the Municipal Systems Act and
Regulation 4(5) of the Regulations,

PERFORMANCE OBJECTIVES

4.1 The Performance Plan (Annexure A) sels out —

3
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4.11 The performance objectives and targets that musl be met by
the Employee;

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

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

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

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

4.2.2 Key performance indicators thal provide the details of the
evidence thal must be provided lo show that a key abjective
has been achieved;

4.23 Targel dates that describe the timeframe in which the largets
must be achieved; and

424 Weighlings showing the relative importance of the key
objectives to each other. .

43  The Personal Development Plan (Annexuré ©C) sels out the
Employee's personal developmenl requirements in line with the
objectives and targets of the Employer; and

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

PERFORMANCE MANAGEMENT SYSTEM

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

9.2  The Employee accepts that the purpose of the performance
management system will be to provide a comprehensive system with
spacific perfformance slandards to assist the employees and service
providers to perform to the standards required;

2.3 The Employer must consult the Employee about the specific

performance standards and targets that will be included in the
performance management system applicable to the Employee:

4
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Performance Agreement 2020/21

54  The Employee underiakes to aclively focus on the promotion and
implementation of the key performance indicators (including special
projecls relevant to the employee’s responsibilities) within the local
government frameworl;

5.5 The criteria upon which the performance of the Employee shall be
assessed shall consist of two components, Operational Performance
and Competencies both of which shall be contained in the
Performance Agreement;

5.6 The Employee's assessment will be based on his performance in
terms of the oulpuls/outcomes (performance indicators) identified as
per atlached Performance Plan, which are linked to the KPAs, and will
consfitute 80% of the overall assessment result as per the weightings
agreed to between the Employer and Employee:
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5.7 The Compelencies will make up the other 20% of the Employee's
assessmenl score. The Competencies are spill 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.
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PERFORMANCE ASSESSMENT
6.1 The Performance Plan (Annexure A) to this Agreement sets out —

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

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

6.2  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:

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

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

6.5  The Employee will submit quarlerly performance reports (SDBIP) and
a comprehensive annual performance reporl at the fourth evaluation at
least ane week prior lo the performance assessment meetings to the
Evaluation Panel Chairperson for distribution to the panal members for
preparation purposes; : :

6.6 Assessment of the achievement of results as outfined in the

performance plan; :

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

6.6.2 A raling on the five-point scale described in 6.2 below shall be
provided for each KP| or group of KPIs which will then be
multiplied by the weighting to calculate the final score;

6.6.3 The Employee will submit his self-evaluation lo the Employar
prior {o the formal assessment:

6.6.4 In the instance where the employee could nol perform due to
reasons outside the control of the employer and employes, the
KPI will nol be considered during the evalualion. The
employee should provide sufficient evidence in such instances:
and

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

6.7  Assessment of the Compelencies:

B g
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6.8

6.9

6.7.1 Each Competency will be assessed in terms of the
descriptions provided (Annexure B) on 2 3B0 degree basis
during the mid-year and year-end reviews and will inform the
final score awarded by the evalualion commitiee. 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 each Competency which will then be multiplied
by the weighting fo calculate the final score; and

8.7.3 An overall score will be calculaled based on lhe lotal of the
individual scores calculated above,

Overall rating

6.8.1 An overall raling is calculated by adding the overall scores as
calculated in 8.6.5 and 6.7.3 above; and

6.8.2 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:

¥ _
4 ' :
2
l .
i

Outsipnidng Performance  Pully efective Pl Fully Unaccegtatle
perormance  signifcanly elfective pErformance
nlrie
ekpctafion:

Terminology Description

Ferformance Tar exceeds the standard expectad of an

employee at this level. The appraisal indicales that the
Outslanding Employee has achieved above fully effective results against
performance all performance ciiterla and Indicators as specified in the PA

and Performance plan and mainiained his In all areas of
| responsibility throughout the year,
Parformance Performance Is significantly higher than the standard
significantly expected in the job. The appraisal indicetes that the
above Employee has achieved above fully effeclive resulls against
expeciations more than hall of the performance criteria and indicators and

7
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Terminology Description
lully achieved all others throughout the year,

Fully effective

Parformance fully meels the slandards expected in all areas
of the job, The appraisal indicates that the Employee has fully
achieved effeclive results againsl all significant performance
oriteria and Indicators as specified in the PA and Parlormance
Flan.

Not fully effective

Performance is below the standard required for the job in kay
éreas. Performance meets some of the slandards expected
for the job. The review'assessment indicates that the
employes has achieved balow fully effective results against
more than half the key performance critariz and Indicators as
specified in the PA and Performance Plan,

Unaceeptable
performance

.

Performance does nol meel 1he standard expecied for the Job.
The reviewfassessment indicates that they employee has
achieved below fully effective resulls against aimast all of the
perfomance chterla and indlcators as specified in the PA and
Performance Plan. The employea has falled lo demonstrate
the commitment or abllity to bring performance up to the level
expected in the job despile management sfforts to Eneourgge
imgrovemant,

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

raling scale:

Poor

Poor

Do not apply the basic concepts and methods 1o prool a basic

Advanced

Superior

Basic Competent

understanding of local govermment cperations and requires
exdensive suparvision and developmeant Interventions.

Basic

Applies bask: concepls, methods, and understanding of looal
government operations, it requires  supervision and
development Intervention,

Compatent

Develops and applies more progressive concepls, methods
and understanding. Plans and guldes the work of olhers and
executes progressive analysis.

Advanced

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

E.lparlar

Has & comprehensive understanding of local government
operalions, cilical in strategic shaping shrategic direclion,and

h

8
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Achlevement

Description

Leve|

change, devalops and applies comprehensive concepts and
| methods.

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

6.11.1 Municipal Manager,
6.11.2 Municipal Maneger from another municipality;

6.11.3 Chairperson of the Performance Audit Commitiee or in his/her
absence thereol, the Chairperson of the Audit Commitlee; and

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

6.12 The Municipal Manager will evaluate the performance of the Employee
as al the end of the 1* and 3™ quarlers; and

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

SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of the Empldyee In relation to his _performance
agreement shall be reviewed on the following dates with the
understanding that the reviews in the first and third quarler may be
varbal if performance is salisfactory: :

Review Period Review Lo be completed by

v July - September Dclober 2020 (informal)
2 October — December Fabruary 2021

3 January — larch April 2021 (Informal)

| April - June Saptember 2021

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

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

7.4 The Employer will be entitled 1o 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 ie made; and

7.5 The Employer may amend the provisions of Annexure A whenever the
performance managemenl system is adopted, implemented and/or

JCIW B
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amended as the case may be. In that case, the Employee will be fully
consulted before any such change is made.

8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan ( PDP) for addressing developmental gaps is
attached as Annexure C. Such Plan may bs implemented andfor amended as
the case may be after the each assaessment. In that case, the Employse will
be Tully consulted before any such change or plan s made.

9. OBLIGATIONS OF THE EMPLOYER

9.1  The Employer shall-

9.1.1 Create an enabling envionment to faciltate effective
performance by the employee;

8.1.2 Provide access {o skills development and capacity building
opportunities,

8.1.3  Weork collaboratively with the Employee to solve problems and
generaie solutions io common problems thal may impact on
the performanca of the Employee;

914 On the request of the Employee delegate such powers
reasonably required by the Employee 1o enable him to meet
the performance objectives and targets eslablished in terms of
this Agreement; and )

9.1.5 Make available to the Employes such resources as the
Employee may reasonably require from time to time assisting
him to meel the performance objectives and targets
established in lerms of this Agresment.

10. CONSULTATION

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

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

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

10.1.3 A substantial financial effect on the Employer.
10.2  The Employer agrees to inform the Employee of the oulcome of any

decisions taken pursuant to the exercise of powers contemplated in
clause 12,1 as soon as is practicable to enable the Employee to take

D”-o@ ['ﬂid-- ﬁ
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1. REWARD

1.1 The evalualion of the Employee's performance will form the basis for
acknowledging outstanding performance or correcting unacceptable
performance;

11.2 It is recorded thal by mutual agreement the Parlies have decided that
no perfarmance bonus will be paid to the Employee as the Employee's
total cosl of employment package is deemed to be adequate.

12. MANAGEMENT OF EVALUATION OUTCOMES

12.1  Where the Employer is, any time during the Employee's employment,
not satisfied with the Employee's performance with respect to any
matler dealt with in this Agreement, the Employer will give notice to
the Employee to atlend a mesfing;

12.2  The Employee will have the opportunity at the meeling 1o satisfy the
Employer of the measures being laken to ensure that his perlormance
becomes satisfactory and any programme, including any dates, for
implementing these measures;

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

124 Inthe case of unacceptable performance, the Employer shall -

12.4.1 Provide systematic remedial or ﬁaveidpm&nlal support lo
assist lhe Employee to improve his performance; and

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

13. DISPUTE RESOLUTION

13.1  In the sevent 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 eslablished in terms
of this Agreement, the Employee may within 3 (three) business days,
meel with the Employer with a view to resolving the issue. The
Employer will record the outcome of the meeling in writing;

13.2  If the Parties cannof 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;

L )
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13.3 In the inslance where the matlers referred to in 13.2 were not
successfully resolved, the matter shall be referred to the Execulive
Meyor lo mediate the Issues within 30 (thirty) 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 canlemplated above fails, the
relevant clause of the Contract of Employment shall apply.

14, GENERAL

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

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

Thus done and signed al \A‘“‘-“—V on the Zd’ day June of

2020,

AS WITMESSES:

. B

L

2 (R

MANAGER

@
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_ A
Thus done and signed at on the 'a _day June of 2020.

AS WITN

= R T DIRECTOR
: \—Iﬁ

. Dir.: @ MM: - %
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99,/265
Annexure B 2020/21
Clustor Leading Competencles
Competency Name Sirategic Direction and Leadershi
Provide and direct a vision for the institulion, end inspire and deploy others
Competency Definition | /3 P00 the sratodle nsutsonts nantae - "
ACHIEVEMENT LEVELS _
BASIC COMPETENT ADVANCED SUPERIOR
¢ Understand = Give direclion to & |« Evaluate all aclivities lo [» Structure and position
Institutional and | team in resfising the | determine wvelue and| the institwtion to local
deparlmental institution’s  strategic | alignment to siralegic | govemment priorities
strategic mandaie and sel| nlent Actively use In-depth
objectives, bul | objectives &« Display in-depth |  knowledge and
lacks the ability | e Has a posiive impact | knowledge and | understanding o
to inspire olhers | and influence on the | understanding of strategic | develop and implament
o achleve sel morale, engagement | planning f comprehensive
mandate and parlicipation of | « Align strelegy and goals | institulional frmmework
» Describe  how | leam members across all functional areas |« Hold sall accountable
epecific  tasks |« Develop actions plana | « Actively define | for siralegy execution
fink lo | toexecute and guide | performance measures to | end results
institutionsl slrateqy monitor the progress and (e Provide impact apd
slrategies  but implemeniation effeclivensss  of the | influence through
has limted |e Agsist in  defining | insfitution building and
influence in | performance = Consistently challenge | malnislning  stralegic
directing measures to monlior | sirategic plans fo ensure | relationships
slrategy the progress and | relevance Creala an environmeni
wHas @& basic effectivensss of the | e Understand  inslilutional | that facilitates loyalty
understanding of institution shuctures and political | and innovation Display
institutional ¢ Displeys an | factore, and the | = superior level of seif-
perfarmance SWATENEES of | coneequences of aclions diagipline and inlegrity
management, inetitutional etruchures | » Empower olhers to follow | I actions
but lacke the | and poliical factors strategic  direction and |* Integrate vanous
ebility to | » Effectively deal . wilh complex| systemsa inlo a
inlegrale cammunicate bamiers | shuallons collectve whole  fo
Eystems into a8 | to exscution to | e Guide - the  instiluion | Optimise  institulional
collective whole |  refevant parfies through  complex and | performance
* Demonstrate & |« Provide guidance to | ambiguoue concern | management
besic all stakehalders in the | » Use  undersianding of |» Uses understanding of
understanding of | achlevement of fthe | power relationships and | compeling interests to
key decision- | gtrategic mandate dynamic lensions among | manceuvre
makers s Understand the aim | key players to frame | successfuly to a
and objectives of the | communications and | winMwin cutcome
institution and relate Il |  develop stralegies,
o own work positions and alliancas
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Annexure B 2020/21
[ Cluster Leading Compelenclies )
Competency Name People Management
Effectively manage, inspire and encourage people, respecl diversily,
Competancy Definition | optimise falent and build and nurture relationshipe in order to achieve
institutional objectives
___ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED BUPERIOR
s Participate »Seek opportunities to | e ldentify ineffective team | « Develop end
team goal- | increase teamn | and work processes and | incorpovate  best
setiing and | econtribulion end | recommend remedial | praclice people
problam responsibility interventions management
solving «Respect and support | » Recognise and reward | processes,
einteract and | the diverse nalure of | effectve and desired | epproaches and
collaborate others and be aware of | behaviour tools scross the
with peopie of | the benefils of a diverse | = Provide menloring and |  Instilution
diverse approach guidance o others in | = Foster a cullure of
backgrounds » Effectively delegate | order 1o  increase | discipfine,
» Aware tasks and empower | personal effectivencss responsiblity and
Quidelines for | others to increase | sidentify  development | =ccountability
employee contribution and | end jeaming needs | s Understand  ihe
development, executa funclions |  within the team impact of diversity
but  requires | optimally e Buiid a work | in ce
support = Apply relevant | environment conducive | and aclively
implementing employee  legislation | to sharing, innovation, | incorporate a
development fairly and congistently ethical behaviour gnd | divemsily sirategy
Inttlatives «Fecllitate team goal | professionalism In the institution
seling and problem- | sinspire & culture of | » Develop
solving performance excellence | comprehensive
o Effectively identify | by, giving positive and | Integrated
capacily requirements | constructive feadback to | strategies  and
to fulfil the stategic| the team - : approaches o
mandate vAchieve agreement human  capital
coneensus “in| development and
adversarial management
environments o Actively Identify
*Lead and unite divarse | frende and predict
teams acrogs divisions | capacity
to achieve instilional | requirements o
objectives facilitate  unified
transition and
performance
management

M
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Annexure B 2020/21
| Chugter Leading Competencies
| Compstency Neme | Program end Project Management
Able fo understand program and projeci management methodology:
Competency Definition | plan, manage, monitor and eveluste specific activities in order to
deliver on set objeclives
ACHIEVEMENT LEVELS
BASBIC COMPETENT ADVAHCED SUPERIOR
* Initiate  projects Establish  broad |» Manage  multipie Understand and
afler approval from slakeholder programs and concoaptualise
higher suthorities Involvement  and balance  priorities the long-term
¢ Understand communicate the | and conflicls implicalions  of
procadures of project status and ecoording to desired project
program and key milestones institutional goals culcomes
project Define the roles |« Apply effective risk Direct a
management and responsibilities managemant comprehensive
methodology, of the project team sirategies  through stralegic macro
Implications  and and cregle claly Impact assessment and micro
stakeholder around and résource analysis and
involvement expectations requirements scope projects
¢ Understand  the Find a balance |+ Modify project scope accordingly to
rational of projectz between  projec and budget when realize
in ralation to the deadline and the reguired withe ut Instilutional
institution’s quality of | rcompromising fthe| objectives
stralegic objectives deliverables quality and Consider  and
= Documeant and identify appropriate objectives of the initiate  projects
communicate project resources io project that focus an
factors and  risk facllitate the [ = Involve op-level achievament of
associated  wilh effective authorilies and the longterm
owin work completlon of the relevant objectives
= Use results and deliverables © stakeholders In Infiuence paople
approaches of Comply with seeking project buy- in positions  of
successful project statutory in authority to
implementation as requirements and [« Idenlify and apply | implement
guide apply policies in a contemporary oulcomes of
congislent manner project management projecis
MonRor  progress methoedology Lead and direct
and use of | » Influence and translation of
resources and| motivate project | policy Into
make needed team to deliver workable
adjustments o exceplional resulte actions plans
timelines,  steps, | = Monitor policy Ensures  that
and resource implementation and programs  are
allocation apply procedures to| monilored o
manage risks track progress
and oplirnal
resource
ufilisafion, and
that adjusiments
are made @s
nesded
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Annexure B 2020/21
Clustar Leading Competencies
Competency Name | Financial Management
Able lo complle, plan asnd manage budgets, contro! cash flow,
instilute financial risk mansgement and administer procurement
Gompetency Definition | processes in accordance with recognised financial practices. Furiher
to ensure that all financisl transaclione are managed in an ethical
manner
_ ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
« Understand basic Exhibit knowdedge |+ Take active Develop planning
financial concepts of general financial ownership of tools to assisl in
and methods as concapts, planning, planning, evalualing and
they relate fo budgeting, and budgeting, and monitering fullre
Institutional forecasting and foracasl processes expenditure
processes and how they interrelate and provides trends
activilies Assess, (denlify credible anawers to Set budget
= Display and manage gueries within own frameworks for
awareness into financial risks responsibility the Institution
the various Assume a cost- s Prepare budgets Sel strategic
sources of saving apprasch to that are alignad to direction for lhe
financial data, financial the strategic Ingtitulion on
reporling management objectives of the expenditure and
mechanisms, Prepare financial institution other financial
financial reporis based on ¢ Address complex processes
goVEmancs, speciiied formats budgeting and Build and nurture
pracesses and Consider and financial partnarships o
systems understand the manegement improve financial
= Understand the " financial concerns menagement end
impartance of implications of = Put systems and achieve financial
financial decigions and procegses in place savings
accountability suggestions to enhance the - Actively identify
» Understand the Ensure thal quality and intagrity and Implement
importance of delegation and of financial : new methods to
asset contral instructions as managemen Improve assei
fequired by praclices control
National Treasury | = Advise on policies Display
guidelines are and procedures professionalism In
reviewed and regarding asset dealing with
updated control financial data and
Idantify and ¢ Promoie Mational processes
implement proper Treasury's
menitoring and regulaiory
evalualion praclices framework for
to ensure Financial
appropriate Managemend
spending against
budget
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Cluster | Leading Compelencies L
Compstancy Name Change Leadarship
Able to direct and initlate institutional transformation on all levels in
Competency Definition | order to successfully drive and implement new initialives and
defiver professional and quality services to the community o
ACHIEVEMENT LEVELS o
BASBIC COMPETENT ADVANCED SUPERIOR
» Display an - Perform an analysis |« Actively monitor Sponsor
awareness of change of the change impact change Impact and change
interventions, and on the soclal, resulis and convey egents and
the benefits of political and progress to relevant create a
transformation sconomic slakeholders network of
initiatives environment ¢ Secure buy-in and changa
Able Lo [dentify basic Maintain calm and sponsorship for leadars who
needs for change focus during change change Inkiatives support the
Identify gaps Able to assistteams  [» Continuously interventions
between the cument members during evaluate change Actively
and desied skate change end keep strategy and design adapt current
Identify potential risk them focused on the and introduce new efructures
and challenges o deliverables approaches to and
ransformalion, Volunteer o lead enhance the procasses lo
inclyding resistance change efforts Instiiution's incorporate
lo change factors outside of ewn worl effectivaness fhe change
Parlicipale in change team o Build and nurture inferventions
programs and Able to gain buy-in refationships with Mentor and
pilcting change and approval for vanous stakeholders fiuicle team
intervantions change from to establieh sirategic memberns on
Understand the relevant alliance in facifilating the effecis of
impacl of change siakehplders | change change,
interventions on the Identify change 1* Take the lerd in resistance
institution within the readiness levels and | - impaciful change factors and
broader scape of assisl in resolving programs how (o
Hozal Ggovernment, registance to change [+  Benchmark change integrate
factors interventions against |  change
Design change best change Motivate and
intarventions thai praclices inspire ofhers
are aligned with the |« Undersiand the around
inslitution’s strategic impact and change
objeclives and goals psychology of initiatives
change, and put
remedial
interventions i
place to facilitale
effective
transformation
= Take calculated risk
end seak new ideas
from best praclice
scenarnios, and
identify the polential
for implementation
R ] e =g
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Annexure B 2020/21

Cluster | Leading Compelencies o c ¥|
Competency Name Govermance Leadarship

Able to promote, direct and apply professionalism in managing risk !
and compliance requirements and apply a thorough understanding
Competency Definltion | of governance practices and obligations. Further, able to direct the
conceptualisation of relevani policles and enhance cooperstive

—— DVEINanoe hahi
_muig% LEVELS

BASIC COMPETENT ADVANCED EUPERIOR
e Display a basic |» Displaya = Able 10 link risk ¢ Demonshate g
awareness of thorough initiatives into key high level of
risk, compliance understanding of inslitutional objectivas commiiment In
and governence povernance and and drivers complying with
Factors bul risk and = [ldantify, analyse and povemeance
require guidance complisnce measure rigk, creals requirements
and factors and valid risk lorecasts, o Implement
development in implerment plane and map risk profiles governence and
implementing toaddress these |« Apply rigk control compliance
euch o Demonstrale maihodology and stralegy to enaure
requiremeants undersianding of approaches to prevent |  achievement of
= Understand the tha techniques and reduce risk thal insfitutional
structure af and processes for | impede on the objectives within
cooperalive oplimising risk achlevemant of ihe legisialive
govemnment but taking declsions institufional objeclives framework
requires within the * Demonstraie a ¢ Able o advise
guidance on institution thorough Local Governmant
fostarding = Actively drive undemtanding of risk on risk
workable policy formulation retention plans = management
relationships within the = |dentify and straleglies, bost
between Institution fo irplamant practice
slakeholders ensure the comprehensive risk - imerventions and
= Provide input achievement of management sysiems | compliance
into policy objectives and procasses - meanagament
formulation « Implemeant end |* Able loforge
monitor fhe | posifive
formulation of palicies, refationshipe on
identify @and analyse | cooperative
constraints and | govemance jevel to
challenges with |  enhance the
implementalion end| effectiveness of
provida Llocal govemment
recommendations for e Able to shape,
Improvement direct and drive the
formulation of
policles on a macro
level
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Annexure B 2020/21
[ Cluster | Core Compelencies - T
| _Competency Name | Moral Competence
Compstency Able 10 ldentify moral nggers, apply reasoning that promoles honesty
Dedinttion end }r:m;fﬁty and consistently display behaviour that refiecls moral
competence . i
ik ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
o Reslise the Conduct seff in « {denlify, develop, and Create an
impact of alignment with the apply measurae of self- ehvironmeni
acting with vilues of Local correction condueive of
integrity, but Governmentand |« Able to gain vust and moral practices
requires the institution respect through aligning Actively develop
guidance and Able to openly actions with and implement
deveiopment in admit own commitments measures io
implementing mistekes and ¢ Make proposals and combal fraud
principles weaknesses and recommendations thal and corruption
» Foliow the seak assistance are Waneparent and gain Sal Inlegrity
basic rules and from others when the approval of relevant sfandards and
regulations of unabie fo defiver stakeholdars shared
ihe Instilufion Actively report = PFresenl valueg, bellefs accouniability
« Able to identify fraudulent activity and ideas that are measures
basic moral and coruption congruent with the across the
giluations, bul within local institution's nutes and ingtitution o
requires government regulations support the
guidance and Understand and » Takes an active stance objectives of
development iIn honour the egairst conuption and local
undersianding condidential nalurs dishonesty when noted govemimeni
and reasoning of matlers without | « Actively promote the” Take
with moral seeking personel valie of the institution io responsibility for
intenl @ain internzl and exiernal -own actions and
Able to deal with slakehoiders g decisions, even
situations of e Able to work in unity wilh if the
conflict dahr‘tdm ateam and not ssek - corsequences
promptly and in personal gain are
best interest of s Apply universs| moral unfavourable
local govarnment principles eonsistenty to
achieve moral decisions
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Annexure B 2020/21
Cluster Core Competencles Sl
Competonsy Name | Planning and Organising -
Competenc Able to plan, prioritise and organise information and resources effsctively
Definition y to ensure tha quality of service delivery and build efficient contingency
Il , _| plans to manage risk
ACHIEVEMENT LEVELS == _
BASIC COMPETENT | ADVANCED SUPERIOR _
s Able to follow »  Actively end o Able to define » Focus on broad
besic plans and appropriaiely inglitutionsl strateglos and
oiganise tasks organies objectives, develop initiatives when
around set Information and comprehenslve developing
objectives resources plans, inteqrate snd plans and
= Understand the required fora coordinate aclivities, actlons
process af task and assigh ¢ Able to project
planning and ®  Recognise the appropriaie and forecast
organising but urgency and resources for short, madium
requires importance of succassiul and long term
quidance and tasks implementation requirements of
developmentin | Balance short e Ideniify In advance the institution
providing and long-term required stages and and local
detailed and plans and goals actions 1o complele governmenl
comprehensve and incorporate tasks and projecte | Translate policy
plans into the team's s Schedule realistic into relevant
e« Abla to follow perfomance timelines, objeclives projects to
exisling plans objeclives and milestones for facliitate the
andensure that ¢ Schedule tasks to taske and projects achievement of
objectives are emsurethey are |  Produce clear, insilfutional
met performed within detailed and objectives
*  Focus on short- budgel and with comprehensive
term objectives efficiant uee of plang to achieve
in developing time and instifutional
plans and resources objectives
aciions e Measures lo  Idantify poesibie risk
e Arrange progress and factore and design
information and menior and implement
TESOUNGes performance appropriate
reguired for a results contingency plane
taek, bul require = Adapt plans in llght
furiher structure of changing
and organisation clreumstances
= Pricritiss taske and
projects according lo
their relevant
urgency end
1 Imperance ——
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Annexure B 2020/21
Gluster Core Competencies
Competency Name | Analysis and Innovation e
Able 1o crilically analyse information, chalienges and trends io |
Competency establish and implement fact-based solutions that are innovative
Definition to Improve institutional processes in order (o achieve key strategic
objectives
e ACHIEVEMENT LEVELS e——
BASIC COMPETENT ADVANCED _BUPERIOR
» Understend the |= Demonstrate logical |« Coaches team » Demonstrate complex
basic operation problem solving mermbers on analytical and problem
of analysie, but technigues and analytical and solving approaches
lack detall and approaches and innovalive and technigues
thoroughness provide rationale for approaches and |« Cregte an environment
« Able fo balance recommendalions technigues conducive to analytical
independent ¢ Demonstrate « Engage with and fact-based
anslysis with objectivity, insighi, appropriale problem-solving
regueasting and thoroughness individuals In » Analyse, recommend
assistanoe from when analysing analysing end solutions and monitor
alhers prablems resoiving complex | irends in key
+ Recommend # Able to break down problems challenges to pravent
new waye to complex prablems |« Identify solutions Bnd manspge
perform tasks intc manageahle on varioue aeas DCCUTEnce
wilhin own pearts and idenlify i the instituion |« Graate an environment
function solutions » Formulate and that fosters innovalive
¢ Propose simple  |= Congull internal and implement new thinking end follows e
remedial external ideas throughout lsaming erganisation
interventions slakeholders on the instilution approach
that marginally opportunities o » Able to pain = Be a thought leader on
challenges the improve processes approval and buy- | inhovative customer
status quo and service delivery | In for proposed sarvice delivery, and
# Listen o the s Claarly interventions from | process optimisation
Ideas and communicate the relevant + Play an active role in
perspactives of henefits of naw slakeholders sharing best practice
others and apportunities and  |e |denlify rends end | eolutions end engege
explore innevalive solutions best practices in in national and
opportunities to to stakeholders process and intarnational local
enhance such = Conlinuously ldentify | service delivery povamment gaminars
innovathve opportunities lo and propose and conferences
thinking enhance internal institutional
proceeses application
e (dentiy and analyse  j= Conlinuously
opportunities engape In
conducive to research to
innovative identify client
appreaches and neads
propose remadial
| intervention — -
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Clusier Core Competencies
_ Competency Name and Information Management el .
Able to promote the generation and eharing of knowledge end
Competancy Definition | information through various procasses and media, in order to
.| enhance ihe collactive knowledge base of jocal government
AC LEVELS
_____BAasic COMPETENT ADVANCED SUPERIOR
s Collect, » Useappropriate | » Effectively predict | » Creale and
categorlse and information future information suppart & vision
lrack relevent eyslems and and knowledge and culture where
informetion lechnology to management team members
required for manage requiremeants and are empowered fo
specific tasks institutional syslems seek, gain and
and projecis knowledge and | « Develop standards share knowledge
+ Analyse and information and processes to and information
interpral sharing meel fulure » Establish
informaticn to + Evaluaie data K parinerships
draw from various managameant aciess local
conplusions sources and uvee needs govemment io
= Seeak new information * Share and facilitate
sources of effechively to promote best- Khowledae
information fo influence practice managament
increasa the decisions and knowledge « Demonstrate &
knowiedge provide solulions management mature approach
base + Adlively create BCross various lo knowledge and
* Regularly mechanisms and institutions information
share | stuctures for ¢ Estabiish accurate |  sharing with an
information shmring of measures and abundance and
and knowiedge information moniloring assislance
with internal » Use external and systems for approach .
siskeholders intemmel knowiedge and * Recognize and
and team resources to information exploit knowledge
memibers ressarch and managemeni pointe In
provide relevant | « Create a culture interactions with
and cutling-edge conducive of intemal and
knowdedge to leaming and external
enhance knowlsdpe sharing stakeholdars
instituional + Hold regular
effectiveness and knowledge and
efiiciency infermation
sharing sesslons
to elicil new kiees
and share best
practice
approaches

11
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Annexure B 2020/21
. Clster } Core Competencies
Competency Neme | Communication
| Able to share Information, knowledge and jdeas In a clear,
Compstency focused and concise menner appropriale for the sudience in
Definition order to effectively convey, persuade and influence stakeholders
o achieve the desired oulcome
ACHIEVEMENT LEVELS »
[ ____EASIC COMPETENT ADVANCED SUPERIOR
= Demontirate an o Expressideas | « Effectively Regarded as g
underatanding o individuals communicate high- specialist in
for and graups in risk and sens|tive nagotiations
communication formal and matlers to relevant and
levers and tools Informeal stakehciders representing the
appropriate for settingsinan | » Develop a well- institution
the audience, manner that is defined Able lo inepire
but requiras interesting and communication and molivale
guidance In motivating slrateay others through
ulilising such » Ablelo + Balanoe political positive
tools understand, perspactives with commumnication
o Express ideas In tolerate and institvtional needs that is impactiul
a clear and appreciate when communicsting and relevant
focused manner, diverss vigwpoints on Creates an
hut doas not perspeclives, complex fssues environment
always lake the aftitudes end | « Able Io effeciively conducive to
needs of the beliafs direct negotiations transparent ancl
audience info = Adapt around complex productive
considerstion © communication metlers and arrive at communication
= Dissaminate and content and & win-win situation and critical and
convey style to suit the that promotes Batho iali
Information and auclience and Pele principles - conversations
knowiledge facilitate + Market and promote Able to
adequately opfirnal the institution to - coordinate
informalion external stekeholders negoliations at
iransfer and seek to enhance different levels
o Deliver content a posaitive image of within local
in @ manner the institution government and
thal gains = Able to communicate externally
suppor, with the media with
commilment high levels of moral
and agreement compelence and
from relevant discipline
slakeholders
¢ Compile clesr, |
focused,
concise and
well-structured
wrilten
documents
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Anhexure B 2020/21

Cluster Core Competencies - ]
Competency Name | Results and Quaslity Focus
Able to maintain high quality standards, focus on achieving
resuits and objechves while consistently stiiving lo exceed
Competency Definiion | expectalions and encaoirage olhers fo meel quality stendands.
Further, to actively monitor and measure results and quality
against identified objectives
_ ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED |  SUPERIOR

¢ Underatand e Focus on high- » Congisiently verify | « Coach and
quality of work priority actions own standards guide olhers to
but requires and does not and outcomes lo exceed quality
guidance in become enslire quality standands ang
attending to disiracted by output rasulls
imporiant lower-pricrity = Focus on the end = Develop
malters aclivities resull and avoids challenging,

e Show e basic ¢ Dimplay firm being distracted client-focused
commitmen o commitrnent + Demonslrate a poals and sels
echieving the and pride in delermined and high standards
comrect results achieving the commilted for personal

* Produce the comecl resulis approach o performance
minimum level o Sef quality achieving resulls « Commit fo
of results standards and and quality axceed the
required in the design standards results and
role processes and » Follow task and quality standards,

= Produce tasks around projects through monitor own
oulcomes that ' achieving set to completion performence and
is of a good standards » Set challenging implement
standard * Produce output goels and reémedial

» Focus on the of high quality objeclives o selfl - interventions
quantity of « Able to balance and team and when required
output bui the quantity and display "1 ® Work with team
requires quality of results commitment to o set ambilious
development in in order to achieving and challenging
incorporaling achlieve expeciations team gosls,
the quality of objeciives = Maintain & focus communicaling
work » Monitors on quallty outputs long- and short-

* Produce quelity pregress, quality when placed lerm expeciations
work in general of work, and use under pressure v Take i
circumsiances, of resources; « Establishing risks to
but fails to mest provide status inatitutional aecomplish goals
expeciation updates, and systams for « Dvercome
when under make managing and gelbacks and
Prassure adjustments as assigning work, edjust aclion

neaded defining plans to realisa
responsibilities, goals
iracking, » Focus people on
monitoring and critical actlvilies
measuring that yiekd a high
aticcess, impact
evaluating and
valulng the work
of the Institution

,
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OVERSTRAND MUNICIPALITY

Performance Agreement
for the financial year
1 July 2020- 30 June 2021

DIRECTOR:
LOCAL ECONOMIC DEVELOPMENT,
SOCIAL DEVELOPMENT & TOURISM
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Performance agreement made and entered into by and between

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

and

Solomzi Madikane, the Director: Local economie development, Social development and
Tourism (herein and afler referred as Employee) for the period 1 July 2020 to 30 June
2021

Where as

a. The Employer has entered into & contract of employment with the
Employee in terms of section 57(1)a) of the Local Government: Municipal
Systems Act 32 of 2000 (‘the Systems Act’). The Employer and the
Employee are hereinafter referred as “ihe Parties*:

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

c. The Parlies wish to ensure that they are clear about the goals to be
achieved, and secure the commilment of the Employse to a sel of
oulcomes that will promole local governmant goals; and

d. The Parties wish to ensure thal there is compliance with Sections 57(48)
and 57(5) ol lhe Systems Act. 2

1 INTERPRETATION

19 In this Agreament the followings terms will have the meaning ascribed
therelo:

1.1.1 "this Agreement’ — means the performance agreement between
the Employer and the employee and the Annexures thereto;

1.1.2 “the Executive Authority" ~ means the Mayoral Committee of the
Municipality constituted in terms of Seclion 55 of the Local
Government: Municipal Siruclures Acl 117 of 1998 (“the

Structures Act") as represented by its chairperson, the Executive
Mayor;

1.1.3 “the Employee" means the Director appointed in ferms of Section
82 of the Structures Act:

1.1.4 ‘“the Employer” means Overstrand Municipality; and

1.1.5 ‘the Parfies" means the Employer and Employee.

’ Dir.: _";Cﬁ ~ MM: .
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PURPOSE OF THIS AGREEMENT

21 To comply with the provisions of Section 67{1)(b),(4B) and (5) of the
Systems Act as well as the Contract of Employment entered into between
the Partias;

2.2 To specily objectives and targets established for tha Employee and 1o
communicate to the Employee the Empleyer's expectations of the
Employee's performance targets and accountabilities;

23  To specify accountabilities as sel out in the Performance Plan (Annexure
A);

2.4 To monitor and measure performance against set largeted outputs and
outcomes;

25  To esiablish a ransparent and accountable working relationship;

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

2.7  To give effect to the Employer's commilment to a performance-ofientated
relationship with the Employee in attaining Improved service dalivery.

COMMENCEMENT AND DURATION

31 This Agreement will commence on 01 July 2020 and will remain in force
untll 30 June 2021 where-afler a new Performance Agreement shall be
concluded between the parties for the next financial vear or any portion
thereof;

3.2  The Parties will conclude a new Performance Agreement that replaces
this Agreement at least once a year by not later than 319 of July of the

succaeding linancial year;

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

34 If al any time during the validity of the agresment the work environment
alters to the extent that the contents of the agreement are no longer
appropriate, the contents must by mutual agresment between the parties,
immediately be revisad: and

3.5  Any significant amendments or deviations must ake cognizance of tha
requirements of sections 34 and 42 of the Municipal Systems Act and
Regulation 4(5) of the Regulations.
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PERFORMANCE OBJECTIVES
4.1 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 objsctives and
targets must be met; and

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

4.2  The performance objectives and largets reflacted in Annexure A are sel
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 tha Employer, and shall
include:

4.2.1 Kay objectives that describe the main tasks thet nead to ba doneg;

4.2.2 Key performance Indicators thal provide the -detai!s aof the
evidence that must be provided to show that a key objactive has
been achieved; .

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

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

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

4.4  The Employee’s performance will, in addition, be measured in terms of

contributions lo the goals and strategies set out in the Employer's
Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

5.1 The Employee agrees to parlicipate in the performance management
system that the Employer adopted for the employees of the Enm ployer;

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

Y S

i
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$.3

5.4

5.5

5.6

5.7

performance slandards fo assist the employees and service providers to
perform to the standards required:

The Employer must consuli the Employee aboul the specific parformance
slandards and targets that will be Included in the performance
management syslem applicable to the Employee;

The Employee underiakes to aclively focus on the promotion and
implementation of the key performance indicators (Including special
projecis relevant to the employee’s responsibilities) within the local
goevernment framework:

The criteria upon which the performance of the Employee shall be
assessed shall consist of two components, Operational Performance and
Competencies both of which shall be contained in the Perfornance
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 assessmenl result as per the weightings agreed lo between
the Employer and Employee:

| B Service Dellvary ond
Infrastictire

* Munldpal Transtorinainn
mr Tnseitutional
oo loguessen!

o Lovenl Eeomomic Develog el

& Municipa! Fingre sl Visbilip
and Majwpement

B Goodl Goven sance, Public

B0Y EEES

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

: Djr.:_fij MM:
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PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

6.6

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

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

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

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

The Employee's performance will be measured in terms of contributions
fo the goals and strategies set out in the Employer's Integratad
Development Plan (IDP) as described In 6.6 — 6.13 below:

The Employee will submit quartedy performance reporis (SDBIP) and &
comprehensive annual performance report at the fourth evaluation at
least ane week prior to the performance assessment meelings to the
Evaluation Panel Chairperson for distribution to the panel membors for

preparation purposes;

Assessment of the achievement of results as outlined in the petformance
plan:

-

Dir.: ¢
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6.7

6.8

6.8

6.6.1

6.6.2

6.6.3

6.6.4

6.6.5

Each KPI or group of KPIs shall be assessed according to the
extent to which the specified standards or performance largets
have been met and wilh due regard lo ad-hoc tasks that had to be
performed under the KPI:

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

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

In the instance where ihe employee could not perform due to
reasons outside the contral of the employer and employee, the
KPI will not be considered during the evaluation. The employee
should provide sufficient avidence in such Iinstances; and

An overall score will be caiculated based on the tolal of the
Individual scores calculated above.

Assessment of the Competencies:

6.7.1

6.7,2

6.7.3

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

A rating on the five-point scale describad In 6.10 below s.hall be
provided for each Competency which will then be multiplied by the
weighting to calculate the final score; and

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

Overall rating

6.8.1

6.8.2

An overall rating is calculated by adding the overall scores as
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 KPIs:

Dir.: ’{rl"m MM
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I

4
3
2
N

Chitstarabany,  Performance  fullpeRedive Mot fully Uniieceptable
signifcamily etective perforrunce

nbowe
expeclations

perlormance

Terminoloay

Ouistanding
performance

Dascription

Performance far exceards the slandard expected of an employes
at this ievel, The appraisal Indleates that the Employoe has
achieved above fully effective results against all peformance
crileria and indicalors as specified in the PA and Performance
plan and maintained this in all areas of responskbility throughout
the year.

Performance
significantly above
expeciations

Perfermance Is significantly higher thamn the standard expected in
the job. The appraisal Indicates 1hal the Employee has echieved
above fully effective resulls egainst more than haf of the
perfarmance criterle anc indicaicrs and fully achieved all others
throughout the year. ) -

Fully effeciive

Performance lully meels the standards expected |n all areas of
the job. The appraisal indicates lhat the Employee has fully
achleved effeclive resuits against all significant performance
crileria and indicators as specified in the PA and Performance
Plan.

Mol fully effective

Performance is below the standard required for the job in key
areas. Perormance meets soma of the standards expected for
the job. The review/assessment indicates that the employee has
achievad below fully effective resulls against mora than hall the
key performance oriterda and indicalors as specified in the PA
and Performance Plan.

Unacoeptable
performance

Performance does not meet the standard expected for the job
The review/assessmenl indicates that they employes has
schieved below fully effeclive resulls agairst almost all of the
performance ofteria and indicators as specified in the PA and
Performance Plan. 1he employes has failed lo demonstrate the
commitment or abliity to bring performance up 1o the leval
expected In the job despite management efforts to encourage
improvement.

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

scale;

: Dir.: @
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6.11

6.12

Poor Basic Competent Advanced Superior J

Athievanient At
ascript
Level P raen

Do not apply the basic concepts and methods to proofl & basic
FPoor understanding of local government operations and requires
exlensive supervision and development intervantiors.

Applies basic concepls, methods, and understanding of local
Basic government  operations, bul requires supenrdsion  and
development intervention. .

Develops and apples more progressive concepts, melhods and
Compelant understanding. Plans and guides [he work of oihers and

execules progressive analysis, iy
; Develops and applles complex concepls, melhods and
Advanced understancing. Effeclively dimcl: and leads a aroup and
execules in-depth analysis. : : -
Hes a comprehensive understanding of local govermment
Superior aperations, critical in strategic shaping strategic direction and
chenge, dovelops and applies comprehensive concepls and
methods.

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

6.11.1 Municipal Manager;

6.11.2 Municipal Manager from another municipality;

6.11.3 Chairperson of the Performance Audit Committee or in histher
absence thereof, the Chairperson of the Audit Committee: and

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

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

=T,

9 )
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6.13  The Municipal Manager will give pardormance leedback to the Employea
within five (5) working days afler each quarterly and annual assessment

meetings.

SCHEDULE FOR PERFORMANCE REVIEWS

71 The periormance of the Employee in relation tc his performance
agreement shall be reviewed on the following dales with the
understanding that the reviews in the first and third quarter may be verbal
if performance Is satisfaclory:

1 Julv - Sgplember Oclober 2020 (informal)
2 Oelober — Decamber F ﬂj:;i:mary 2021

3 January - March Aprl 2021 (Informal)
4 April - Jupe September 2021

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

7.3 Performance feedback shall be based on the Emplover's. assessment of
the Emplayea’s performance;

7.4 The Employer will be entiled to review and make reasonable changes o
the provisions of Annaxure A from time to time for cperational reasons.
The Employee will be fully consulied before any such change is made;
and - : _

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

DEVELOPMENTAL REQUIREMENTS
The Personal Development Plan (PDP) for addressing developmental gaps is
allached as Annexure C. Such Plan may be implemented and/or amended as the

case may be after the each assessment. In that case, the Employee will be fully
consulted before any such change or plan Is made.

OBLIGATIONS OF THE EMPLQYER

9.1 The Employer shall-
9.1.1 Create an enabling environment to facilitate effective performance
by the employee;

10

Dir; _@_ MM; 44
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10.

11.

8.1.2 Provide access fto skills development and capacity building
opporiunities;

91.3 Work collaboratively with the Employee lo solve problems and
generate solutions lo common problems that may impact on the
performance of the Employee;

9.1.4  On the request of the Employee delegate such powers reasonably
required by the Employee fo anable him to meet the performance
objectives and targats established In terms of this Agreement: and

9.1.5 Make available to the Employee such resources as the Employee
may reasonably require from time to time assisting him to meet
the performance objectives and targsts established in terms of this
Agreemen.

CONSULTATION

10.1  The Employer agrees to consull the Employee limecusly 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 lo implement or to give effect to & decision
made by the Emplayer; and

10.1.3 A substantial financial effect 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 soon as is practicable to enable the Employee 1o take any
necessary aclion with delay.

REWARD

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

11.2  Itis recorded thal 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 to be adequate.

11 P
Dir: {_— / mm:
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12,

13.

MANAGEMENT OF EVALUATION OUTCOMES

121 Where the Employer Is, any time during the Employee's employment, not
salisfied with the Employee’s performance with respect to any matter
dealt with In this Agreement, the Emplover will give notice to the
Employee to attend a meeting;

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

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

124 In the case of unacceptable performance, the Employer shall -

12.4.1 Provide systematic remedial or developmental support 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 time
for improvement In performance, the Employer may consider
steps fo terminate the contract of em ployment of the Employee on
grounds of unfitness or incapacily to carry out his or her duties.

DISPUTE RESOLUTION

131 In the evenl that the Employee is dissatisfied with any decision or action
of the Employer in terms of this Agreement, or where a dispute or
difference ariges as to the extent to which the Employee has achieved the
performance objectives and targels established in lerms 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 record
the outcome of the meeting in writing;

13.2  If the Parties cannot resolve the issues within 10 (ten) business days, an
independent arbitrator, acceptable lo both parties, shall be appointed o
resolve the matter within 30 (thirly) business days:

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

from the Employse.

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

# 0
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135 In the evenl that the mediation process cantemplaled above fails, the
relevant clause of the Contract of Employment shall apply.

14. GENERAL

141 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

14.2 Nothing In this agreemeni diminishes the obligations, dulies or
accouniabilities of the Employee in lerms of his contract of employment,
or the effects of existing or new regulations, circulars, policies, directives
or other instruments.

Thus done and signed at M on the # day June of

2020.
AS WITNESSES:
. D i

i MUNIGHAL MANAGER
. (&

o
. I]ir.:(,"_i ) M

o ™
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Thus done and signed at He-rmanu_c onthe 10 day June of 2020,

AS WITNESSES:

W TN

DIRECTOR

a Dir.f{'_.j MM: ﬂ
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Ahnexure B 2020/21
Cluster Leagling Competencies
Competency Name | Sirglegic Direction and Leadership
Gompetensy Definition Provide and direct a vision for the instilution, and inspire and deploy olhers
¥ to defiver on the sirategic ingtikuional mandate o,
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Understand = Give direction to a| » Evaluate all antivities to |« Structure and position
institutional and leam in realising the | determine wvalue and| the institulion to local
departmental instilution's  slralegic | alignment o slralegic | govemment priorities
sirategic méndate and sel| Infent e Actively use in-depth
objectives, hut objectives s Display indepth | knowledge and
lacks the abilily | e Has a positive Impact knowledge and | understanding to
to inspire others and Influence on the | understanding of sirategic | develop and implement
to amohieve set morale, engagement | planning a comprehensive
mandate and participation of | « Align stralegy and goals | Institulional ramework
o Describe  how team membears across all functional aress |« Hold self accountable
specific  fasks | = Develop actions plans | = Adtivaly define | for strategy execufion
linek o o execule and guide | perdormance messures to | &nd resulta
institutional shrategy monlior thé progress and |» Provide Impact and
stralegies  but Implementation effeciveness  of the| influence through
has limited (o Assist i defining | Istitution buliding and
influence in » Consistently challenge | maintaining  sirategic
directing measures fo monilor | strategic plans lo ensure |  relationships
strategy the progress and | relevance _ = Cregla an environment
¢Has a basic | effectiveness of the |« Understend  Instibutional | that faciltates loyalty
understanding of |  insfitution struclures  and  political | and Innovalion Display
institutional « Displays an | factors, and the | & supesior level of self.
performance BWArENeEs ol | consequences of actions discipline and integrity
management, institutional structures | « Empower others to follow | I actions
but lacks the | and polifical fectors shategic  direction and |» Integrate various
ability o |« Effactively deal with complex| systems into @
integrate communicate bamiers |  sifuations collsclive whole o
sysiems into 8 | to .execution  to s Guide Whe insfilution | optimise Insiitulional
collective whole relevant parlies twough complax and| performance
* Demonstiate a | o Provide guidance to | ambigilous concern management
basic all siskeholders in the | « Use understanding of |+ Uses understanding of
underslending of | achisvement of the | power relationships and | eompeting interests to
key decision- | piralegic mandate dynamic tensions among | mManceuvre
makers e Undersland the eim| key players to feme | successfully to &
and objectives of the | esmmunications and | winfwin ouicoms
institution and relate & | develop strategies,
o owwn weark positions and alllances
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Annexure B 2020/21
Cluster Leading Compelencles _
Compsiency Name | People Management
Effectively manage, inspire and encourage people, respect diversity,
Gompetency Definltion | oplimise lalent and build and nurture relationships in order io achieve
institutional objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
»Participate in | Seek opportunities to | «ldentify inefieclive team | » Develop and
team goal- | Incresse leam | and work processes and | incorporate  best
setling end | conbribution and | recommend remedial | praclice  people
responsibllity Interventions menagement
solving eRespecl and support | e Recognise and rewsrd | processes,
=|nteract  and lhe diverse neture of | effective and desired | approaches and
collaborate others and be aware of | behaviour tools across lhe
with pecple of | the benefits of a diverse | » Provide mentoring and | inetitution
diverse approach guidsnce o olhers jn | « Fosler a culture of
backgrounds » Effectively delegate | order to  Increase | discipline,
= Avsare of | taske and empower| personal effectiveness responsibility and
guldelines for | olhere 10  increase | eidentify  development | accountability
employea contribution and | end leaming needs | » Understand  the
development, execule functions | within the feam impact of diversity
but  requires optimally e Bulld @ work | in  perommance
support in | eApply relevant | emvironment conducive | and aclively
implementing employee  |egisiation | to shering, Innovation, | incorporate a
development fairly and consistently ethical behaviour and | diversity stretegy
initiatives eFacililate team gosl-| professionalism in the Institution
sefing and problem- | e |nspire a culture of | « Develop
solving performance excellence | comprehensive
1 Effectively identify | by giving positive and | Integrated
capacity requirements | constructive feedback to | strategies and
to fulfill the strategic| theteam approaches o
mandate eAchieve agreement or| human  capital
COnsensus in| development and
adversarial : management
environmenis s Aclively  identify
sLead and unile diverse | trends and predict
leams across divisions | Capacity
to achieve institutional | requirements to
objectives facilitate  wnified
transition and
performance
managermenl
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Annexure B 2020/21
Cluster Leading Compelencies
Compeiency Neme | Program and Projecl Management

Competency Definition

Abje o understand program and project management methodology;
plan, meanage, monitor and evaluate specihic activities in order to
deliver on set objectives

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Initiate  profects Establish broad [ ¢+ Manage muitipie | « Understand and
after approval fram Blakeholder programs and conceptualise
higher authorities Involvernent  and balance  priorities the long-term
Understand communicate  lhe and conflicts implications  of
procedures of project status and |  according to| desired project
program and key milestones institutional goals outcomes
project Define the roles Apply effective sk | ¢ Direcl a
management and rasponsibiliies management comprehensive
methodology, of the project team slrategies  through sirategic macro
implicatons  and and create clarity Impacl  assessment and micro
stakeholder around and resource analysis  and
involvement expectations reguirements scope  projecls
Undersland  the Find a balence Modify project ecope accordingly  to
rational of projects between  project and budget when realise
in relation to the deadiine and the| required without | Institutional
institution's quality of | compromising the| oblectives
strategic objectives deliverables quality and | » Consider and
Document and Identify appropriate objeciives of the Iniiate  projects
communicaie project resources o project that focus on
factors and risk facllitate the Involve top-level achievemenl of
associaled  with effeclive authorities and| the longterm
own work completion of the| relevant ohjeclives
Use wmesults and deliverables slakeholders in|= Influence people
approaches of Comply with seeking project buy-| In positions of
successful project slatutory .in authority o
implementation as requirements and | « Identify and apply | implement
guide epply policies in a contemporary - oulcomes of
congistent manner project managemenl |  projects
Monitor  progress méthodalogy - e Lead and direct
and use of Influence and translation  of
resources and | motivate project|  policy into
maie needed team o deliver| workeble
adjustments fo| excepiional resulte actions plans
timelines,  steps, Monitor policy | » Ensures  that
and resource implementation and programs  are
allocation apply procedures o mornitored o
manage rigks track progress
and oplirmal
resource
utilisation, and
that adjustments
are made as
needed

(=
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Annexure B 2020721
Cluster Leading Competencies
Compsetsncy Mame | Financial Management

Competency Definitlon

Able to compile, plan end menage budgets, conirol cash flow,
mnetitute financial risk management and administer procurement
processes In accardance with recognised financial practices. Further
to ensure that all finencial lransactions are managed in an ethical
manner

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIDR
» Understand basic | » Exhibit knowiedge |« Take zclive = Develop planning
financial concepls of general financial ownership of loals to assist in
and methods as concepis, planning, planning, avaluating and
they ralate to budgeting, and hudgeding, and monitoring future
institutional forecasting and forecast processes expenditure
processes end how they interrelate and provides rends
aclivities « Assess, idenlify credible answers to | « Sel budgel
« Display and manage queties within own frameworis for
awarensss into financial risks respansibility the institution
the various s Assume & cosl- * Prepare budgels = Set sirategic
sources of saving approach to that are aligned to direction for the
financial data, financial the strategic Inatitution on
reporting management objectives of the expandilure and
mechanisme, s Prapare financial institution other financial
financial reporis based an + Address complex processes
governance, specified formats budgeting and « Build and nuriure
pracesses and » Consider and financial partnerships to
syslams understand the menagement -mprove financial
¢ Understand the financial COncems management and
importance of implications of » Put systems and achieve financial
financial . decisions and processes in place savings
accourntability suggestions o enhance the « Actively identify
e Understand the = Ensure that - quality andintegrity |  and implement
importance of delegation and of finencial new methods to
asset control instruclions as mangagement improve assef
required by practices : control
National Treasury | = Advise on policies” | e Digplay
guidelines are and procedures professionalism in
reviewed and regarding asset dealing with
updated control financial data and
s |dentify and » Promote National processes
implement proper Treasury's
manitoring and regulatory
evaluation practices framework for
to ensure Financial
appropriate Msnagement
spending ageinst
budget
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Annexure B 2020/21
s Ciuster | Leading Compelencies ey =
Compelency Name Change Leadesship
Able to direct and initlate instifutional transformation on all levels in
Competency Definition | order fo successfully drive and implement new iniliatives and
__| deliver professional and quality services to the community
__ ACHIEVEMENT LEVELS e
BASIC COMPETENT ADVANCED™ | SUPERIOR |
Digplay an ¢ Perform an analysis [« Actively monilor «  Sponsor
awareness of chanpe of the change impact change impact and change
interventions, and on the social, resulls and convey agents and
the benefits of political and progress to relevani craate a
Iransiomation economic elakeholders neteork of
Initiatives snvivonment o+ Secure buy-in and change
Able o identify basic |« Maintain calm and sponsorship for leaders who
needg for change focus during ehange change initiatives support the
Identify gaps * Able to essistieam |» Continuously interventions
beiween the curent mambere during ovaluate change *  Actively
and desired slate change and keep slralegy and design Bdapt current
Icdantify potential risk them focused on the and introduce new structures
and challenges o deliverables approaches to and
transiormation, = Volunieer to lead enhance ihe processes (o
including resistance change efforts Institution's incorporate
{o changs factars ouiside of own work effectivanass the change
Particlpate In change team = Build and nurture interventions
programs ancd ¢ Able to gain buy-in relationships with ¢ Mentor and
piloting chanpe and approval for various stekeholders guide team
interventions change from to establish strategic members on
Understand the relevant alllance: in fecilitating the effects of
impact of change slakeholders change change,
Interventions onthe =  Identify change o Take the lead in reslstance
institution within the * |  readingss levelsand |  impactiul change fﬁ..i';"f‘ and
broader scope of aseist in resohving .| programs a
kiocal Ggovernmant. resistance {0 change [ Benchmark ch integrate
factors *  inferventions egeinst |  change
» Design change best changs * Motivale and
intervantions that praciices : inspire others
are afigned with the |» Understand the around
institution's sirategic impact ane change
objeciives and goals |  psychology of initietives
change, and put
ramedial
inkerventions in
place o facilitate
effecive
fransformation
« Take calculated rigk
and seek new ideas
from best praclice
scenarios, and
identify the patential
for implementation
—
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Annexure B 2020/21
Cluster Leading Compslencies =
Compeatency Name Govemnance Leadership
Able to promota, direct and apply professionsliem in managing risk
and compliance requirersents and apply a thorough undersianding
Competency Definitlon | of gevernance practices and obligations. Further, able to direct the
concepiualisation of relevant policles and enhance cooperalive
nee relalionships
B ACHI ENT LEVELS e
BAEIC COMPETENT ADVANCED SUPERIOR
= Display a basio Display a o Able ta link risk Demtnsirate a
awareness of thorough initlalives into key high level of
risk, complisnce undarstanding of nstitutional objectives commiiment In
and govemance govarnanoe and and drivers camplying with
factors but risk and ¢ ldentily, analyse and govemance
reduire guidance compliance measure risk, create requirements
and factors and valid risk forecasts, Implemeant
development in implement plans and map risk prohles governance and
implemanting tv address these | Apply rik control compliance
Buch Demonstrate maethodology and stralegy to ensura
requirements understanding of approaches fo prevent achievement of
= Understand the the techniques and reduce rigk that institutional
structure of and processes for impede on the objectives wilhin
cooperative optimising risk achievemneani of the lagislalive
governmenl but laking decisions insfitutional objechves fremewdric
requires within the * Demonstrale a Able 10 gdvise
guldanca on Inatitution thoraugh Local Governmant
] Activaly drive undersianding of risk on rick
workable palicy formulation retention plans management
relationships within the s |genlify and sirategies, best
between institution jo implement praciice
etakeholders . ensure the comprehensive risk interventions and
»  Provide input achievement of management systems compliance
Into policy abjeclives 8nd processss manegement
formulation = Implement and Able to forge
monior the | positive
formulalion of policies, relationehipe on
identity and enalyse cocperative
constrainis and govemance level 10
chaflenges with enhance the
impiementation and |  effectivenees of
provida Hocal government
recommendstions for [» Able {o shapa,
improvement direct and drive the
formulation of
policies on a macro
lsvel
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Annexure B 2020/21
" Clusier Core Competen B -
| Competency Neme | Moral Competence |
Competancy Able to identify moral triggers, apply reasoning thet promotes honesly
Definition &nd integrity and consistently display behaviour that reflecis moral
7 competence - |
ACHIEVEMENT LEVELS o
BASIC COMPETENT |  ADVANCED BUPERIOR
» Realice the ¢ Conduct self in « [|dentify, develop, and e Creale an
impaci of allgnment with the apply massures of self- anvironment
acting with values of Local comaction conducive of
integrily, but Governmentand | e Able to gain tiust end moral practices
requires the Inatitution respect through aligning | » Actively develop
guidance and & Able lo openly aclions with and implemeni
develcpment in admit own commitments measures o
implementing misiakes and » Make proposals and combsat frawd
principles weaknessas and recommendstions thal and corruption
¢ Foliow the seak assistanca are ransparent and gain | « Sel inlegrily
basic nules and from others when the approval of relevani standards and
regulations of unabie o deliver stakeholdere shared
ihe insiution s Actively report = Presenl values, beliefs accountability
= Able to Identify fraudulent activity and ideas that are MEeasures
bagle moral and corruption cangruent with the across the
sliuations, bui within local instilutlon’s rules and Institution to
requires government regulations suppart the
guidanceand |« Understand and = Takes an aclive slence objectives of
development In honour the against corruption and local
understanding confidential nafure dishonesty when noted | government
and reesoning of matlers without | « Aclively promote the = Take
with moral seeking personal value of the institution to responsibility for
inteni gain Intemel and external own actions end
= Able to deal with stakeholders decislons, even
situations of « Able towork In unity wilh | i the
confiizt of Inteast ateam and not sesl ‘consequeances
promptly and in the |  personal gain ae .
best interest of ¢ Apply universal moral uniavourable
tacel governiment principles consistently to
aohieve moral decisions
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Cluster Core Competencies T o
Competency Name | Planning and Organising
Abie to plan, prioritise and organise information and resources effectively
COmDHSNEY | toansure the qusity of sarvice delvery and bul sihoias contingency
plans io manage risk .
ACHIEVEMENT LEVELS ", oy
BASIC COMPETENT ADVANCED SUPERIOR
» Able fo follow Actively and = Able o define s Focus on broad
basic plans and approprigtely insiitutional strategies and
organise tasks organise objectives, develop initistives whan
eround set information and comprehenaive developing
objectivas resources plans, ifegrate snd plana and
e Understand the required for a coordinate activities, actlong
process of lask and assign = Able o profect
panning and Recognise the appropriaie and forecast
orgenising but urgency and respuress for short, medium
requires importence of gucoessiul and long larn
guidance and taisks implementation requirements of
development in Balance short e |dantify in advance the institution
providing and long-term required stages and and local
delailed and plans and goals actions to completa government
comprehensive and incorporate tasks and projects ¢ Trenslale policy
plang into the team's e Schedule realistic into relsvant
e Able to follow perfmymance timelines, objectives projects 1o
existing plans objectives and milestones for facliilate the
and ensure thal Schedule teska to tanks and projects achievemenl of
objeclives are ensure they sre |¢  Produce cleer, institutional
met performed \\ﬁl;i:l delalled and objeclives
*  Foous on short- bidget and wi
term objectives afficient use of m
in developing " time and institutional
plans and resources objectives
actions Measures = |dentify possibie risk
= Afrange progress and factors and design -
information and moniior and implement
resources performeance apprapriate
required for a resulis contingency plans
tagk, but reguire > Adapl plans In light
further siructure of changing
@nd arganisation clrcumstances
* Pricrilisa tasks and
projects eccording to
their relevant
urgency and
imporiance ]
9
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“Cluster Core Competenciles
Compeiency Name | Anslysis and Innovation . i
Able fo crilically enalyse information, challenges and frends (o
Competency establish end implement fact-based solutions that are Innovative
Definition to improve institulionsl processes in order to achieve key stralegic
objectives
e _ __ACHIEVEMENT LEVELS e i ]
BASIC COMPETENT ADVANCED SUPERIOR
» Understand the | Demonetrate logicel |+ Coaches team * Demonstrats compiex
basic operation problem solving members on analylical and problem
of analysig, but lachnigues and analylical and solving approaches
lack detsil and approaches and innovative and techniques
thoroughness provide ralionale for | approaches and |« Create an environment
» Able o balance recommendsations techniques conducive to analytical
independent ¢ Demonstrale s Engane with and fact-based
analysis with abjectivily, insighi, appropriate problem-2civing
requesting and thoroughness individusis in & Analyse, recommend
mssistance from | when analysing analysing and golutions and monitor
others resolving complex | rends In key
* Recommend = Able to break down problems chellenges lo prevent
new ways to complex problems |« Identily solutions and manage
perform tasks inlo inanageable on various greas accurience
within own parts and identify in the inatitution » Craale an environment
funetion solutions o Formulate and that fosters innovalive
= Propose simple |« Consull internal end | Implement new thinking and follows a
remedial external ideas throughout leaming organisation
Interventions slakeholders on the institution approach
that marginally opportunities lo = Able to gein = Be a thoughl leader on
challenges the Impiove processes approval and buy- | . innovalive customer
status quo and sarvice defivery In fer proposed service delivery, and
* Listen to the « Claarly interventions from | process optimisation
ideas and communicate the relevant = Play an active ole in
perapactives of benefils of new stakeholders sharing best practice
others and opportunities and * |dentlfy trends and | solulions and engage
explore Innovative solutions | best practices in in national and
opportunities (o o stakeholders process and international local
enhance such  |» Continuously identify | service delivery govemment seminars
innovative opportunities o and propose and conferencas
thinking enhance internel Instifutional
procesees application
» |dentify and analyse | Continucusly
opporiunities engage in
conducive to research o
innovative identify client
approaches and neads
propose remedial
intervention " ]
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Clustar Core Compsiencias
| __Competency Name | K e and Informelion Management !
Able fo promote the generation and sharing of knowledge and
Compstency Definition | information through various processes and nlledla in order to
enharnice the collective knowledge base of loca govermmaent
IEVEMENT LEVELS -
| BABIC COMPETENT ADVANCED SUPERIOR
= Collect, Use appropriate | « Effectively predict | = Creale and
categorise and information future informalion supporl a vision
track relevani systems and and knowledge and culture where
infarmatlon technology to management leam membears
required for manage requirements and are empowerad to
Specific lasks institutional systermns seek, gain and
and projacts knowledge and | » Develop standards share knowledage
» Analyse and information and processes o and information
interpret sharing meet fulure Esgiablish
information o Evaluate daia knowledge parinerships
draw from verious management acroes local
conclugions Bources and use needs govamment to
» Sesk new information e Share and facilitale
sources of effectively to promole best- knowledge
information to influence prachos menagemant
increags the decisions and knowiedge Demonstrate g
knowledge provide solutions management mature epproach
base Activaly creale acroes various to knowledge and
» Regularly mechanisms and inalitutions information
share structures for o Esiablish accurate charing with an
Information sharing of measures and ahundance an
and knowledge infarmation maniloring aselgtance
with intermnal ' Use external and systems for approach
slakeholders intemal knowledge and Recognise and
and leam resources (o information exploit knowledge
members research and managemant points in -
provide relevant | « Creale a culture interactions with
and cutting-edge conducive of internal and
knowledge o leaming and extemnal
enhance knowladge sharing stakeholders
Institutional * Hold regular
effectiveness and knowledge and
efficiency information
sharning seasions
fo elickk new Ideas
and share best
praciice
approaches o
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e CMBtEY | Core Compelencies
Compstency Nama | Communicalion )
| Able to share information, knowledge and ideas in clear,
Compétency focused and concise manner eppropriate for the sudiense in
Definition order fo eflectivaly convey, persuade and influence stakeholders
Io achieve the desired cutcome: BN,
ACHIEVEMENT LEVELS
... BASIC COMPETENT ADVANCED SUPERIOR
= Demonstraie an « Exprees ideps | ¢ Effectivaly » Regarded asa
understanding lo individuals cormmunicale high- spacialist in
for and groups in risk and senaitive nagoliations
communication formal and matiers to relevant and
levers and tools informal stakeholders representing the
appropriale for settings Inan | o Develop & well- institution
the audience, manner thiat is defined » Able to Inspire
but requires interesting and communication and molivate
guidance In motivating stralegy others through
uliiising such » Ableto » Balsnoe political posliive
fools understand, perspectives with communication
= Express ideas in tolerate and institutional needs thal is impaciful
a clear and appreciate when communicating and relevant
focused manner, diverse viewpoints on » Crealas an
but does not perspectives, complex [ssues emwvirenment
always take the atlitudes and | « Able to effectively conducive o
needs of the batiefs direct negotiations ransparent and
sudience inio e Adapt around complex productive
consideration communication matiers and arive at communication
= [isseminate and conlent and & win-win situalion and critical and
convey slyle to guil the that promotes Batho appreciative
information and audience and Pele principles conversations
knowledge faciliate = Marketend promole | » Ableto
adequalely opfirnal the institulion to coordinate
information exiernal stakeholders negoliations at
transfer and seek 10 enhance. different levels
s Deliver content a posilive Image of within local
In & manner the institution government and
that gaine = Able to communicale externally
Support, with the media with
comitment high lavels of morai
end agreement competence and
from relevant discipline
slakeholders ]
o Compile clear,
focused,
concise and
well-structured
writien
documents
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Clusgier _Core Competencies ~a—
Competency Name | Resulls and Quality Focus
Able to maintain high quality stendarde, focus on achieving
results and objeclives while consistently striving to exceed
Compatency Definilion | expectations and ericourage others lo meet quality standards.
Furiher, to actively monitor and measure results and quality
against identified objectives
ACHIEVEMENT LEVELS
BASIC | COMPETENT .. ADVANCED ____SUPFERIOR
Understand Focus on high- = Consislenlly verify | « Coach and
quality of work prictity actions own standards guide olhers to
but requires and doas not and oulcomes lo exceed qualily
guidance in become enslire quality standards and
aflending to distracted by outpul ragulls
Important lower-pricrily Fotus on the end Develop
matiers aclivities resull and evoids challenging,
Show a basic Display firm baing distracted client-focused
commitment (o commitment Demonsirate a goals and sets
achiaving the and pride in determined and high standards
correct rasuits achieving the committed for parsonal
Prodice the oomect results approach lo performance
mindmum level Set qualily achleving resulle Commit o
of results standards and and quality exceed the
required in the design siandards resuits and
role processes and Follow tesk and quality siandards,
Produce tasks around projects through maonitor own
outcomes thal achleving set to completion performance and
is of agood slandarde Set challsnging Implemant
standard + Produce oulput goals and . remadial
Focus on the of high quality objectives to self inferventions
quantity of Able (o balance énd team and when required
output but the q uantity and display Work with team
requires quality of nesulls cornmilment (o to set smbitious
development in in order to achieving and challenging
incorparating achieve expectations team goals,
the quality of j Maintain a focus communicaling
work Monitors on quality outputs long- and short-
Produce quality progress, qualily when placed term expectations
work in general of work, and use under pressure Take appropriaie
clrcurnstances, of resources; Establishing risks to
but falls o meet provide sfatus Instilutional accomplish goals
expectation updetes, and systems for Overcome
when under make managing and seibacks and
pressure adjustmeants as assigning woark, adjust action
needed defining plens to realiss
responsibilities, goals
tracking, Facus paople on
monlioring and critical aciivides
measuring that yield a high
success, impaci
evaluating and
valuing the worl
of the instituticn
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Performance Agreement 2020721

Parlormanee agreement mads and entered into by and between

The Overgtrand Municipality and reprasented by Coenle Groenewald, the Munigipal
Manager (herein and after referred as Employer)

and

Neville Michaels, the Director; Protection Services (horein and afier referrad as
Emplayes) for the period 1 July 2020 to 30 June 2021

Whers as

- The Emplkyer has entered infe a confract of empioyment with tha

Employes in terms of section 87(1)(a) of the Local Government:
Municipal Systems Act 32 of 2000 (‘tha Systems Act™). The Employer
and the Employse are heroinafter referred s "tha Partiss";

. Section E7(1Xb} of the Systems Act, read with the Cortract of

Employment concluded between the parties, requires the Parties o
conelude an annual performance agreament;

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

echieved, and secure the commitment of the Employee fo a set of
oufcomes that will promote lacat government goals; and

. The Parties wish to ensure that there Is compliance with Sections

57{4B} and 57{5) of the Systems Act, _

1. INTERPRETATION

1.1

In this Agreament the followings lerms will I"Laua tﬁé mean{ng ascribed
thersto: .

1.1.1 ¢his Agreement® — means the perfomance agreement
between the Employer and the employee and the Annexures
therety;

1.1.2 “the Execulive Authority” — means the Mayoral Committes of
the Municipality constinited in terms of Section 85 of the Local
Government: Munlcipai Structires Act 117 of 1988 {“the
Structurgs Act’} as represeniad by itz chairperson, the
Executive Mayor;

1.1.3 *the Employes” means the Director appolnted in terms of
Seclion 82 of the Structures Act:

1.1.4 “the Employsr’ means Qverstrand Municipality; and
1.1.5  “ths Parties” means the Employer and Employee,

youmy |
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3.

PURPOSE OF THIS AGREEMENT

2.1

2.2

2.3

2.4

25

2.8

2.7

To comply with the provisions of Section S7(1)bj. (4B} and {5) of the
Systams Act 82 well as the Contract of Employment entared into
between the Parties;

Tao specify objectives and iargets established for the Employze and to
communicate to the Employee the Employer's expectafions of the
EmMployee's performance targets and acpouniabilities;

To specily accountabiliies as set out In the Performance Plan
{(Annexure A);

To monitor and measure oerformence against sel targeted outputs
and autromes;

To establish a transparent and accountable working refationship;

To appropriately reward the employee in accordance wilh section 1
of this agreement; and

To give effect fo the Emplevers commiimient to a perfarmance-
orlentated relationship with the Employee in attaining improved
service delivery.

COMMENCEMENT AND DURATION

3.1

3.2

33

3.4

a5

This Agreemeant will commence, on 01 July 2020 and will remain In-

forca untll 30 June 2021 whers-after a new Perforinands Agreement
shall be concluded between the parties for the next financial year or
any paortion thereof. _ Lo .

Tha Pariies will conclude a new Performance Agresment that replaces
ihis Agreement at least once a year by not later than 31% of July of the
succeeding financial year; '

This Agreement wifl terminale on the termination of the Empiloyae’s

copiract of employmaent for any reason:

If al any time during the validity of the agreement the waork
environment allers {o the exient that the contents of the agreamaent
are no lenger appropriate, the contents must by mutual egreerment
between the parties, immediataly be revisad: and

Any significant amendraents or deviations must teke cognlzance of the
requirements of sections 34 and 42 of the Munisipal Systems Act and
Regulation 4(5) of the Regulations. .

PERFORMANCE OBJECTIVES

4.1

The Performance Plan (Annexure A) selts ouf -

e e e T e = T T £ e L e Tt e eaae s e e e bmem eeas e s .
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4.2

4.3

4.4

4.1.1 The perfornance objectives and targets that must be mat by
the Employes;

4.1.2  The fimeframes whhin which those performance objaclives and
targets must be met; and

41.3 The compelencies {Annexure B — definifions in terms of
Regulation 21 of 17 January 2014) required to operzte
effectively as senior managers in the Jocal govemment
environmerit.

The performance objectives and targets reflectnd in Annexure A are
sat by the Employer in consuitation with the Employee and based on
the integrated Developmen! Plan, Service Deivery and Budget
Implementation Plan (SDBIP) and the Budget of the Ermployer, and
shafl incluge:

4.2.1 Key objectives that describe the maln tasks that nesd {0 be
dons;

4.2.2 Key performante indicators that provide the dstails of the
evidence {hgt must be provided to show that a key oblectivg
has baen achieved:

4.2.3 Target dates that dascriba the timeframe in which the targets
wiust be achieved, and

4.2.4 Weightings showing the refative Importence ‘of the ey
objectives it each other. .

The Personal Development Pian {Annexure C) sels out the
Employee's persohal development requirements in fline with the
objeclives and targets of the Emplayer: and

The Employee's performnancs will, in addltion, be moasitrad in terms of
contributions to the goals and siralagies set out in the Employers
Integrated Development Plan. -

PERFORMANCE MANAGEMENT SYSTEM

5.1

8.2

5.3

The Employee agreas to paricipate in the parformence managemsrn
system that the Employer adopted for the emplovess of the Employer;

The Empleyee accepls that the purpass of the peifarmance
rmanhagerment sysiom will be to provide 8 comprehsnsive syatem with
epeciiic performance standards to assist the empioyass and service
providers fo parform to the standards reqtired:

The Employer must consult the Employee about the specific
performance slandards end targets that will be Mcluded in Bhe
pearformance management sysliem applicable to the Employee;

SN B

F il
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54

5%

5.8

57

The Employee undertakes to activaly focus on the promotion and
implementation of the key peMaormance indicators fircluding special
prajects relevant to the employee’s responsibilies) within the loca
government framework;

The criteria upon which the performance of the Employee shall be
assessad shall consisl of two components, Dperational Performance
and Competencies both of which shall be coniained in the
Ferformance Agreement:

The Employee’s asssssment will be based on his performance in
terme of the oulpulsfoutcomes (performance indicators) identified as
per aliached Performance Plan, which are linked io the KPAz, and will
constituts 80% of the overal assessment rasult as per the weightings
agreed 10 betwean the Employer and Empioyee:
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assessment score. The Competencies.are spllf jnlo two groups,
leading compelencies {indicated In biue ori the graph below) thet drive
strategic intent and direction and core compatencies (indiceted in
green on the graph bskw), which drive the execution of the leading
competencies.

B emtrgir disectfon and loadsrchip
Brepls memegrment

EdF rogram a0 projact mermgemank
EIRreatal b meggemarmt

Flchwnge hndenhip

Hleowm manes leadwrelp

ool compalenca

BB 13 g w0 wrzanning

B natycls ond Insnvsdsn
Einovriodes sl information

T Aok amant
e rmtiniot o

Llfasulc ond quot 1y fneyy




T A

1587265

Periormance Agreement 2020721

PERFORMANCE ASSESSMENT

8.1

6.2

5.3

6.4

8.5

6.6

6.7

The Performance Plan (Arnexurs A) to this Agreement sets ot —

€.1.1 The standerds and procadures for evalualing the Employee's
performancs; and

812 The intervals for the evaluation of the Employes’s
perfarmanca,

Despite the establishment of agresd intervais for evaluation, the
Employer may in sddition review the Employee's performance at any
stage whils the contract of smployment remaing in forcs;

Parsonal growih and development nesds identified during any
performance review discussion must be documonted ik a Personal
Development Plan as well as the actlone agreed to and
implementalion musi take placs within set lime frames;

Tre Employee's performance will be measured in terms  of
confributions to the poals and strategies set out in the Employer's
Integrated Devealopmeni Plan (IDP) as described in 6.8 - 6.13 below;

The Employee will submit quarterly performance reports (SDBIP) and
& comprahensive annual parformance report at the fourth evaluation at
leas! one week prior to the performance assessment meetings to the
Evaiuation Panel Chairparson for distributlon fo the panel membars for

praparation purposes: '

Assessment of the achievement of results ag putlned in the

+

performance plan:

6.68.1 Each KPl or group of KPls shall be assessed acgording to the
exient to which the specified standards or perdformance iargets
have been met and with due regard to ad-hoc tasks that had o
ke perdomed under the KPI;

6.6.2 A rating on the five-point scals describad in 6.2 below shall be

provided for each KPI or group of KPls which will then he

multiplied by the weighling te calculate the final BCOhe;

6.6.3 The Employee will submit his salf-evaluation o the Employer
pricr to the formal aszessment;

6.6.4 In the instance where the empleyes could riot perform due to
reasans outside the control of the employer and employee, the
KPI will not be considered during the avsluation, The
erployee showld provide sufficient svidence in such instences;
and '

8.6.5 An overal score will be caloulated basad on the tolal of the
indivicual scores calculated above,

Assegsment of the Competencles:

5
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6.8

&9

§7.1 Each Compelency wiil be assessed in terms of the
descriptions provided (Annexure B} on a 360 degres basis
duiing the mid-year and year-end reviews and wit Inform the
final score awardad by the evaluation committee. 360 degree
means that the employee's pesre and managers regonting to
him will assess histher Competencies;

6.7.2 A raling on the five-point scale described in €.10 below shall
be provided for each Compelency which will then be mettiplied
by the weighting o calcutate the fina) seore; and

6.73 An overall score will be cakulated based on the total of the
individual soores caleulaiad above.

Overall rafing

6.8.1 An overall rating !s calculated by adding the overall scores as
caiculated in 6.6.5 and 6.7.3 abova; and

6.8.2 Such overall rafing reprasents the outcome of the pedormance
appraisal.

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

Outstandng  Parlurmcance  Fully eberdve
pedormaicn  significantly v Wfisgrive Pl mence
Ab e
expariytiara

Nol Blly  Unzceessatle

Performance far exceads the standard axpected of an |

employes al this level. The appraisal indicoles that the
Cutatanding Employee has achisved above fully effective resulis against
performancsa all performance oriteria and indicators as specifled in tha PA

and Performance plan sand maintained this in all a@reas of

responsibiity throughout the year.
Parformance Performence is sindicently  Righer then the standord
signiflcardfy eupacled in he Job.  The appraisal indicates that the
abaye Employee has achisvad above Bully effective results againal
sxpecixiions more ihan half of the performance ciiera and indicaiors and

oV
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fully achieved all others throughoud tha vear.

Fully sifective

Periammance fully meets tha standerda expecled in all areas
ofthe job. The appraisal indizates that the Employae has FLiity
achieved effectiva resulis agalnst all significant periormance
a:l:texia and indicators gs specified In the PA and Perkarmanca
Plan.

Not fully sffective

Performanas is below the standard requirsd for the job in key
areas. Parformance meels some of the slandards expected
for the |ob. The reviewfsssessment indicales that the
amployss has achleved balow fity stfecthe resolts ageinst
ore than half the key peformance orifena and indicators es
specifiad in the PA aml Pedornance Plan,

Uimacceptable
perfomn e

Peirformance doss not meet the stenderd expected for the 6b,
The reviewfassessment indicates that they employee hag
achleved bealow fully effective resufte agalnst almost all of the
perfeimance criferie and indicators as specified in the PA and
Farlomance Plan, The employes has failed io demonstrate
{hes commiliment or abilily to belng performance up 1o tha level
expectad In ihs job despie management efforts 0 encourage

impravetyisny, I

raling suale:

Poiw

fl

610 The assessmeni of the competencies will be based on the fellowing

Baslc Compatent  Advanced Superor

Poor

10m -

not apgly he.- basic c::m and maih io p a baslc
understanding of local govertment operations and requives
aslensive supervision and devel sninent esrventicns,

Basic

Appiies basic concaple, methods, and understending of local
govemnment oparetions, but requires suparvision  and
development inlervenfon.

Competent

Develops and applies more pragressive concepls, methods
and understanding. Flans and guides the work of others and
EHBCLRES ProJa ssive analyris.

Advancad

-| undarsianding. . Efectively directs and- leads- 8 group and:

Dewslops and applios complex concepls, methods and

exziules in-depth analysls.

Suparior

Has a comprehensiva understanding of locsl governmert
cparations, ctifesl in stredegic shaping stratagle directiop end

Tk
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8.1

6.12

8.13

change, develops and appiies comprshensive ooneepts ang
methods.

For purposes of evaluating the performance of tha Employes far the
mid-year and year-and reviews, an svaluation panel censtituled of the
Tollowing persons will be established —

6.11.1 Municipal Manager:
8.11.2 Municipal Manager from anothar municipality:

6.11.3 Chahperson of the Performance Audit Committee or in hisfher
absence thereof, the Chairperson of the Audit Commitlee; and

6.11.4 The Member of the Mayoral Commitiee {Porifolio
Chairperson).

The Municipal Menager will evaluate the performancs of the Employea
as at the end of the 1% and 3" quarters; and

The Municipal Manager wii give performance feedback to the
Employes within five (§) working days afiar each quarlerly and annual
assessmeant mestings.

SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2

7.3

7.4

7.5

The performance of the Emplovee in relation to his -performance
agreement shall be reviewad on the foflowing dates with the
understanding that tha reviews In the firgt and third quarter may be
verbal if pedormancs is satisfactory:; ' y L

[ July - Seplomber -

2 Chtober — Dasermber February 2021

2 Janugry = March Apnl 20271 [Informal}
4 April - June Boitember 2021

The Employer shall keep & record of tha mid-year and year-end
assessment maatings;

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

The Employer will be anfitled to review and maks reasonabie changes
to the provisions of Annexure A from time to time for cperational
reasons, The Employes will be fully consulted before any such
change is made; and

The Employer may amend the provisions of Annexure A whanever {he
performance management systam is adopted, implemenied and/or

0 TN .
@) C@; Did MM: 4_ @&@
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amended as the case may be. In that case, the Employas will be fully
cansulted before any such change is made,

8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmenial gaps is
attached as Annexure C. Such Plan may be implemented andior amended as
the case may be after the each assessment. In that case, the Employes wifl
be fully consuited before any such change or plan is made.

o, OBLIGATIONS OF THE EMPLOYER

81

The Employar shali-

8.1.1 Creale an enablng envionment 1o facililaie effective
perfarmance by tha employes;

912 Provide access to skills development and capatity buikding
cpportunities;

9.1.3  Work collaboratively with the Employes to solve problems and
genarate solutions to common probleme that may impact on
the performance of the Emploves: '

9.14 On the requeet of the Employes delegale such powers
reasonably required by the Employes fo'ehabls him to mest
the performance abjectives and targets eslablished in forms of
this Agresmaent; and ' . _

8.1.5 Make awailable to the Employes such. resources zs tha
Employee may reesonably require from time {o time asslsting
him to mest the performance objectives and iargets
established in terms of this Agreement.

10. CONSULTATION

10.1

0.2

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

10.11 A direct effect on the perfermance of any of the Employee’s
functions:

10.1.2 Commit the Employse to implemant or 1o give effact to a
decision mada by the Employer; and

10.1.% A substanhial financial effect on the Emplover,

The Employer agrees to inform the Empioyes of the outcome of any
decislons taken pursuant to the exercise of powers contemplated in
clause 12.1 as soon as is practicabla to enable the Eployes 1o teks
any negassary action with delay.
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11, REWARD

111 The evaluation of the Employee’s performance will form the basie for
acknowiedging outstanding performarce or cofrecting  unacceptable
héformance:

11.2 1t is recorded that by mutusl agragment ithe Pgriies have decided that
o perfomance bonus will be paid to the Employee as the Employes's
lotal cost of employment package s deemead o be adequate.

12.  MANAGEMENT OF EVALUATION CGUTCOMES

12.1  Where the Emplover is, any time during the Employee's amplowment,
not satisfied with the Employee's perfarmance with respect ¢ any
matier deall with in this Agreement, the Employer will give notice fo
the Employes to atlend a meeting;

12,2 The Emplovee will have tha apporiunity at the meeting to satisfy the
Emplayer of the measures being taiken tu ensurs that his performance
becomes satisfactary and any programme, Including any dates, for
impiementing these measures;

123 Where there is & dispute or difference as 1o the performance of the
Employee under this Agreemeri, the Parties will confer with a view Io
resoiving the dlspuie or diffarence; and

124 in the case of unaccaptable pesformance, the Employer shall -

12.4.1 Provide systematic remedial ﬁr" ﬂwehpmental. .sup;;ort o
assist the Empioyee to improve his parformiance; and

12.4.2 After appropdate performance caunsslling and having providad
the necessaty guidance andfor support as well as reasonablo
time for improvement in parformance, the Employer may
conslder stepe to terminate the contract of employiment of the
Employes on grounds of unfitness or incapacity to carry out his
of her duties. '

i3.  DISPUTE RESOLUTION

13.1 In the event that ths Employee is dissatisfied with any decision or
action of the Employsr in terms of this Agraament, or where a dispute
or difference orises &3 to the axtent to which the Employee has
achieved the performance objectives and Largets established in terms
of this Agreement, the Employee may wilhin 3 {three) buslness days,
mast with the Employer with a view to résahing the issue. The
Employer will racord the outcome of the meelding in writing;
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13.2

13.3

12.4

13.5

If the Parties cannot resohve the lssues within 13 (fen) business days,
an Independent arbilrator, acceptable to both parties, shall be
appointed to rescive the matter within 30 {thirty} businesa days;

ih the instance where the mahors refarved to in 13.2 were nof
successfully resolved, the matter shall be referred to the Executive
Mayor to mediale the lssuss within 30 (thirty) business days of receipl
of & farmal dispute from the Employes.

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

ih the evant that the mediation process confempiaied above fails, tha
relevant clause of the Oontract of Employment shall appiy.

14.  GENERAL

14.1

14.2

Thus done and signed at

2024,

AS WITNESSES:

The contents of this agresment and the oltcame of any review
sonducied in erms of Annexure A may be made avaliabls i the
public by the Emgloyar: and

Nothing in this agreememt diminishes {he obligations, duties or
accountabiliies of the Employee in ferms of s confract of
employment, or the effecls of existing or new regulations, cirgulars,
poticies, directives or other inslruments.

day Jtne of

Vs

oh Hhe

WUMICIPAL MANAGER

-

i2

[t : MM:
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Thus done and signed at H CIMONES opthe D8 day dune of 2020,

AS WITHESSES:

Ik

B
u
N
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Cluatag Laading Compeiancisg
Compotsney Namme | Sirategic Dinection and Loade
Provide and dvast a viskm for the insbtUtion, and inspis and 06 others
Compstoncy DeNKION |1 setver on the stratent Krettutiond e P i o
ACHIEVERENT LEVELS -
BASIC COMPETEHT ADVANCED SUFERIOR
= Underatend » Biva direction 1o &) s Evalugle &l activitiez bo |» Shoadwe and poaltion
Instihtional and leam In resfsing the { determine  valwe  and | the inslitulion to {ocal
deparimentsl bethetion's sirategic | alignment 1o stralegic | government prigrities
strategle mandate and ast| Intent & Actively use in-dopth
objaclivas, put obisclives a Display n-dapah | Krow, and
lacks the abiity [+ Has a positive impact E ahd | understanding )
o nspira others and [nflgence 4n the understanding of siategic develop ard implement
io achieve bai morake, engagement | plenning a comprehenzive
mandats #nd paricipation of | o Akgn eirategy emo goais | iestitutional framework
« Describe  how | team members Acrogs sl functional areas [« Hold self accountsbls
specilfs  lagks » Dovelop actions plans | « Actively define | for shategy execulion
fink to | loexecite and guide | perforyiance meeeures to | and results
mstifirticna) Slrabsgy wianior the progress and i« Provide impact  and
shategies  but Impiemeaniation eficctveress  of  the | influeree fhrough
hags iimited | eAssisl n  defining | tasttwtion building and
Influenos i | performance ¢ Gonsisierdly  challehge | manisning  strategic
directing meapures o monlior | strateglc plane to enswre | rolationships
stratagy the progress and| rsievance + Creale an envionment
"Hew @ basic | sffectiveness of the | o Undarstand instiuional {  that facilitales lovelty
understanding of [ stiution shuclures  and  polificei | and Intdvstien Display
Ihstitutions| » Disphays an ] taciors, and the | a supeticr level of gali-
performeance AWaraness of | consequences of actions | distipne and intageky
menagement, Inattional structures | « Empower cihars to follow |k Betions
bt Tacks the | andpolitical fectors strategic  direction Bnd | ¢ intearate vaious
ity o |« EHeciively doal  wih complex| syastams nk a
iniegrade communicate bamiers | gluatlong ' . | coMectve whele o
eyslems ke g T s Guids the matidion! optimise  nettutonsl
coBective whale |  reievare parties through  complax  and | performance '
*Domonstrade & |« Provide guidance 1o Bmbiguous concem - managemen
besi: dll stskeholders In the [ w Use  ondaerstanding  of |» Uses Undemtanding of
undersiandiig of | actievement of he! power relitionshipt and | competing- interssie to
key  detisions | straanic mandale dyramic tensions’ among-|  manceuwe
mekers * Undersland the sim | key players 1o frame | muccessly to &
and objeclives of the | oommunieations -  and | Windin cutcoms
institulion and relate It | develop plratagies,
EG Ok v posilions and afliancas
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Clueter Leading Comaetencias
Competency Mame People Manzgement
Effsctively managa, inspire an endoursgs pacple, respact diversity,
Compelancy Dufinltlon | oplimive talent and bubd and muiture ratationships in onder to aghieve
Institutional nhjectives
AGHIEVEMENT LEVELS _
N BASIKC COMPETENT ADVANCED SPPERIOR
+Participale  in | sSeek opporunittes to | « Identify ineffective tazm e Davelop and
arn oo ircraase ieam | and work processes erd | incorporate  boet
satiing and ! coniribution and [ recommend  remedisl | pradtice  people
prokibam responsibtlity Int&rvertions marsagéement
abhving *Respect and suppord | « Recognise and reward [rocesses,
vinterscl  and { the diverse nadure of | effeciive and  deained approaches  and
enlisbarate others and be aware of | beheviour toola scross the
Wih pedple of | the benefits of a diveree | « Provide mendoring snd | instilulion
diverss approach guidance {o others in | « Foster & culiure of
beckgnaunds o Effectively dalpgate | order  lo  incremsa | discipline,
» Aware of | tesks and empower| personal cffectveness rasponglblity and
uidelines for | others to  Incremee | «ldeniity  devetopmeni | Secountabiity
amployes cenbrition and| and leaming needs [ « Undsstand  the
development, aearuta funotions | within the tsam impact of diversily
it renulres optimally = fyild a work | I performancs
support in i eApply ielevant | enviionment  eonducive | and ftively
implementing empioyee  jegislation | to aharng, Innovation | incomorate a8
tevelopment fsérly aind consletently ethicl behaviour and | diverally stretegy
iritiathves «Farlftsde team pozl | professionelism in the institution
softing and protiem- | s inspire &  culture  of | » Davelyp
sciving performance excellence | comprehenska
» Effectively Wenli'y | by giving positive and {  integrated
aepacity  tequiraments | consinuctive feadback to | shkategies  and
o fulill the stratsgic | the l=am approaches  to
mendate sAchieve agresment or| human  copilal
adversorial - management-
efvironmeantds . s Actively  Idendify
slead and unile diverae| bands end pradict
lesms eoross divisiong [ COPSElty
lo acteve Inshtfonel [ reginemenis ©
objectives faciitade  woified
_ {rarsition and
paforance
managernent




176 /265

Annexure B 2020721
Ciluster Leading Competencies
Compglency Name | Progratn and Project Managernient
Able 1o understand program and project management methodelogy;
Competency Detinltion | pian, marage, moniter Snd evaluals specific activihes in order io
-_| Heliver an set objectives .
ACHIEVERIENT LEVELB
BASIC COMPETENT ADVANCED SLUPERIOH
& (nitiate projects Estahlish broad [ = Manage matfyle Understand and
after approval from stakeholger programs and conneptuaise
higher authoritios Fvolvement  ard balance  prigrities the  iong-tesm
+ Undarstanc communicste  the |  and contiigls | implications  of
procedures projact siakus and according o desired  progact
program and key milestoncs inallutional goals outcomes
prijact Define the sofes |« Apply effeclive risk Direct !
management and responaibitifies management comprehenaive
methodology, of the project team srategies  through stralegic  macio
Implications  ang and create oty [ Wnpact oocessment|  and micm
slakehotder around smd fesburce analysie  ang
mvolvemani expectstions requirements HCOPE  [AQjECts
r Undasland  the Fint & balance | » Rlodlfy projact scopa sccordingly 1o
retishal of projects belween  project and  budgef whan reakse
in refation o the deadline and the required withoot irvstiteationsy
inskitudion's quzlily of : chmpromising dhe| objeclives
slrategic obleciivas dativerables guality and Consider  ang
o Docurerd and identify appeopriste objatlives of ihe Inliats
ComMKLnCate project resources to project that fotus on
tactors &nd  risk tasilitalp the |+ invidve top-leval ( - achivaiment of
assoclaied  with effactive authorifias and the long-term
BN Witk completion of the FElevant ob) ectives
¢ Use msults ang defiverables stakeholders .. in Inflsence paopls
8pproaches Comnply with | . seeking project buy- m positions  of
successfil project stalutory i . audhexdly o
implementstion as requraments  and | » Kentfy and apply | implament
guitle apply policies in a| . comtemporary outcopes  of
- consistent manner |  projest menagement projects
Monkor  progrese mathodotogy Load and diregt
ard  uss  of [+ Influence and | tamsiation of
TRBOUFCOE and metivats projeci policy Intp
makes needed | team  to  dellver workahia
adjustmants to axxaplional resulls sciions plans
timelings, steps, |« Monitor foy Ensures  that
and [RBOINCA inplamentaBon and progeams ave
allocation apply procedures (0] monttored - to
mamage rleka rack progress
and oplimal
resource
UiNEaticn, and
that adjustments
are made a8
needed

A ¢
4
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Annaxure B 2620/21
Chesior Leading Competencies
Cotepatency Name Financial Management
Abie to comple, plen and manage budgels, conwrel cash fow,
metitle finenclal risk managemenl and administer procurement
Cempetency Doflntilon | processes in accordance with recogniserd finacial practicas. Furher
k> ensure thal all finenwial transachiong are managed in an sthical
manner .
ACGHIEVEMENT LEVELS
BASIC COMPETENT ADVENCED BUPERIDR
» Understand basir Exhibit Kiowledge |+ Toke pelive Davelop planning
finanekel concepts of genearel financis| ownersils of ook to assisd in
and methads as conuapls, planring, plenning, svalsting and
they relate to budpeting, and pudgeting, snd rmonidonng future
institutiomal fresasting and foroeast processes axpenditure
processes and how they terrelale and provides trands
activities Assess, [deniify #redible anewars Lo Sel Bugel
= Display &nd manage quariag within own fratnesvorks kor
AwErenees into financial ricks responsibility tha insfitution
the vafous Asgime a ol ¢ Prepame budgets Sed siratepic
&ouroea of saving approzch to that are aligned 1o diraction for the
financkel data, fnansial the sirategle inetibulion on
reporting minaEgement obtjectives of the engandiure and
reshanisms, Prepere financial Insfitulion ofher finarcial
finsncld reports based on + Addrage complex Procusses
poveinancs, spooifled fomats budpating and Build and nuure
PrOCERsas sk Lonsider and financial pattrrships bo
systerms undsrstand the managemant improwe financial
¢ LIndarstand the finencizl CONCerns maragement and
impartence of implications of s Pt systems and schisve financial
financia| + dedisions and processes in place Evings
accountability suggesions o enhance the Achvely identify -
v Undersiznd the Engure that -gualiy and intagrity and implement
kripcrtance of delegpation and of finensial | newmethods ke
3vst conirol inatrnections as menagement imarove aapet
requirad by praciices . control
National Treasury [« Adse on policles Display
giidelines are and procediras professionallam in
réviewad and regarding assat dealing with
updeatad " control finantial deata and
lentify end * Promoie Natkcral processes
Impiement proper Trassury's
monitering and reguiaory
evtiivation practicas framewvork for
{oenaure Fingneil
appropriate Management
spending sgainet
budiget
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Annaxure B 2020721
Clumier Leasing Cempetendos
Lompetency Name | Change Leadership
Able to direct and iifiate Wstittonst Transformation on ol Isveis B
Gompetency Deffnifion | wder o suncessfuly drive and implement new bllatives and
__ | deftver profeseional and gusity services to fhe communlly
ACHIEVENENT LEVELS _ B
BABIL COMPETENT ADYENCED EUPERIDE
» Display an s Perforin sn analysis |« Actively monilor Spanpor
awanenass of changs of the change inpact changs impact ang change
interantiens, and on the sotlsl resull® i Sonvey apenis and
#é banefits of political ang progrese {o relevant cegie B
trangfommation stonamic slakatiolders network of
Initiatives environmant o Securs buy-in end thenge
+ Abls io dentdy besic [+ Mawizin calm and aponsowehip for leeders who
needts for ehange focus during change thange infiatives guppoit the
v identify gaps + Able fomeslsttsam |+ Continuousty Fitervantians
betwesan he current rhembere during svalusie changs Actively
and desired slate change and keap strategy and design idlapt currant
o Idantify potentlal risk tham facimed on the and trociice naw shiuctums
and chalisngss o deiiversblas ppIoathes to and
Iransfopnetion, = Valunieer (o lead enhance the FOCRESES th
including resistancs change efforiy Irstitution’s Insorporsate
to change faciors ouAsids of cwn wark eifectivenass fhe change
s Parligigate in changs feam s Buiid and nurture intarventons
BIOgrams and s Able b0 giain boy-in refation ship s with «  Mentor and
piloting crmnge ard approval for variolss stakeholders | Guide leam
ktterventions chings from lo sstablish strabegic. htlens o
»  Undepstand Bre melavant alliznee in faciliteling the effecis of
inapsct of changa etakehoklans changs Shanpe,
Iderventons onthe | [+ Idanity change «  Taka the lead in . heslstanoe
tnskitution within the readingss (evels and Impacifd change factors and
broader scope of asglslirn resohing | programs . how to
Livcal Gyovermamant. resislance to chango i» Benchmark change |  Wieorste
fRctom interventions against |  change -

» Deslgn change best change ™ . « * Motivate ard
interventions 1hed praciices napire othere
iwe aligned with the |  Undersiand the koL
metilution's strslegin impact anc change
objectives and goake {  psychoioay of wiliatives

change, end pui
remmdial
Riberventions in
placa ko facilabe
effective
ransiomaiien

«  Toke calcuiated ik
B feak mow kioes
from best pragtios
scanarios, and
identify the polenits]
for mplementaiian

L
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Annhexure B 2020721
Cluster —thoacing Competencey T
Eompetency Neme Bovemnance Laadsrship
Able i promots, direct and apply professionatism in Managing risk
and compliance requirernents and apply & thorough imdaratanding
Compelancy Definition | of governance practices and obiigations. Fugther, able 1o direct the
conceplualisation of relevant policies and enhance Cooparative
o tance rak:lionehipe
ACHIEVEMENT Lﬁwﬂ ,,,,, o
BARIG COMPETENT | ADVANGED SUPERIOR
Dispiey & baslc  [¢ Display a + Able o link ek + Demonstrate &
Bwarenass of {haroygh injliatives inlo key high level of
riek, eormplianee underatanding of institutional objectives commiment in
ard govemnance Hevernansce ond i crlvers compiying with
factore bat vk ang fiantfy, analyee angl ovamance
Faquire guidance compiiance mass e ek, cresg retjuiramants
and fastors &nc walid risk foracasts, +  hplement
develppimem In implernent plang and map nak profifos goveinancs and
impksrnenting to address thape Apply risk canirel compliance
Blich + Demonstreie methodokogy end Eirategy & ensums
requFsmeTis understending of Bpproeches o prevant | achievement af
Underatand the the technigues and reduce sk that instiuional
struchare of end procesaes for impeds on the objectives within
COODSTative pitimising risk achisvernent of he legitative
BcYemment bk tekdng declions instifuiionsl ojectves framewor
requiray withiry tha Camohagale o s Able to advies
glidance on instiiution theraugh Local Geovernment
fostering o Retively drive underetanding of risk on rigk
workable policy femmulation relention plans Mianageron
refationships within the iientify and strateqiss, best
botween Intitxmion 1o implemant . praciice .
siakahokers ' ERGWE the camprehensiva rick intervantions and i
Prindda gt axhlevement of rRaregement syitems oompliange ' |
info polioy objactives end processss sisnapement |
formulation Implamant dnd [+ Abltolforge - |
monltor - - the({ positve i
fermulation of policies, relsdionships on
identify and analyss COOpEratiy
ahslrainis and gavainance ievel o
challenges with énhemze the
mplomentelion  ang;  effeckweness of
prodde LI’ govemment
recommendations for [« Able to shape,
impreswenant direct and drive the
formukation of
plicies On @ masrn
lovel
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Annexure B 2020/23
“Cluster Core Compeiencies 7 '
Coempeiancy Name | Moral Co e
Compotency Abls 1o identify maral triggers, apply reasoning thst promotas Fmaﬂy
Befihition ang intﬁegrity and consistertly dispisy behavour that refiecis moral
stinpatence
_ ACHIEVEWENT LEVELS T
BASIC COHECTCNT ADVANCED SUPERIOR |
* Resksethe + Conduct s in + ldentily, doweiop, ang & Create an
impact of alignimert with the #pply measives of gel. envimnmant
achng wih valuee of |.oaal correction CORZWGIve of
inteprity, bt Goverameni and | » Able 1o ggin trest @nd rord! practices
requines the Instituéion Tespect through aligning | e Actively develsp
fquidanee and = Able to cpenly aclions with &nd frophanseii
devsiopment in edmk own commitments measures o
Implermenting mistekes and « Make propossis end combat fralu
principles weEaknesses ard retommendalions that & Corruption
¢ Followths geek actistanoe ara kaneparent and galn |« Sat inkbagrity
basic niee and from others when the approva) of relevant standands &nd
regrulations of ungble to dellver etakehakiers shamed
WP ifvatitution s Aclively report » Pragent values, beliels sevountabil ity
x Able fo idandiy fraudutent activity ang ideas that are MmEasures
basic moral and corruption st gruant with ihe 40ross ihe
thustions, bat it In facai inxiftion's rules and insthstion o
requras BOVETTITHENt mgulatione support the
fddanceand | Lnderstand and = Takes an active stance objectives of
tlovelopment in honaur the againsd aorrusiien and Iocal
imnderstanding cefidential naturs dishonesty when noted | - governmeni
and resEoning of matters without |« Actively pronsoks the = Tike
with momai gecking parsonal value 0f te inetiiition o reaponetbiity for
Inkent gein inbernal @nd extormai: oum actions sry
= Able o doal with slahchalders tiackalons, even
shualions of « Abla lowork in unity wiih | ¥ te
conflict of infergat aleam and not saak -ROnsEquencss
promptly and inthe | poreonal galn _ e
bestinterastol - | Apply universal mosat- urfavurable
locHl govermment principea consielaidly io
achiave moral decisions

=
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Anhexure B 2020421
Clunter Gote Competencias .
Commreatancy Nere Planning and Croonisi
c tency Able o plan, prioritiae ang argentse infomation &ng MBsOUNe s effertively
Dafnition to ensirs the quallly of servics tallvery and buli sificient contingenty
ip manage i . _ |
ACHIEVEMENT LEVELS s - o]
3 BASI: COMPETENT | ADVARCED " SUPERIOR
+  Abig o follow v Actively and = Able te define = Fotus on hoad
basic plans end appropiiaialy institurtiong! sirategles and
organise tasks orgense abjectives, develop infintves whan
Bround st Information and comprehenshve deveidping
objactives resmurces plans, inteomie and plans g
= Understand the redjiired for g codptifntite activitios, actions
pracess of task and 853kn + Able i project
plenning and v Retogrise tha APpropr sk and forecas
organisifg Hut wgency end resurces foy short, mediup
Uires imponerce of SUCCeshul and long term
gusdanice: ang 1ok impemantation requiretnents of
devalopment in - |»  Haignoo ghor +  ldeniify in advanas the Inetitution
providing and fong-leam reguirad stoges eny and tocal
detodled and - pként and goals actions ta conpdete povarnment
tomprehensive and incomporate tasks and projests +  Tranalpte pallcy
pMans info Hie desm'a = Schedule reglistic Ime Felevani
©  Ablaio foliow pedformente imsines, objectives projects {o
enisling plans ohjectives and miestones for facikiate the
and ecmude that | Scheduds tasks o teeks and projects pchigvemant of
objecives are ensurg they sre  p Produca chear, - IngtRstional
it pefformed within dedaited 3nd objectives
o Foous o shori- budget and with comnprahensive
tame objetlives sfficlont uae of plats {o achiove |
in developing lime and instihional
plars and resoUrces {Ohjactives B
actisns e Moasures *  ldenify poasios riek
& Afrarye progress and tedors and desighn
infurmmatlon ang mtnitor and implement- -
resourcas performance appropriate
requirgd for 4 resiits cantingengy plans
=ak, hut raquire «  Adspt pins i fight
futher siructure . Of changing
and ofgenisation clannetantes
¢ Prioriiica {seks and
projects atcording to
thewr relevani
Urgency and
Imporiance o
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Annexure B 2024721
Clisster Core Competencies
Compgtoney Bame ' | Analysis and Innowation L
Able to criically analyse mformation, chellenges and iands io
Competency eslablish and irpement fact-based soiutions that are innovaiive
Dafnition to improve institutional processes 4n order {o achieve key strategic
ohjcctivas
e mcmsep v HIEVEMERT LEVELS ]
BASIC COMPETENT ADVANCED BUPERIOR
* Understand the |+ Damonatrate logioat |+ Coachas taam + Damonstate complex
bészlc operglion problem solving members on | onabiicel and problem
of analyeis, but tecnniguas and analyiicel and solving approaches
kck delaii anv approachas and innovatlve and techniques
thoroughhess provide rationate for sppropchies and |« Create an anvironment
» Able to helance recommandations kechinigues conducive to analytica!
indeperxient + Demonstrate » Engege with andl tact-basex
analysis wilh objectivity, insight, Ebpropriate problem-sohing
e esting ahd thoroughnass individusls in » Analyge, recommend
assislarca from when analysing anzhysing and eclufions and mondor
WRhers probisme resolving complex | trends ir key
+ Recommend « Able to break down problems challenges to prevent
new ways o camplex problems |« kientlfy sofutions aind mansge
pertonm jasks inte mahagaable Of VEHOUS araas OCELEENGCE
wiihin e paris ang identify intheinglitation [+ Craate an anviranmeet
function sohnions v Formulate and fhat fogiars innbvative
+ Propose dimple | » Coneult internel end | implemeant new thinking and dollawe g
&g externsi ideas throughow lessTiing oamanisation
interverdions slakehiotders on the inalition BPEIOAcH
that maigiraly Apportunitics to «Abletogain . |e Be athought Jeader on
chaliengee the frprove proGesses appwroval and bay- |* Inbovative customer
siAEME QuUD and servipe delivery | in fiw proposas sarvice delfivery, and -
v Listen i the e Clearly inferventions fom | prosess oplimisstion
Kieas and sotrriunicate the relevant » Play &0 Bothve.roks in
perspactves of benefits of new slakeholders- . | sharing best practice
oihess and opportunities and « ldentlly trends and | “solutions ang en
GO nnovalive solutions | bast practices In in natione! and
apportuniiss io io siakeholders process and intereational local
enhanca sich |« Continuously identify | senice delivery povemment ssminars
innovathe opporuntties to &nd propese trrd conferencas
thinking enhance interngl [natitutionsal
pracaasss 2pplicaiion
» [deniify and pralyse |« Continuously
opportunities Bhgage in
condicive to resesch to
Inntrative identify olient
spproashas and ngbds
pron0ss ramedet
_ ntgreantion ]
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Annexure B 2020/27
Clunier Core Comipeloncias
Compatency Nama | K g and Informalion Mana f

Compatency Definfion

ARk to promaie the generation and sharing of knowiadga and
infermation Ihrough verious processes and media, in order

gnhagce ihe coflective knowledae Base of local governmend
AGHIEVEMENT LEVELS

BOprosches

o BASIC COMPETENT ADYANCED SUPERIGR
[« Coilact, Use appropriate | » ENactvely prediot |+ Create and
categorise and ieforml o futine information Eupport 8 vision
trak setevant eyslems ang and knowisdge end culiure where
informnetion technology to rmanagement tsam mambers
required for manage regtuirements and are empowered to
SPECiic lasks {natiutionzd eystems saGk, gain and
and projecks kinowigdge and « Deévalop standards ahara knowletge
« Anslyse ard nfomietion ant progesses o and {nformation
interpret sharing mee! fulure w» Esisbiizh
inforvalion fo Evaluake dala knowisdne partnerships
orany Wom verioug managedient acrows local
conciusions BOLFCES uny uge nesds government to
e Sealk now irormation +» Shers and faciiiste
S0UFCEs of effectivedy tn premole best- knowiadge
informstion to influence praclos mansgament
increase the declsions and kiiowiedpe + Damonstrale a
knowlagdye provids selutions managernant mature approach
base Acilvely create BLIOSE VEFQUE to knewiedge s
*  Reguloly mechanlsms and insliutiong information
share siniciures kor + Estahlish accurste sharing with 20
information sharing of measures s abtind arce and
and knowiledge | | information menltoring aBsiskanpe
with intemsal Lige exiemal and sysiems for approach :
slekehoiders internal knowledge and -+ Razognize and
and tsam resurces | information : eiplol krowledges
mermbars ressarch and mEMAGENenE points In
provide relevant | « Creple a culture intaractions with
and cldting-edge conducive of intesnal and
knowledgs to lsgening and encierned
anhBnce knewsiadge sharing slaksholiom
inatiuiiong! v Hold reguler
efiectivences and | knowladge end
Eficisncy infonmalion
sharing sessions
lo offch new (deas
and share best
practice




184 /265

Annaxure B 2020/27
o Clusfor [ .Core Compaléncies
Competency Name | Communicstion
#Able {0 share information, knowedge Znd jdess In e clear,
Competency incused and concise mammsr sppropriate for the audience i
Dofinition order io effeclivaly ¢onvey, persusda andg infiuence stakehokders
to achieve the desired oufoome —— -
AGHIEVEMENT
. BASIC COMPETENT ADVERCED SUPERIOR
= Demenstrate an Expreas Klens Effactively Reganied as a
unasstanding ta individueds commenicate Mgh- speacialist in
for and guoups in H5k onid sensitive nepotiaiions
commuricaticon format and matters fo relevant &ndg
Bvers amd tools iriformel stakeholders representing fhe
appropliate for eeitings In an Oevelop & wall- instibution
e avdience, manneét thal is deflned Able to inspire
but requires inferasting and erpmunication and motivalie
fuidanca in molivating stratagy othess Ihrough
utliising such Alile to Balance politkest positive
tools understand, perspectives with communication
a Exprass kfegs n Wlemts any nelkubional nasds tnat is impacifyl
A desr and appreciale when communiosting and relevent
focused mannear, dhneree viewpoints on Cregtes an
bt does not perzpectives, ronplex issues BRVIFONeT
aways foke the aflitudes and Able o pffontively cendusiva to
needs of the baliefs direct negotiations traneparant and
sudianes into Auclmpd Brouing sl -productive
consideration cofrmunication madiere and arrive at commuri¢ation
+ [isseninete and content end 2 wifi-win Situgtion #nd critical mnd
COnvSY siyla to suit the that progiotes Bathe appracistive
nformation ang audiente and Pate principtes conversations |
Kntwledpe faciiitate Marked and promote Able to
adegusialy aptimat the-ipstitulionts - | coodinate
inforenabior: Extenal stakehokiors negotiations 2t
~ransfer ant seek to enhance diffsrent levela
Defivar cortent & posillve image of vthin lcoal
In @ roan e the institution government and
that gaine Able o communicale | extermally
suppor, with tha madia with
commitmend HMoh levale of morel
and agreement competence and
from refevant tiecipline
slakeholders
Compile dlear,
focnsed,
ecrecise and
weil-structived
written
dacisnents
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Annexure B 2020721
Clurster Core Cempetencies
Competency Nams | Resulls and Qusfity Eocus
Able to maimain high quality standards, focus on acivieving
resulis and obyacives while consistently siriving to exceed
Computancy Definition | expeciations and ancourage cihers to meot qualty stendards.
Furthet, 1o attively monitor and measyre rasults and quakity
|.against Weniitied abjentives e —
ACHIEYEMENT LEVELS
BASIL COMRETENY |  ADVANCED T SUPERIOR |

» Understand Foous on high- « Conaistently verlly | « Comthand
quistity of work prioriiy sclions own standzyde puide others to
bt requires and does not and outcomes 1o excesd quallty
guidance in become snslre quality standarde and
attanding to digtracled by Dt rasuits
bmporian lower-prioty = Focous on the end Develop
matters _ attivities resufl and eviodds challnging,

» Show a basic Display fitm being distracted dlient-focussd
Corinitinant i comemnitmeant s Damonstrate a gozels and seis
echieving tha and pride in delernined and high stendards
correct resuits BChieving the commiied for pareonal

« Produce the correct resulte approach fo petformance
taindim feved Sat quallty Bchicuing resufls Commit o
of reaults standands and and quedlty exceed the
regeived in thes design slanciade results and
({+]0] propesses and ¢ Follow tesk amd aualty elandards,

s Procuce taeks around projects through MG tar
cutcores that achleving set ber Sompation and
ls of & good stendsrda + Setchailenging Implernsnt
stendend . Producs outpul gosly and remedisd

a Focus on the of high quaity objactves to self irtervenicns
guantity of Abis fo balance and team and when required
DL bust the quantily and display : Work with team
reluires guality of resuits commitmed o io eet embilious
development in in erder 10 achieving - ang challenging
incorparating achisve gupectalions team gosla,
ihe quakty of ohjectives + Maintsin a foous conumunicating
Veorlt Monitors _on quality oulputs long- and short-

» Produce qualily propress, guakty whan placaed term expectations
wirk In general of work, and uss under MeERUNE Take appropricke
titturneiences, of rasoirces; = Establishing risks o
bui foils ko masi provide staius instituticnal sccomplish goals |
expectation updates, and Eyshame for Orvetcoms
whan under meke mengging and 2ntbacks and
pressure adjustments as assigring work, sdjust action

negded defining plans to reslise
respasihRies, gosis
tracking, Fotus people on
menkoring and critical activities
mMEasuring that yiek & high
BHGesa, ot
evaluaiing and .
vitluinig the work
of the Institution -

13
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OVERSTRAND MUNICIPALITY

Performance Agreement
for the finuncial year
1 July 2020 - 30 June 2021

DIRECTOR: INFRASTRUCTURE & PLANNING
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Ferformance Agreemant  2020/21

Ferformance agreement made and enferad info by and befween

The Overstrand Municipality and represented by Cosnie Groenewald, the Municlpal
Manager (herein and afler referred as Employer)

and

Stephen Muller, the Direclor: Infrastruciure & Planning (hereln and after ieferred as
Employee) for the peried 1 July 2020 to 30 June 2021

Where as

. The Employer has enterad info & conlract 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 ara hareinafter referred as “the Partias”;

- Section 37[1){b} of the Systems Act, read with the Contract of

Employmant concluded between the parties, requires the Parties fo
conclude an annual performance agreement;

. Tha Parties wish to ansure that they are dear about the gogals io be

achieved, and secure the cammiimeni of the Employes to a sel of
outcomas that will promete local government goals; and

. The Parties wish to ensure that there is compliance with Sactions

57(4B} and 57(5) of the Systems Act.

1. INTERPRETATION

1.1

In this Agreemeni the followings terms will Have the meaning ascribed
thersto:

1.%.1 “this Agreement’ — means the performance apresmsnt
betwsen the Employer and the smployes and the Annexures
thereto;

1.1.2 "the Executive Authority” — means the Mayoral Commities of

the Municipality constituted i terms of Section 55 of the Logal
Government: Municipal Siructures Act 117 of 1868 (“the
Structures  Act’) as representad by Ha chairpersor, the
Executive Mayor,

1.1.3 “the Employes” means the Director appointed in terms of
Section 82 of the Structures Adl;

1.1.4  “the Employer” means Oversirand Municipaiity: and

1.1.5 “he Parties” means the Employer and Employee.

’ A/
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2, PURPOSE OF THIS AGREEMENT

2.1 To comply with the provisions of Section ST(1Xb).(4B} and (5) of the
Systems Acl as well as the Contract of Employment enterad irto
between the Parties;

4.2  To specify objectives and largets established for the Enrplayes and o
communicate {o the Empioyee the Employer's expectations of the
Employee's performance targets and accountabilifies:

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

24 Teo moniter and measure performance against set largeted sulputs
and puicomes;

25  Toestablish e Fansparent and accountable working redationship;

28  To appropiately reward the employse in agcordance with sediion 11
of this agreement; and

237  Ta give eifsct to the Employer's commitment to a perdformance-
orientated relationship with the Empioyee in allaining improved
service delivery.

3. COMMENCEMENT AND DURATION

_ 3.1 This Agreement will commence on 01 July 2020 and will remain in .

force until 30 June 2021 where-after a new Performance Agreemeant

" shall be concluded betwesen the parties for the next financial year or
: any porion thereof, ' R o

3.2 The Parlles will conclude a new Performance Agreement that replaces
this Agreement at least onoe a year by not later than 315 of July of the
succesding finandal yearn; :

3.3  This Agreement will lenminale on the temination of the Employae’s
contract of employment for any reason;

34 K ot any {me during the wvalidily of the agreement the work
environment allers to the extant that the coments of the agreemant
are no longer appropriate, the coblents must by mutual agreement
botwaan the parties, immediately be revised: and

3.5 Any significant amendments or deviations must tzke cognizance of the

requiraments of sections 34 and 42 of the Munidpal Systems Act and
Regulation 4(5} of the Regulations.

4, PERFORMANCE DBJECTIVES

4.1 The Pedformance Plan {Annexure A) sets out —

3 D:‘KWA &ff)g,
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4.1.1  The parformance objectives and targets that must be met by
the Employes;

4.1.2 The limeframas within which those parforrrance objectives and
targels must be met: and

4.1.3 The compelencies {Annexura B - deflnitions s lems of
Regulation 21 of 17 January 2014) required to operate
effactively as senior managers Ih the local government
environmens.

4.2 The performance objectives and targets reflected in Annexure A are
sel by the Employer in consullation with the Employee and based on
the Integrated Development Plan, Servica Delivery and Budgst
implementation Plan (SDEIP) and the Budget of the Emplover, and
shall include:

4.2.1 Key objactives that describe the main fasks that nsad to be
dong;

4.2.2 Key performance indicators that provide the details of the
evidence that must be providsd to show that s key objgcfive
has been achieved:;

423 Target dales that describe the timeframe in which the targels
must be achleved: and

42.4 Weightings showing the relstive 'Impertance of the key
chijeclives to each other, - _

43 The Personal Deveiopment Plan {Annexure’ €) sels out the
Employee's personal development requirements in line with the
objectives and targets of the Employer; and ’

4.4  The Employee's performance wilt, In additibn, be measured in lerms of
contributions to the goals apd slralegies et out In the Employer's
Integraled Developmant Plan.

PERFORMANCE MANAGEMENT SYSTEM

5.1 The Employee agrees to participate in the perfomance management
systern that the Emplover adopled for the smployess of the Employer:

5.2 The Employes accepls that the purpese of the performance
management systam will be to provide a comprehensive system with
specific performance standards to assist the employees ankl service
providers to parform {o the standards reeiuired;

5.3 The Employer must consulf the Employee about the specific

perforiance standands and targets that will be ncluded in the
perfommance managament system applicabie to the Employea;

E mlw_ﬁ_ D p
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5.4

55

56

5.7

The Employes underakss to aclively focue on the promation and
implerentation of the key performance indicatars {inctuding special
projects refovani to the employes’s responsibiiities) within the local
gavernment framework;

The criteria upon which the performance of the Employee shall be
assessed shall consist of two components, Cperational Performance
and Competencies both of which shall be containad in the
Performance Agreement;

The Employee’s assessmeni will be based on his performance in
terms of the oulpute/outcomas {performanca indicators} identifisd as
per attached Performance Plan, which are iinked 1o the KPAs, and wil
constitute BO% of the overall assessment rasult as per the weightings
agreed 1o between the Employer and Employes;
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The Competencies will make up the other 20% of the Employee's
assesemen! score, The Competencies are spilt: into two Qrotips,
leading competendies (indicated in blue ol the graph bslow) that drive
strategic intent and direction and core competéncles (indicated in
green on the graph beiow), which drive the exccution of the lsading
compeslencies.
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PERFORMANCE ASSESSMENT

8.1

B.2

8.3

B.4

6.5

6.6

6.7

The Perfarmance Plan (Annexure A) to this Agreement sels out -

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

0.1.2 The Intervals for the evaluation of the Employee's
performance.

Despite the esiablishment of agregd intervals for evaluation, the
Employer may in addition review ihe Employee's performance at any
stage while the coniract of employment remains i1 forca;

Parsonal growth and development needs wentified during any
parformance review discussion must be documentsd in a Pergonal

Devslopment Plan as well as the actlons agreed to ang

implementation must take place within set Hme frames;

The Employase's performance wil be measured in terms of
contributions fo the goals and sirdtegies set out in the Employars
Integrated Devalopment Pan (IDP} 28 desoribed in 6.8 - 8,13 balow;

The Emplaves will submit quarierly psrformance reports (SDBIP) and
@ comprehengive annual performance report at the fourth evaluation at
least one week prior o the performance assessment meetings to the
Evaluation Pane! Chakrperson for distribufion tn the panel membets for
preparaiion purposes; - . .

Assessment of the achi&vemeﬁt of results as. outlined in ihe

performanca plarn: .

6.6.1 Each KPI or group of KPls shall bs assessed according to the
axtent io which the specified standards or psrformance tarpets
have been met and with due regard to ad-hos tasks that had to
be performed under the KPI;

6.6.2 A raling on the five-point scale described In 5.9 bedow shall be

provided for each KPt or group of KPls which will then be

multiclied by the weighting to calculate the final sCone;

6.6.3 The Employee will submit his salf-evaluation 1o the Empioyer
prior to the formal assessment;

6.6.4 in the instance where tha amployee ceuld nol periorm due 1o
reasons oitside the control of the employer and amployee, the
KPE will not ba nonsidered during the evaluation. The
amployee should provide sufficiant evidence in such instances;
and

6.65 An overall score wilt he calculated based on the total of the
individual scores ealculated abova,

Assessment of the Competencies:

° Dir. %{ MM ‘4 ‘\9,@
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5.0

6.0

6.7.1

6.7.2

6.7.3

Each Compstency wili be nsseesad in ferrns of ths
descriptions provided {Annexure B) on a 360 degree basis
during the mid-yvear and year-end reviews and will inform the
fingl score awarded by |he evaluation committes, 360 dagree
means that the empioyee's peers and managers reporting o
him will assess hisher Competenclas:

A rating on tha five-point scale deseribed in 6.10 below shall
be provided for sach Compestency which will then be muitipfed
by the weighting to calculate the final score: and

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

Owerall rating

6.8.1

6.8.2

An overall rating is cafeulated by adding tha overall scores as
calculated i 8.6.5 and £.7.3 above; and

Such overall rating reprasents the cutcome of the petformanca
appradsal.

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

mm—————— e e e .

thutslandhing, Periotmans  Fulsp eHertve Blot fully  Uikicesaeside

perlormance  signEcanidy effertie: P v rance
Ao

®3pactti ot

[

SOFI

amployee at tis ‘evel. The appraisal indicates that the

[ Poiformance far exceeds la stanian expactsd of an

Cidutanding Empicyse has achieved above fully eFecive results agalnst

porformance all performanca criteria and indicators as specified in the PA
8nd Ferfarmance plan and mainlained this In afl arsas of
responsibidly fhroughoul the ysar,

Pedormance Performance is sigrificanlly higher Than e standard

sighificantly txpected In the Job. The sppraisal Indicales that the

above Empioyse has achlevad above fally affective results against

expactaflons mare than half of the pedormance critsria and Indketors el

’ /
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folly schieved al othars twoughout ihe year,

Fully offective

Parformance fuily meels the standards expectad in all areas
ofihe foh. The appraisad Indicates that the Employee hag fllly
achisved effective resuts agains! alff significant performance
critesia and indicators a2 speciled in the FA end Perfarmanca
Plan,

Mot fully effectiva

Performance I bélow the standar required tor the job in key
amas, Porfotmance meels some of the stendaids expecied
for the job.  Tho reviewassessment Indicates ihst tha
ernplovea has achioved below fully sffective results anelnst
more than kel the key pedormance criteria and indicaiors as
apacified in the PA and Perfonnanca Plan.

Uniacteptabla
performanee

Perfomance does not meet e stannard expecied for he o,
The reviewwassessment indicates that thay employee has
aghieved balow fully eflective resulls apainst almast ali of the
parfomance erilerie and Indicators as epecified in the PA and
Performanca Plan. The emploves has faited 1o doemonsatrale
the commitmeni or abllity to bring perfarmanse up 1o the level
expectad in ihe job despite management afforts 1o ancourage

improvemen,

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

raling scala:

Poos

Poor

Cap % proof Sic
undersianding of local goversnmani operations end requires
extenslve suparviaion end development Evarventions.

Bagle

Applies basic concepls, methoos, and understanding of Toced
govemmant coerations, but requires supervision and
development infervention.

Compatent

Develops and applles more pregresshe toncems, methode
and understanding, Plane and guides the wark of clhers and
execulas progressive analysis.

Advanced

Develops Brd appliss complex corceptz, methods and
widerstanding. Cffectively divecis and . Jends. 5. grodip and -
executes in-deplh enalysls,

Superior

Has a comprehensive understanding of local govamment
tperations, crtival in stmtegic shaping #iralegic drracllu and
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8.11

612

B.13

methods,

For purposes of evaluating the parormance of the Employes for the
rmid-yaar and year-end reviews, an evaluation panel constitited of the
following persans will be astablished -

8.11.1 Municipal Manager:
6.11.2 Municipa! Manager from anolhar municipaiity;

6.11.3 Chairperson of the Performance Audit Commitles or |n his/her
absence therec’, the Chairparson of the Audit Committes; angd

8.11.4 The Membar of fhe Mayoral Commitiee  (Portfolio
Chairperson),

The Municipal Manager will evaluate the patformance of the Employee
ag al the end of the 1% ang 3¢ quariers; and

The Municipal Manager wilf give performance feedback fo the
Employse within five (5) worklng days after cach quarierly and annugl|
assegsment meetings,

SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2
7.3

T4

7.5

The performance of the Emploves in relation fo his Pperformance
agreement shall be reviewed on the following dates with the
understanding that the revisws in’ the first and third quarter may be
verbal if performance is satisfactory: LT -

July - Seplembar Qctober 2028 (informal)

1
2 October — Dacembar _ February 2021

3 Jenuary - March April 2021 {Irdormal)
4 Aprit - June September 2021

The Employer shell keep a record of the mid-year and year-end
assasgment mestings;

Performance feedback shall be based on tha Employer's assessment
of the Cmployee’s perdformance;

The Employer will be entitled to review and make reasonable changes
to the provisions of Apnexure A from time to time for oparational
reasang, The Employee will be fuly consulfed before any such
change is mads; and

The Employer may amend the provisions of Anhexure A wherisver the
performance management system is adopted, 'mplamented and/or

’ Dir.:_mém_MM:ﬁ C\“j?fﬁ}
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amended as the case may be. in that case, the Empioyee will be fully
consulted before any sush changs is made,

DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan {PDP) for addressing developments! gaps is
ahtached as Annexure C. Such Plan may ba implernanted and/or amended as
the cass may be afler the each assessment. I that case, the Employes will
ke lly consuktad before any such change or plan is mada.

OBLIGATIONS DF THE EMPLOYER

9.1  The Employer shail-

B.1.% Cregte an enabling environment to faciitate effective
peiformance by the employes;

9.1.2 Frovide access to skills develepment and capacky building
opporunities;

813 Work sollaboratively with the Employee to solve problems and
generate solutions o common problems that may impact on
the performance of tha Employee; .

814 On ihe regquest of the Employee delegate such powsrs
reasonably raquired by the Empioyee to-anable him to mast
the performance objectives and targsis established in terms of
this Agresmeni; and : -

9.1.5 Make available to the Emplayee such. resources ss the
Employee may reasanably require from time to time assisting
him to mest the performanca objectives and targets
established in fems of this Agresment,

CONSULTATION

10.1  The Employer agrees lo consult the Employee timecusly where the |

exerclsing of its powers will heve amongst others-

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

10.1.2 Gammit the Employea o imptement or to give eflect to a
decision made by the Empleyer: and

10.1.3 A substantiat financia! effect on the Employer.

0.2 The Employer agrees 10 inform the Employee of the outcome of any
decisions taken pursuant to the exercise of powers contemplated in
clause 121 as soon as ig practicable to enable the Employee fo take
any necessary action with defay.

1 4
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11. REWARD

111 The evalustion of the Employee's performance will form the basis for
acknowledging outstanding performance or cerrecting unacceptable
performance,

11.2 it is recorded that by mylual agresment the Partins have decided that
o petformance borws will be paid 1o the Employes as the Employee's
totaf cost of employment package is deemed ta ba adequate,

12. MANAGEMENT OF EVALUATION OUTCOMES

121  Where the Empioyer is, any time during the Employee's employmen,
not satisfied with the Employec's perfommance with respast to any
malier dealt with in this Agreament, the Emplovar will give notica to
the Employee to attend = masting;

12.2  The Employes will have the opporiunity at the meeting to saiisfy the
Empioyer of the measures being taken fo ensure that his parformance
becomes satisiactory and any programme, neluding any dates, for
Implamenting these measures;

12.3  Where thers is a dizpute oF difference as 1o the performence of the
Employee under this Agreement, the Parties will confer with & view ter
resciving the dispute or difference; and

124 Inthe case of unacceptahle peroimance, the Employer shail —

12.4.1 Provide systematic remed|al nr.-deveréprhemdl Supgort 1o
assist the Employee to improve hia parformance; arid

12.4.2 After appropriate performangs counselling and having provided
the necessary guidance andfor support a5 well as reasonable
time for improvement in performence, tha Employar may
consider steps to lerminate the contract of employment of the
Employee on grounds of unfitness or incapacity to cary out his
of har duligs, -

13, DISPUTE RESOLUTION

13.1  In the svent that the Employee is dissstisfied wiit any decision or
action of the Emplover in terms of this Agreement, or where 3 dispLde
of difference arises as to the exteni {o which the Employae has
achieved the performance objectives and targets astablished in terms
of this Agreemen, the Ernployee may within 3 (three) business days,
meet with the Employer with a view to resclving the igsus. The
Employer wilt racord the outcome of the meeting in wriling;

13.2  If the Partias cannot resolve the issues within 10 (ten) business days,
an indepandent arbitrator, acceptable fo both parties, shall be

appoinked 1o resolve the matter within 30 (thirty) business days;
. pd -
Dir.; MM; @ ﬁ‘
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13.3  In the instance where the matters referred o In 13.2 wera not
successhully resolved, the matter shail be refermed to the Executive
Mayor to madiate the issues within 30 (thirty) business days of receipt
of & formal dispute from the Employse.

13.4  Tha dacision of the Executive Mayar shall be finaf and binding on both
parties; arg

13.5  In the event that the medlatlon process cortemplated abova fails, the
reievant clause of the Contract of Employment shall apply.

14, GENERAL

141 The contants of fhis agreement and the ocutcome of BNY review
conducted in terms of Annexure A may be made available to the
public by the Employer; and

14.2  Nething in this agreement diminishes the obligations, duties or
accountabfities of the Employes in tarms of his contract of
smployment, or the effects of exisling or new regulations, circulars,
policies, dirsctives or other instruments.

b

. =
Thus done and signed at //éffﬂm > on ihe ,ég day June of
2020,

AL WITNESSES:
AT
e

. 2.

=
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Thus done and signed at HE’JWIM by enthe % day Juna of 2020.

AS WITMESSES: A

" %}C‘i}@r ,;zr:*’:‘h...‘

-~

ﬁ DIRECTOR
Z,

7 —

13
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Annexure B 2020721
Cluster Leading Compelencias
Competency Name | Strateqic Direction and Leadership
Competoncy Definition Frovide enid direet a viglen for tha insthuiion, end inspire and deploy othars
¥ 0 dedivar on lhe k¢ Insiauional meandats
ACHIEVEMENT [ EVELE
CONPETENT ADVANCED EUPERIOR
s Undeestand o Gve direction to a] e Ewelunke i mchivities o ls Struchae and pasilion
inslitutional and | team in reslising the | determine  walue  and | the inelituion 16 local
departmenial instiution's  strategic [ afignment  to siralegle | govemmant priorlies
Etratenlc mandsle  and  set|  intent = Actively use in-depth
ohjsctives,  hul ohiscivas o Dspisy in-depth | lnewiados am.l
lacks the abfity |+ Has & positiva impact |  knowladge and | undemstanding
0 fnspite cthars and influsnce on the |  wideretanding of siradegle | develop and hpl'emant
to achleve 8¢l | morsle, engapement plwnning ¥ comprahonaive
mgndate participation of | « Align sirategy and poele | inatiutional framewark
¢ Describe  how | leam membere 20r08s all functional areas |» Hold self mcoounlable
speoific  taske | e Develop ections plans + Acitvely define | for cirelegy edetuion
fink W [ fo execule and guite | perfomnance messwres to | and results
sttt ors slrateqy monitor the prograss ened s Provida  Impact  and
eirgleghes  but implementation eNaclivenese  of the ! influence through
haa YmRed 1o Assist in  oefining | inslition burlding end
infiuenoe In | peiformance » Consistenfy  challonge | meknsining  siralegfc
directing feasres 1o monited | gtralegie plens to enure | refationships
siraisgy the pregress  and |  raisvance » Craale wn snvironment
s Has »  basic sifectivensss of (he |« Unoerstand mslidutional | thet faoilitatas
wndarslanding of | ngtitution stiuctures  and  pofilicel | e innovalion Dispisy
insbluions) » Dleglays &h | factors, and the| & suporior leved of sall-
performence AWRIENESE of |  gonsequences of aclions discipid ared indegrity
MErEgemearn, wstiiutional structurss | » Empawer olhers Io folfow | in ecliona
bt lacks the and polilical fackvs strelegic  direction and |» Integrale various
ability o | & Effeciivaly usal  wkh  complex | systemns il a
Integrale commuticale bamiers | shustions collectve  whols o
spelems It & | to ' execition 0 ]aQuds e mmuuon aplimise institutionst
toleciive whole relevand parlies thimugh  complex and | performance
* Domonstiale @ |« Provide guidence to amibighioly ¢oncarh | manzpement
basic all steketwlders in the |+ Use: nderatanding  of = Uses understanding of
urderalanding of | ashisvement of the power relfionehips nd | compeling intarests to
ey  declon- | wirateaic mandate dynamic tansions emorg{ menceuwe
mekers *Understand the aim | key players to hame | succosshly b a
and objectives of tw | communicalions ©  erd | Wiwin outcoms
Institution and nekate it develop Blretanics,
ity ety wrewk positions and afianceg
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Annexure B 2020721
Clustor Leading Competendies )
Compatency Name _ | Peaple Manaaement
Eifeclively manage, Inspire end ACoWege people, respest dversity,
| Competency Definliton | optimise taient and built and nuriure relalionships in order to achieve
ing thitioral objestives
ACHIEVEMENT LEVELS
BASIC COMBPETENT ADVANLED SINFRIOR
eParticipate  In | «Seek opportunities ko v ldently ineffactive feam + Develep and
team poal- [ incresss tesmn | and work processes and incorporate  best
sefig  and | contribudlon end; recommend  remedial praclice  peopls
problam regponsisiiy Intervantions mansgemernl
s0hving *Respact and apport | « Recopnise and rewsrd processes,
=Interact  and | the diverse natre of effactiva  and desired | approsches and
collaborafa others and be awar: of |  beheviour tools moross tha
with people of | the banefits of 2 diverse s Provide mentoring and | instifudion
diverse approach guidance 4o offers In | = Foater a culture of
backgrounds | sEffectively  delegete | order 1o Increase dincipling,
= Avvare of | fasks and  empower personal efieclivenass responsibilily and
guidefines for | others to  increase | o entity dovelopment | accatndabifty
amployee coniribtion and | end Isaming needs | s Undestand  the
development, [T funcions | within the team impect of diversiiy
it requires | oplimally = Buifd a wori | ir  pearformance
support in | = Apply reievent | environment eonduche | and aclively
implementing employes  legistation | to eharing, innevation, | Incorporate a
davelopment fafly ahd consistentty sihical behaviour and | diversity stmtegy
indflatives sFociilate team gosk | professionalism In the instifution
saiing  and problem- | sinsplie 2 qiltre of = Develop
solving performance exceence | comorshensive
« Effectivedy identify | by giving positive and | integrated
capacky requirements | sonstuctive fesdback o stistegles  and
o fuifil the sbalegic| thetssm approaches fo
mandste sAchieve agresment or{ human  capftal
CONgEnsL - il oevekipment and
adversars) - managemern
environmerle - . (eAGtively  identfy
eLead and imlio diverse | Wende and pradict
teame across divislons [ capacity
ko achieve inséitutionzl | feqifrements o
objectives faciiitete  wAHizd
_ frensiion and
performence
mshagsment
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Annexure B 2020/21
Gluster Leading Competencios
Compelency Naima rasts snd Proleet Management
Able 1o undesstand program and project menagement mathodology;
Cormpetency Definition | pian, manege, monitor and evalugte speoific activides n odar o
deliver on set objectives
ACHIEVENENT LEVELS
RABIC CORMPETENT ADVANCED SURERIOR
Fritiste: projecks Establsh bicad [« Manage mulktiple Undersiand and
after spprove! from stakaho/der programs and conceplualse
higher authorities Invbiverment  and basncs  prioritias the  long-garm
Linderstand communicate the | apd conflicts | implications of
procedings of project siolus gnd according o desired  project
program and key rmilestones frestittational gosls oukOmes
project Dedine  the rolet Apply effectives risk Diract a
managament and responaklities MEMNEGE e comprehensive
methadolopy, of the project team gimtegies  throuph elfategic macro
implications  and and Cremte  clanty impact  2asesameon and miere
siskehodear anund &y {0 ) anslysis ad
Iwolvament aexpackationg requiremeis soope  projacls
Understand  the Find 2 balames Wodify projsct scope accordingly 1o
ratlonet of prolects belween  project and budget whan ragiise
in mfation to the deadiine and the nexiinex! wikhout institudonat
inettubon‘s guality ] comprowmizing  the objectpes
=iratag © abjectivas defiverables qualily and Congider  and
Bocument and Kentify epproprate objectives of the hitiate projects
communicate project resources o project that focus o
factore and sk lacititate ihe Inmlve top-levil | | achievament ef
associalet  with effective authorities and the long-temn
Cnv vk, complation of the ralavant objeclives
Lisa rsduills and deliverablea Stakeholdeys | in influence peopte
approaches of Comply Wit seaking project buy- in  poslifons of
successful  project &t jery in _ authority to
implementation = requremants  and |+ Ideniify and spply]  implement
gLtidle apply policies I a | conlempongry oukcomes - of
. consistent manner Project meragement projects
Monitor  progress | methodology Load and tikec]
and use of Influence. and franslpiion  of
FeSOUMGEs B mckivate project podicy into
mafe needed |. team & deliver woriahio
adjustments o excoplional results actions plans
timelnes,  steps, Monitor policy Ensuray teat
amvd resoINGe Fnplementedion and programs ane
allocation epply procadures to monltered . o
menage taky Irack  progress
and optimal
resource
uliilkation, @nd
that 2 ustments
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Annexure B 2020721
Cluster Leading Compelanies
Compotency Name | Financial Management
Able to compile, plon and menege budgets, conitrol cash flow,
neiitute financial rek management and adminkster proturement
Competency Definitlon | processes in accordance with recognissd financlal prociices. Further
lo ensure that all financial transactions ane managed in an ethlcal
&N
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANEED SUPERIOR
» Undemstand bask: Exhiblt knowdedge [+ Take active Bevelop plenning
hinencial conceplts of genaral financizl ouwnership of toals fo agsist in
and methods as cancapts, planning, plarning, eveliating and
they refebe to budgeting, and bisipating, ang manitonng futurs
Inatitutional forecasiing sed forecsst procasses sxpendture
processes and how they interralate and provides irands
activities Assess, deniily credible anewers o Sel budget
= Display and MaEngge Quayies within own frameworis for
svwareness into Tinancial Hsks responeibllity the Institution
he various Assume a fosl- s Prepere budgets Eetl stralagic
sources of Baving approach o thet &re aligned to direction for tha
financiafl deta, Ranclel the stratspic ngtihution on
reporting rrenEgement oblactives of the expeniiime and
me:chanisma, Prepere financis ingtihution other financial
Miencial reports based on » Addracs compley PIECEGSas
fovemancs, specified formate budgeling &nd Build and nurture
pronasses and Consider and fnancisl partnzrships k
Syslems undergtand e managesvent dmprove finsngial
« Understand the fnaacs] cohcerna manhasgarnent andg
Importance of implications of » Pulsysterms and achieve financigi
financiaf . decisions and BrOCesses In plaoe savings
ascountabiity sugaestions to enhance ihe Activaly iiendify
+ Lnderstand the Ensure that ‘queMy and integrity | and implemeny
importancs of dedagalion and of financial - b new mathods fo
as3at ool Instruciors as managemnent o rova Seest
requed by practicee . control
National Treasury |+ Advise on policies Display
guidelines are and procestures profesalonaliem in
mviswad and reqarding asset deafing with
updicted - aeriny fvancial dala end
lhendify and v Fromobs Matioral PrOCALSES
implament proper Treasury's
monkoring and reguiainry
gvaluation practices framework for
o ansure Financial
BpRropials Managemsant
spending againet
briciget
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Annaxure B 2020/
Cluster ~  TLeadig Compstencies ]
Competency Nams Changs Leaderahip R
Abke 10 diract and Initlate insfiiutionsl rangfommation on el levels In
Competanay Definifon | order to succestfly drive and implement new iniislives and
| deilver srofessional and quality senvices 1o the commamnity
ACHIEVEWENT LEVELS ]

BASIG COMPETENT ADVANGED BUFENIGR |
Displey an « Perfman analysis =  Actively monitor »  Sponsey
swsrensss of change of ik change fmpac change impsct and change
infervantions, any on the soclal, reaulis and conver egents grg
the benafits of pafitical and prograse 1 relevam oraale a
transfomistion LoonoMmis stakeholders network of
inltiatives environment '®  Sacurs bity-n snd change
Able to identify basic [« Makisin cabm and sponsorahlp for iadrders who
neexls for chenge KU during change ghange Inkialives auppart 1he
|dentify gaps « Abie lo assist team |« Continususly Intarvertions
betwaen tha cureant members dirlng @vtluate change +  Aciively
ehd tesknd state change end keep alrateny and desiyn edapt current
Idsntify potentiel risk {ham focusad on the and nkotdece new struciures
anvl ahellenges o delivarabiay Hpprosohes fo ant
bensformation, B Volunieer o esd aribemca the prorEsaas o
inclicing resistance changs afions instiulien'y incorporaie
to chenge fectors puteide of own work afieciiveners the chanhga
Paricipats In charge toann = Build and nurre Inkeréantons
progiams 2o +  Abke to gaiy buy-In relationshis with » Mentor and
piloting change arvl approval for various stakeholders | guide team
nlerveniians shangs from 1o estbilish stratepic memiere on
Undarstand the rlevant alliance in faclitaiing the effects of
¥npzct of changs slakemnldars L oharge,
inferventions on the |- Bdentlfy change ¢ Tekethe laggin . reslstance
institution within the | voadiness levals and | impectil chaige fentsrs and
broader soope of misisl in resolving prag rams o bo '
Hood Gaovamment. restance to change |« Benchmarkchange |~ imlegrale

factors " Intarventons ageinst | change
+ Design cherge boet change » . Motvale and
Inbarventions (hat praclices : | mepre others
are aligned with the |» Understand the wround
insiRiion's strestegic inpact end change
objecives and goals paychalogy of Intiative s
chengs, and put
ramedisd
iferventions in
placa o facilate
efiecthne
Tansfomalicn
v Take calculeled risk
and seek new ldews
fiom bost praetles
scenefios, and
ideniify the potantisl
for Implamentaiion |
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Annexure B 2020/21
Cluster Leading Lompatances o ]
Compatsncy Mame Gavemence Leedeship
Able to promote, direct &nd apply professionalism in MEnRsgg Hak
and compliance fequiramenta 2nd Spply A thorugh understarding
Competency Definition | of governance praclices and obligations. Further, ablke to direct the
conceplualisation of relevart policies end enhance cocperative
. vernanee relation ]
_ S 'EVE"'“HETEH_IL_EFELS IR
BABIC PETEN ADVANCED i SUPERIGR
Display abasie e {izplaya »  Able bo fink risk &  Denmnstrats g
awarensss of thorough inillaives fnto key high levea! of
sk, complisnce vndarstanding of instibuions! chiectives commiinnent in
ghd governahcs povEThAance snd and o ivers CRMpving wilfs
farchors but fisk end o ideriify, anefyse snd governancs
reguire guidanca comptlance measure sk, cracis requiremants
and feclors and velld riak foreeasts, s Impimnent
devslopment in Irmgesnent plans and ke risk profies pavemanca and
irriaiamenting paddrese these (o  Apply risk control cxmpliance
suioh +  Demonsirole m&thodology and sirateay to engie
requiremaris understanding of spprosches o prevent | | achievement of
Undemstand the the technigues ond redocs risk thist institiong;
siructre of s processes for impeda on the objeciives within
ao0perstive optimising risk ashlevenent of the faglafativiy
government bug taking teekions matituliond objecives fameuonk
naLires within the v Damonsirate 3 & Able 0 avicn
guidance oh ireslitugion fhorough Leoeal Governmen!
feERating +  Actively drive underetanding of risk an rigk
workable pobicy farmulation reterdion plans riEnagement
raiationships within the »  ldsntify and shrateqies, bast
Retween insfution to implemsnt ', | pracice
sakeholiers ‘ensune the comprehansive risk infervestions and
Prowvide input schisvement of marRgement uysiems compliancs '
indo policy elactives and procassen i manageren
formulalion s Implemant . and |+ Ableiokogs
mornitor . the| positive
fonmulstion of pollcias, | Pektionships on
idantly and  analyge CoCperative
conatreinty & govemsance joval to
chalienges with anhanee tha
fmpismentalion  and [ effectveness of
provids LWlotit government
recommendalions for i=  Able o shape,
imgrovement direwt ard drive the:
Fosrmsiation of
poRicies on & macg
levei
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Annexure B 2020421
L Clwsior ~ T Bére Competoncios )
Gompetency Name | Mora! Comnpetencs
o teney Abis to identify mora tiggers, spply reasoning that promates honagty
E#l Bﬁlrﬂtfm and inlegriy nd consistendly dieplsy Gehaviowr that reflests moral
&0
___ ACHIEVEMENT LEVELS
BABIE™ 1™ COWPETENT ' AOVARGED T GUPERIDR
* Reslise ihe s Conduct sedf in + {denlify, develop, and e Cregie an
impect of g ment wilh ¢he apply messwes of sek. EnvikeHTmhi
acling wih values of Losat comaction condkichve of
inexyrity, bod Hovehinen! and = Abla ko gain tst and moral practices
requlres the nstituliog Tespect thmugh Bioning | = Acifvely
guidance ang # Able 10 opanly actons with and implersent
develcpment in admit ewn ooEnmimenis MESsUes 10
implementing trisiakas and + Mzke proposas and combet fraud
princinies VeSS @ri recommendsbions that BN Cofrtipiion
= Follow e seek B5slalance are Wansparem end gain |« St indegiity
basic niles and from others when ther approval of relevant standards and
regulstions of Unabéa to deliver stakshoiders Shared
the institution & Artivaly repor ¢ Present values, baflafe atoountabifity
» Able in identiy fraudulent activity and ideas tha are MEAEUREE
basic movad and corruption congruent with the across the
situstions, but within boral Instiutian's rules and inafittion o
recpiras QORRITImEnt reguislions SUDpori the
quiciencs and [+ Understandand |« Takes an active atence objectves of
devaiopmen in honcker the againat aotuplicn ang I
untarsiznding strfidantial rature dshonpsty whennoled |- gevemment
and reasoning of maters without 14 Achively promote the » Tike
with moret s2eking persongl vatue of the insiitulion to responsibility for
inteng gain Intemal mng extern s o sctions and
« Abde It Sosd with stakatiders devisions, even
situabons of = Abla to work in unity with | ¥ ihe
senfict of interagt 2 taam snd nod amsk CON SELBREAR
promipity avd In The personal gain ) are -
bestinterastof . |, Apply usivarsal wiotal. uriavourable
tocal govermnmient peinciplss consistenty to
achigve morsl decsions

A
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. GRister ____ {Cow Compatencies
| Compstancy Name | Plavning 2nd Drgarising »
Compatency Able to plan, priociiss Bnd ceganias iDrMEtion and Tesources affectivaly
Dsfinition i enswwe the quality of sesvice dalivery and build efficient contingsncy
" Dlans to manage sk
_ACHIEVEMENT LEVEL S ]
T BASIC COMPETENT ROVANCED SLFERIDR
s Able to follow s Activoly and s Abla to define e Foclus on broag
besic plkng and appropiizialy ingtitionat straiegles and
organise tazkes DrpBnise ohieckives, devenp inltistives when
gromns et formaion and somprehensive daveoping
objsctives rEBOUrcEs ilans, integrate and plang and
»  Understamd the required for & coordinaste acthites, actiors
pracoss of task and amaign s Ableto project
plannlng and +  Recognize the appropriske imd forecast
orgsnising b wgancy and vesources for short, madim
naguines imporance of successfyl and long ter
gidance and tagks implementation regUineEnts of
devmlopmentin |+ Balanca short s Iderdify in advance the ks itubion
provi dirg and [onp-Emm required slages and and locel
astaiked and plans and goals acllons to complaly govEINMEnt
nomprehensive and fncorporate taske &nd pojecta o Tranzlata potioy
plane indo the taamn's = Scheduls reslistic fnte relevant
o Able tofcllow performanece Himelinas, objasthves projects (o
exizling plans ohjeclives and mikestones for Tocditate Tho
andensyre thal  jo  Schedule taeks to taske and projecia auhievament of
dbjctives are eiBure thay ese | Produce clear, . instihalionel
mek peifeamed within detsllad and abjactives
»  Fpous on shork- DUt and with comprehongiva
terra ohieclives efficant use of Pians (o gchisve
in devel oping " tiene and instkuticnal
plens ane resources objectives _
actions Reaaures +  identity possitle risk
¢ Amange §NCareEs and testors end dasign™
Inkommation and mGTHbor and implemeant - -
yasGLYCES performanse &pproprate ’
FERjuingd for o roslts contingancy plans
sk, but requira ¢ Adaptpians e lght
further structure - of chanping
and organisaficn cincumetanses
o Pringilics tasks and
projects acoonding to
thed relevam
urgehcy and
impixisnne ]
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Clnntor Corg Corpstancies
Compatency Nume | Analysis and Innovalion a
Able to criticely analyse fomation, challenges and rende to
Competency aetablish and implement fack-based solutions thai are innovatie
Dedtnition to improve Instifutionsl processes in oder 1o achisve key strateglc
obiecives
. ACHIEVERENY LEVELS o
. BaASIC COMPETENT ADVANGED SUPERIOR
¢ Understand the |« Demonstate logical |« Coaches toam + [emonoirate copmpley
baisic operation problem solving membrs on analytizal and protien
of analysis, but techniques and anatytical and sohuing approaches
lack detadi anc apbroacheés and innovative andd techniques
thoroughnese provide niionale for | Bpproachesand o Creats af anviranmont
1= Abis to belance racominendalions echnigues conducive 10 ensfyiicet
independent + Demonstrate + Engage with and fact-based
analysls with objeedivity, inalghs, appromiate prableni-solving
requasting and horoughness individuzls in + Analyse, recommend
aseistanta ftom when analysing analysing and soiudions and monigor
others probens tesolving complex | trends i ey
» Recommend = Ablz to bragk down problems challenges t0 prevent
new whws to complax probloms 1+ identify eolutions and menage
perfarn: tagks into mRgeahle D varicAm aregs QUELIrENca
wilhity owm paris and identity in tha instllition |+ Craats an anvironment
furiction solubiona s Formudete snd that foskers innovative
+ Propese shaple |« Conault internal ang implament newy thinking and follows =
remiisl external iess hroughoul ISArTg rganisaben
inderventions stakeholders on he Ingiiuton approach:
that manginally opposiunitios to « Able to galn » 8o & thoug ht sader on
chaliengee the IMprave procasses approval and b {- innovative custorme)
siafue quo and service dativery | In for proposed service , @
+ Ligten to the » Ciearly irferwentions fom | process optimisation
icsas and COrmmNIcale the tofevant 4 Play an active role in
perapactives of berbatin of now stakeholders - | eharing best practice
others and oppcriunities and o {dendfy frends and | - soiutiena and engage
explore innovirtive solulions | best practices In i natiomal and
apportunitiss o | 1o stekehobiers prooasas and intirnational locad
enhancasich e Continuousty identlfy | senvics defivary govemment seriters
innovakive opporkmities End propose end confaranoes
thirsking anhance Internal institutioned
prOGERSHE appitcation
s |dentify and analyse |= Contingously
Opporiunities engage in
conduches to reseamh to
Invwsative Identify client
approathes and needs
Propose remedial
intersention ]
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Clugter Em_acmpalunl:iaﬂ
... Gompstoncy Name | Knowiedoe and informalioh Mznzgement o
Ablg to promote the generation s sherng of knowiedge and
Competency Detinition | information through various procestes znd media, in order to
... Enhance the colleciive knowledne bass of fors] govemmier
ACHIEVEMENT LEVELS
BASHC COMPEVENT ADVANCED SUPERICR i
v Collett, » Leoapprogrigte | « Effectively predict | « Create and
caleginise and informetion fulung information LD @ vision
4 irack relevant ByElems and and knowlsdas and culture where
] information technology fo management leam members
rejuired for manage reduirements and Bre empowerad {o
gpoific tazks inatitutinnat sysleme s@ek, gain and
and prefects knowledge and Develop stansdards share kowiedge
s Analyse and infermation and processes to and infcemation
Interpaay sharng meet fulune = Establieh
infes mgdion o Evatuate data kntwviecs partnerships
draw e various MaHegement ROFOBS Yol
conchusions soiyGes end use nests government to
¢ Seak new informratien Ehare s fachitate
souices of effsclively to promole best knowledge
informgtion 1o nfusnce practice AR ey
increase the decislon: and krniowdedoe ¢ Demonstrate a
knéwiedge provide solutions manageient malinrg Bpprosh
base Actively craste ACFOBS vatitus to knowledge and
« Regularly rigthanisms end instit utlons ERFOrEnaticn
ehara Etuctures for Establizh acourate sharinp with &n
informetion shiaring of measunes and shurdance and
antt kvowlady . information monlloring Zaefsinnes
with lsfamal Usa external and systema for aperoach
etekeholders inkemal Knowledge and + Recognise any
and beam resouRes o wTicemation . axplott knowledge
reTders reesarch and managemen points in
provide relevant Croste a culturs interections with
el cutting-edge cortdecive of internal and
knwisdge learing and axien ral
afhEncs _knowiedge sharing stakahodders
ingtitutiona Hold regular
effectivaness and knowiedge and
efficiency formation
shafing sessitng
to alicl nivw aas
and shars best
oractice
Approach es
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Cluglor ... COtS Compalenties
Compatancy Mams | Sommunication
Able ¥ share information, knowiedpe and ideas in a clear,
Competanoy forused and convise menner approprisle for the audience in
Cafmition arder 1o effertively convey, persvads and influence stakeholiders
in achieve the desired culcome e
AGHIEVYERMENT LEVELS
BASIC COMPETENT ADVANCED SPERIOR
» Demonetraksan | « Express ideas | « Effoctively v Regarded as g
understanding to indivkiLan conmnicate high- spociefiat in
for . and groups in risk and sansitive negaliations
commusization formal end meters o rolevant and
ievers and tools informel stakahobdons representing ihe
appropriste far sefiingsinsn | « Develop a well- instilulion
the sudenca, manner thed is dofinad + Able o fnspire
bist requires interestng snd communication arid motivete
puidence in mollveting sirataqy others through
utilising such « Abke to v Belxnos political poaitie
toals understand, perspectives with gommiunicetion
o Expross ideas in tolerate end instiutional meede that Ip Inpacti
& clear and aAppraciate when communicating and relavan
ocused mannar, diverse vievgicinks en = Creptes an
bt dosa mot pevspectives, complex issyes envirennort
always lake the attibudles and s Able to sifectively conducive to
neds of the baliefs direat nagpsistions transparent and
audiencs inlo + Adapt @ouRd complex - producive
gonsideralion gommunication maiters and anmive sl soRIMLvcation
o LCheseminate and conent and a winwin situaficn and eritical and
Convay . siylefp gult b thet promotes Batho sppreclaiive
information and audients and Pele principles conversations
knowledes faclitete = Merket and promcte | ¢ Able to
ardacjuiely optimal theinsthiion o - .|  coordinate
Information external stakehoidere negotiafions al
© tranufer ' 2nd seal io enhance different kevele
s Dakver cantent & positive image of withiin jecal
A & menner the institution governrnan and
ihat gale & Able to comntinicate eotemally
SUppoI, with Ihe media with
comimitmeant higih |svels of morst
ard agraanent COmpEtance and
from relevant digcipne
glakeholders
+ Compile clear,
focused,
congiss and
wall-struchured
written
documents
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Ciuster Core Gontpatancies o
Cempstency Hema | Resuits and Quality Focus __

Ale to maintain high guelity stendards, focus on achisving

results and objeclves while comsistently etriving to exceed

Compatancy Definltion | expectalions and sncourage othars to mast qualty standards.

Further, to actively mordlor and measure rasufls snd quality
; againet ienifion abjegtives R —
o AGHIEVEMENY LEVELS
BASIC COMPETENT | ADVANCED . SUPERIOR |
¢ Underatand « Focus onhigh- | + Consisiently veriy | « Coath and

guality of work priority actions own standards guide others to
but requires xind dogs no and oulcomes fo EXREa4 qupiity
guidance in become engure quality standards and
attending to ditracted by output resuits
important lower-priomity ¢ Foous on the end e Develop
mgliers setivities resillt and avoits chiaflarg ing,

+ Show a basic s Display firm being dstracted ol lent-focuged
comimiiment to earmmirent » Demoneirate a goals and sals
achieving the aad pride i determined and high etandands
corTect results achieving the comritted fof parsana|

+ Produce ihe comet reaulls approach o performance
rairimlin kaval » Bat quality achieving results s Commilt o
of resulis siandards angd and quaiity exooed the:
required in the design siandards resukz and
role 1  processes and » Tollow task snd quadity stendards,

» Hroduog basi rtund projects through FRRTILOT KW
ouhoomes that achlieving set o campletion performance ant
iy of & geod standards o Sat challenging implamnent
standard « Produce oulpul goals and ‘ Fairvadial

« Foous on the of high quakity chjsciivas o self intervendions
quantity of Able o balance and tean and . when regquired
oulpt il e gquantily and display . .+ Work with team
requires q ity of resuils sommitment to io st ambitious
development in 1 oner o achigving and challenging
incorporating Bohlewe expedtations mam gaala,

b cuiaBy of obinglives « Wipinksin a focus communicaiing
work « Ranitors . on quallty outpute lonig- and short-

v Prodice quality mrogress, quality when paced term expacistions
work ¥ generaf worl. and uss under pressise * Take appropriate
clrcumstancas, of sesources; + Esteblishing fisks o
bin tils to mast provide status Iristd tione accomplish goe .
expestation updates, g syalerng for s Gvercome
when under make mangging and setbacks and
pressung adjsbnents ae 255igning work, aduel aolion

needed dnimning plans (o reglive
1 responshilities, goala
tracking, v Foous people on
menitaring and crities &otivitien
rMeagtxing thet ekt a high
BUO0RES, impact
sva lsating ard
vakiing the ywork
uithe stitdion | .

.8/
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Performance Agreement  2020/21

Performance agraament made and entered into by and between

The Overstrand Municipality and represented by Coenle Groenewald, the Municipat
Manager (hera/n and aifer referred as Employsy)

anc

Roderick Willams, the Dimector: Community Services (herein and after referred as
Empioyee) for the perod 1 July 2020 to 30 June 2021

Where as

& The Employar has entered into a contract of employment with the
Employes In terms of section 57(1)(a) of the Local Goverrument; Municipal
Systems Act 32 of 2000 ("the Systems Act’), The Emplover and the
Employee ara hareinafter rafsrred as “the Parties™

b. Section 57(1)b} of the Systens Act, read with the Contract of
Employment concluded betwean the padies, requires the Farlles to
conCilite an ahnual performance agreement;

¢. Tha Parties wish f0 ensure that they are dlear aboul the goals to be
achieved, and secure the commitment of the Employee to a aet of
outcomes that will promote tocal government goals; and

d. The Partiee wish to ensure that there |8 cnmplnntn with Siac"lmns 5?{45}
and 57{5) of the Syslems Act. '

1. INTERFRETATION

11 In this Agreement the fclluwings terma wlil have the meaning wsoribed
therelo:

1.1.1 ‘'this Agreement” — means the j}erformance agreament bstween
the Employer and the employse and the Annexures 1hereto;

1.1.2 “the Execulive Authority” — means the Mayoral Committee of the
Municipality constituted in terms of Seckion 55 of the Loceal
Government: Municipal Slructures Act 117 of 1998 (‘the
Siruciures Act’) as represented by ite chalperson, the Exacutive

Mayor;

1.1.3 “the Employes” means the Diroclor appointed In terms of Section
82 of the Structures Act;

1.1.4 “the Employer' means Overstrand Municipality; and

1.1.5 "the Paries” means the Employer and Em ployee.
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2. PURPOSE OF THIS AGREEMENT

2.1

2.2

23

24

2.8

2.6

2.7

To comply with the provisions of Section §7(1}{b},{4B} and (5) of the
Syslems Act as well as the Contract of Emplayment entered into between
the Parties;

To specify ebjectives and iargets eslablished for the Employes and In
communicate fo the Employee the Employers expeciations of the
Employee’s pedarmance targets and accountabiitios;

To specity accountabiliies as set out in the Performance Plan (Annaxure

To monitor and measure performance against sef targeted outputs and
outcomas;

To establish & transparent and accountable working relationship:

To appropristely reward the amployee in accordance with section 19 of
this agreement; and

To give effact to the Employer's commitment to a performance-crientated
relationship with the Employee in aftaining improved sarvice delivery.

<} COMMEHCEMENT AND DURATION

3.1

3.2

3.3

3.4

ab

This Agreament will commence on 01 July. 2020 and will remain. In force
until 30 Juns 2021 where-after a new Parformance Agreemeri shall be
cancluded between the parties for the next financial year or any portion
theract; .

The Parties will conciude a new Performance Agreement that replaces
this Agreemant at least once a year by not later than 319 of Judy of the
succeading finranck! year,;

Tris Agresment will terminete on the termination of the Employes's
contract of employment for any reason;

if at any time duning the validity of Ihe agreement the work environment
afiers lo the extent that i contents of the agreement are ro lenger
appropriate, the contents must by mutual agieemant between the parties,
immediately be revisad; and

Any significant amendments or deviations must teke cognizance of the
ragquiraments of sections 34 and 42 of the Municipal Sysiems Act and
Regulation 4(5) of the Regulations.
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PERFORMANCE OBJECTIVES

4.4

4.2

q.3

4.4

The Periormance Flan {Annaxure A) sets out -

4.1.1 The performance chjectives and targets that musi be met by the
Employes;

4.1.2 The timeframes within which those performance objectives and
targete musi be mst, and

4.13 The competercies [Apnexure 8 — definkions in terms of
Regulation 21 of 17 January 2014) required to operate sfiectively
&6 sanlor manager3 in the |ocal govermment environmeant,

The performance objectives and targets reflectad in Annexura A are set
by the Emplayer in consultation with the Employer and based on the
Intagraied Developmend Plen (I0P), Service Delivery and Blsdgat
Implementalion Plan {SDBIP) and the Budget of tha Employer, and shall

include:
421 Key abjecttves that describe the main tasks thal need 1o be done;

4.2 Key performance [ndicators that provide the detsils of lhe
evidence that must be provided to show that a key objedtive has
bean achiavad;

4.2.3 Target dates that deacnba the imeframe in whsch Ihe 1argets must
ke achieved; and

424 Wekhiings shawing the relath.re importanc:e of tha key Dbjectives
to each other.

The Personal Devailopment Pian (Annaxulie C) sats out the Employes's
personal dovelopment requiremnents in line with the objectives and targets

of the Employer: and

The Employee’s performance will, in addition, be measwred in terms of

contributions to the goals and strategies set oul In the Employers -

Imegrated Ceveiopment Plan.

PERFORMANGCE MANAGEMENT S$VSTEM

2.1

5.2

The Employee agraes to paricipate in the performance management
system that the Ermployer adopted for the emplayaaﬁ of the Employer;

The Employes accepts that the purpnse of the performance managemeni
eystem will be to provide a comprshenelve system with spacific
performance standards 1o assist the employees and service providers to
perform to the standards required;

4
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£3

5.4

2.9

36

8T

The Employer must consult the Employee about the specific performance
standarde and targefs that will be Included in the performance
mznagement system applicabés to the Empioyes;

The Employee underakes to actively fogus on the promotion and
implementation of the key peiformance indicators  {including special
projects eelevant to the employes's responsibiities) within the local
government framework;

The criteriz upon which the periormance of the Emplovee shall be
assassed shall consist of two components, Operatiohal Perfarmance and
Competencies both of which shall be contained in the Pedormance

ALreamer;

The Employee’s assessment will be based on his parformance in terms of
the outputsiouicomes (performarnce Indicators) identifled as per attachsd
Parformance Plan, which are Hinked to the KPAs, and will constitute 80%
of the ovarall assessment result as par the weightings agread to between

the Emnployer and Employss:

% Sorvicn Diellveryrangd
Infizstruone

= Mgl Transdoriaton
ediiadnatio nal
Developanesic

7 locd Emno:rﬂcl:levqklpmqn

& bk il Pl Vimbil ey
and Mavagamnent

™ G05d Gowerances, Publlc
Participation Acecmmblitlity
and Timiganitcy

The Competencies will make up the other 20% of the Employee's
essessmenl scora. The Compstencies are spilt into two groups, leading
compatencies (indicatsd in biue on the graph befow) that drive strategic
intert and direction and core compalencies (indicated in green on the
graph balow), whish drive the execution of the leading competencies.
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PERFORMANCE AGSESSMENT

6.1

6.2

6.3

6.4

8.5

£€.8

Ths Performanca Plan {Annexurs A} 1o this Agreement sets out —

8.1.1 The standards and procedures for evalualing the Employee’s
performance; and Lo
6.1.2 The inlsrvals for the evaluation of the Employee’s peérformance.

Daspits the astablishment of agreed Intetvals for évaluation, the Employer
may in addition review the Employee’s pedormancs al any stage while
the conirast of smployment remains in force;

Personai growth and development necds (denified durng eay
performance review discussion must be documented in 8 Personal
Development Plan as well as the actions agreed to and implementation
must take place within set time frames;

The Employes's performance will be maasured in lesms of contribufions -

to the goals and sirategies set cut in the Employer's [ntegrated
Developmant Plan (IDP) as described in 6.6 — .13 below,

The Employes will subit quanierdy parformance repoits (SDBIP) and 2

cotprehensive annual performance report at the fourth evaluation at
least ona week prior to the performance assessment meetings o lhe

Evaiuation Panel Chairperson for distribuion lo the panel mambers for
praparation purposes;

Assessment of the achiavernent of rasults as outlingd in the parfermance
plan:
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6.7

6.8

6.9

6.8.1

882

6.6.3

5.6.4

8.8.6

Each KPf ar group of KPis shall be assessed according o the
extent o which the specified slanderds or pedormance targeis
have been met and with due regard to ad-hoc tasks that had to be
performed under the KPi:

A sating on the five-point scale described in 6.9 below shall be
provided for sach KPPl or grovp of KPls which will then be
multiplied by the welghting to calculate the final score;

The Employee will submit his seff-svaluation 1o the Employer prior
to the formal assassment;

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

An overall score will be calcuisted based on the fotal of the
individuzal scoras catculated above.

Assassmant of the Compstencias:

6.7.1

6.7.2

873

Each Competency will be assessed in terms of the descriptions
provided {Annexxire B) on a 360 degrer basls durng tha mid-year
and year-and reviews and wiil Inform the final scors awarded by
the evaluation committee. 380 degree mesns that the employee's
pears and managers reporting to him will assess hisfher

Competencies;

A tating on the five-point scale described Tn 6.10 below shall be
provided for each Compstency which will thén be muttipliad by the
waighting to caltulale the final seore; and

An overall score wil ba calculated based on the tolal of the
ndividual scores calculated sbove.

Ovearall rating

£.8.1

An overall mling is calsulated by adding the overall scores as
calculated in 6.6.5 and 6.7.3 above: and

§.8.2 Such overall rating represents the outcoms of lhe performance

appraisal,

The assessmeant of the parformance of the Employes will be based on the
following railng scale for KP|s:

e e S e B PP
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retfm ance

Outstandlng
peifamsance

Citslangziy  Perilormance Fully ofletine M ludy Lisacsratainl=
nignifsan iy = cHive perfornitee
nbov

wkprctatinn

al this level Tho appralsal indicates thal the Employea has
achleved above fily effective ragults apainst all performancs
eritaria and Indicators as specified in the PA and Pedormance
pan and mairtained this n al arees of fespensibilify throughoe
the yaar.

Performanca far exconrds the siandard expesed of an

Performansa
slgrdficantly akeve
expectations

Paformance is significantly h.lg'mr then the standard sxpectad n
the Job. ‘The appraisal Indicates ihai the Employee has achisved
abowe fuly affeciive results against more than half of the
perfarmance erftera and Indicators and ful!y adiwed all olhers
thrsughoul The year. '

Fuiyeffacthve

Performanca fuily meels the standands expected in all ansag 'I:lf
the |oh. The appralsal ndicalas that the Employee has fully
achiaved offactive resulls against &l significanl perormence
dfllefia and indicalors as specified in the PA and Paromance
Plan.

Not Tudly effective

Periormance ks below the atendard required for the job in kay
araae. FalormanCe mesets some of the standards expeoted for
the Job, The review/sssrsament indicales that the employes has
achicved below firlly effective results apainst more than half the

aend Perfrernance Plan.

ke performance critera and indicalors 28 spacifies in the PA

Unacceptzble
parformance

FPardormsnca deas not meet the stendard expectad for tha job.
The raview/assossmant indicales thal they employes has
achieved betow fully effective res:lls amingd almost all of the
pariormance citeri and indicalors as specied in the PA and
Perdcrmance Ftan. The employea haz failed o demonstrata tha
commimant or abilly % bring performance up i the lovel
expected in the job despile managesment efforts 1o encourage
IMpProvErnEY.

610 The assessment of the competencies will bo based on the following rating

scale:

&ﬁ




234/26%

Performonce Agreement 202072

6.11

6.12

Foor

hask: methods 1o prool & basic
urderstanding of locs government operations mad requires
pxtansiva supenvialon and developmend erventlons.

Basir

Applies begde congepts, methods, and understanding of Ipcat
govaramen!  operafions, Bl requings  supanvigion  end
development Intervention. :

Competent

Bevelops and appfies more pogressive concapts, methads and
understanding. Flans and gudes the work of othars and

executes prograssive analysis,

Advanced

Develaps snd applies complex concaps, methods and
undegstanding, Effectively directs and leads a group and
execiles n-teplh anslysks. : )

Buporior

Hae 8 comprehénsive - understanding of local govemnmend
oparaiions, crlical in stratenlc sheping strategle dirsclion and
change, develops and apples comprehensive concepls and
malhads.

For purposes of evaluating the performance of the Employes for the mid-
year and yvear-and reviews, an ovaluation panel constiluted of the
following persons will be established —

6.11.1 Municipat Manager,

6.11.2 Municipal Manager from angther municipallty;

8.11.3 Chairperson of the Performanca Audlt Committee or in his/her
absence thereof, the Chairperson of 1he Audil Committes; and

6.711.4 The Member of the Mayoral Committee {Forifolio Chairperson}.

The Municipal Manager will evaluate the perdurmance of the Employes as
at the end of the 1% and 3" guarers; and
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8.13  The Municipal Manager will give perarmance feedback 10 Lhe Employes
within five (5) working days after each quarterly and annual assessment
meetings,

SCHEDULE FOR PERFORMANGE REVIEWS

7.1 The performance of the Employee in relation to his perdformance
agreement shall be reviewed on the foliowing dates with the
wnderstanding that the reviews in the first and third quarter may be verbat
d perdormance 13 satisfactory:

Cetedver 2020 finformai}

1 Juby - September

2 Oglobor — Decamber Fabrusry 2021

3 Januxy - March Andl 2021 {Intomsan
4 April - June September 2021

72  The Employer shaft keep a record of the mid-year and year-end
assessmart meafings;

s Performance fesdback shall be based on the Employers assessment of
the Employse’s parformance;

7.4 The Employer will be entitfed ta r_awlew and make reascnable changes o
the provisions of Annexure A from time to time for operalional reasons,
The Employsa will be fully consulied before any siich change is made;
end U o C ' .

7.5 The Employer may amend ihe provisions of Annexure A whenever the
pesformance menagement system is adopted, implemented andior
amended as Ihe case may be. In that case, the Employse will be fully
consultad before any such change is made.

DEVELOPHIENTAL REQUIREMENTS
The FPersonat Development Plan (PDP) for addreesing developmental gaps Is
attachad as Annexure C. Such Pian may be implemented andfar amendad as the

case may be afier the each assessment. In that case, the Employee wilf be fully
consulted befare any such change or plan is made.

OELIGATIONS OF THE EMPLOYER
8.1 The Employer shall-

9.1.7 Create an enabling environment (o facilitate effective performance
by the employee,
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1@,

11,

8.1.2 Provide access io skils developmant and capacity bullding
cpportunitiss:

913 Work collaboratively with the Employee to solve problems and
gencrate sclutlons to common problems that may impact on the
performance of the Employee;

9.1.4 On tha request of the Emploves delegate such powers reasonably
required by the Employae o enabie him to meet the performance
abjeclives and fargeds eslablished in terms of this Agreement; and

8.1.56 Make avalfable to the Employee such resources as the Employas
may reasonably requive from time to tme assisting him (b mest
the performance objectives and targels estabishad in terms of this
Agreament,

CONBULTATION

10,9

102

The Employer agrees to consult the Employae tmecusly where the
exercising of Itz powers wili have amongst others-

10.1.1 A direct efiect on the performance of any of the Employes's
functions:

1

10.1.2 Commit the Employes 1o implement or to giva effedt to a decision
made by the Employer, and :

10.1.3 A substantial financial effect on the.Emplnjier.'

Tha Employer agrees to inform ths Employee of the outooms of any
decislons laken purswant to the exercise of powers contamplaied
clause 12.1 as soon as s practicable to enable the Empleves 10 take any
necessary action with deley. -

REWARD

1A

The evaluaion of the Employee's performance will forim the basis for
acknowledging outslanding performance or correeting unacceptable

parformance;

it is recorded that by mutuzal agreement the Parties have decided that no
periomance banus will be paid 1o the Emaloyes &8 the Employes’s fotal
cost of employmant paciege is desmed to be adequale.

"= Lﬁ_

0 ¢
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12,

13.

MAMNAGEMENT GOF EVALUATION OUTCOMES

121 Where the Employer is, any time during the Employes’s employment, not
satisfied with the Employes's perfprmance wilh respecl {0 any matter
deait with in fhis Agresment, the Employer will give notice to the
Employee to attend @ meeting;

122  The Employes will have the opporunily st the meeting to satisfy the
Employer of the measures befng taken to ensure that hiz perfermance
becomes salisfactory and any programme, including any dates, for
implementng ihase measures;

12.3 Where there is a dispute or diference as fo the performance of the
£mployes under this Agreemant, the Parfles will confer with a view o
resalving the dispute or difference; and

12.4  in the case Of Lnacceplabie performance, the Employer shall —

12.4.1 Provide systemalic remsdial or developmanta! suppor to assist
the Employes to improve his performance; and

12.4.2 Afier sppropriate performance counselling and having provided
tha necessary guldance andfor supporl as well as reasonable time
for improvement in performance, ihe Employar may consider
steps to tarminate ths contract of employment of the Employee on
grounds of unfithess oF incapacity to carry out his or her duties.

DISPUTE RESOLUTION

13.1  in the event that the Employes Is dissatisfied with any decision or action
af the Employer in temms of this Agreemeni, or where 2 dispute o
difference arlses as to the exient to which tha Employee has achieved the
performance oblectives and fargets established in terms of s
Agreement, 1he Employee may within 3 {thras) buskness days, maat with
the: Employer with a view 1o resolving the issue. The Employer will rem)rd
the cutcome of the meeting In writing;

13.2  Ifthe Pariies cannot rescive the jacues within 10 {ten) business days, an
indopandent arbitrater, acceptable to both parties, shall ba appointed to
rescive thé matier within 30 {thirty) business deys;

13.3 Inthe instance where the matters refemed to in 13.2 were not successiuily
reacived, the matter shaH ba referred fo the Exacutive Mayor 1o madiate
the issues within 30 (ihity) business days of receipt of a formal dispute

fram the Empioyes.

134  The decision of the Executive Mayor shall be final and binding an both
partleg: and
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13.5 in the event that the mediation process cordempaled above faifs, the
ralevant clause of the Contract of Employment shail appiy.

4. GEMNERAL

4.1 The contents of ihis agresmant and tha outeoime of any review conducied
in terms of Annexure A may be made avaflabie to the public by the
Employer: and

14.2  Nothing in this agreemsnt diminishes the obligations, duties or

accountabillies of the Employee In terms of his conlract of employmant,
or the effects of existing or new regulations, circutars, policies, directives

or other instruments,
on the £§ day June of

Fhus done and signed at
2Q20.

AS WITNESSES:

FINBUNICIBA MANAGER
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1 -
Thus done and signed ai __§ g eseadtonthe 13 dey June of 2020,

AS WITNESSBES:

-

W DIRECTOR

14
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Chistor Leading Competancias
Competency Name Stratenic Direclion and Leadarship T
Prowvide and disect @ veion for the inslilution, and Inspire prd oy ethare
Competency Definition | . qeywer on the straieqic Insitutionsl mendete
— AGHIEVERIENT L E\KELE
BAEIC COMPETENT ARVANGED SUPERIOR
o Undersiand « Give direclion to o= Evaluate all scliviios fo |= Btracturs 2k positon
inatitutdonal and toan in resksing the ! delermine  value and f the istiidion o local
deparimental natitubon's alrabegic | alonment 1o shateglc | | govemiend prioviies
streteqio mandste  and oot | Iedent v Activasly use in-deplh
o b objeciivas = Displey indepth [ knowdedoe mnd
lecks the ablily | « Has & positive npact | knowledge gnd | understanding o
in inspine cthare and infuence oh the | umderstanding of strategic | devalop andd impleenent
lo athisve set morale, wngsgement | plsaning a comprehensive
mandate ard participetion of | « Allgn stregy and godls | insitulional framewark
« Describe  how leam marmibwys aoroEs 2l Fnctions] Snses [« Hold asX acopuntable
Bpecific  lasks |« Develop dotions pleng | « Attively define | for strtepy exeoufion
nk 1a] i exenule snd guide | perfonmence meatumas (0 | @and meule
instilutional slratagy maniler the progrees and |« Frovide impact &
siralogies  but | Implementation efeitivenees  of  the | Indlvence through
has limitad | » Assist B dafining |  inslitution bulidng and
Infkience | performance » Congistenty  challongs | memtaliing  stretegh
direciing measres i monior | sivelegin plans i enmige | relstionahips
slrabesy the progesss  and | relevance « Crasis a6 Bpvirenmes
=Hat 2 bk | ofiscliveness OF e | Understend  Insllfional | (v faclstes joveRy
underelaneing oF inaliution shuciures  ard  poilicat | and innovadion Displry
imstitutional a Digplays an| factoes, and the | o superiar level of soff.
parformance EWArDNISRS of | conseguences of actiona discipling and intagrity
manageent, ingtilional ebruciures | « Empower otheis to Tollow [ in actions
but tacks the | and poliical fattors srategic  direction  and |+ Integrata varikous
bty to | » Effechvely deal | wilh  cemplex} mystems  inte 2
nkegrale communicale baders |  sifuaieny collectve  whole Lo
systams Indo 2 tr  exgoution WleCude . the Incltion | Oplmies  netiutional
cokeotive whole | relevant partiea twough  complex . and | pesformance
e Domonelfale a | Provide puidance lo| ambiguous enhcsn " manegement
gl . ol slakehwiders inhe [+ Use  undarelanding * of [+ Uses understending of
wndorsianding of | aohievement of the | powsr relotionshios snd [ competing interests i
key  decsion- | ghalegic mandate dynamic tensions among [ mahoatame
makars s Undersiand the am | key playess o frame | successfully 1o =
and ebjectves of the | communications and | winhwin outcome
inatituion: and refale it | dovelop strmlegics,
LD oW wark posltions and slisnces
2
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Annexure B 2020/21
Cluster Lzading Competencics
Compatency Hame Faople Management
effectively manage, inspiré and encowage people, respect diversiy,
Compstency Defiakilon | optimize telend and build and nurtuee rsetionships I ordey to achileve
nsfitutions objertives
ACHIEVEMENT LEYELS
BASIC CORPETENT ADYVANCED SUPERIOR
sPaticipals i | «Seek opportonikies to [ - (dentily ineffective team | » Develop and
team goal- | morense tearn | and work processes and | Incompofate best
setting end | oonfribution and | recommend remadiel | prastice people
problén responsibliiy interventions manspeme il
sahbving +Ragpect #nd support | ¢ Recognize and meward | INDoSSSes,
shteract  and | o diveme naume of | effective and desired | approaches  and
eoliaborate others and be sware of | hehaviour leols across the
with paople of the benefls of a diverse | c Provide mentoring and | netiuon
diverse appreach giidance to oliters I | » Fosker & cuibure of
backgrounc = Effactivaly dalepsle | order  lo  ineremse | discipline,

- AWEE of | tasks and empower | persong affsctvences reeponsibiily and
puidalings  for | others 30 Increass | vldentify  development | eccountabildy
smpinyos eoniribution end | and fesning needs |+ Undemtend  the
gavelapment, exetule functions |  within the feam tmpact of diversity
bt  requires optitmily » Buikd a work ] in performances
sugpert n |« AgLly relavest | environmend conducive | and actively
Imiplerresiiing erployes  legislation | o shathg, novation, | incorporate L
development falry =nd conzistenily edhicel behaviowr and | diversily sirategy
initletives oFaglite team gosl- | proirssionalisnm in the nstitution

gstling end pinhiem- | elnspe @ cuitum “of | ¢ Develop
golving parfarmante excelience | comprehenaive
» Effaciively ideniify | by giving positve and | integraied
capacity requiremesnts | construclive fweciback to.| Slratepies  and
1o fuili the atateglc | theteamm - - approaches 1o
mandsle sAchicve agreement or | human caplisd
SonYENEUB fn] deveipment and
atversarial managenwen
armvironmsnts = Actively  identify
«Lead and unite diverse | irends and predict
teams acrose divislong | Capechy
t6 achleve wstitutionsl | réquirements o
objectives faclitste  wnifled
fransition arud
performance
rmanagement
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Anneaxure B
Clustar Leading Compotentiss
__Competency Name | Program and Project Manags et
Ahle to understend program and project mansgement methodology;
Comnpetency Defindtion [ plan, mapage, monitor and evaluate specific acivifies in order 1o
deliver on gel ctives
ACHEVEMENT LEVELS
BASK: M T ADVANCED SUPERIOR
r Initlale projecis Eslablish broad | « Mafiage nKpis Undestand s
atter approval from atzdoobi| dar pregrams and toncaptualize
higher authoritiss imealvement and bEslznes  priceties the  longterm
¢« Understand communicate  |he| and conflichs ifmplications  of
procedures project emiue and acsording to desired  project
progrem key milesiones inatitutional ooals autcomes
project Define the roles |« Appiy effectve dsk Direct a
manegement andd responeibilities Mmansagamant comprehensive
mathoadolgy, of the praject team siralegies  through sfrafegic mecro
implications and cresie cariy impmet  asssaxrment | snd micro
slakehokter anoundg end respuree | Analysle end
irvalvemant axpactations requlrements seope  pojecls
s Understand Find a balsnce | = Modily project scope | acoomlnpgly  to
ratonsd of projechs bebaesn  Rroject and  budgel when realisa
in reiEton &0 the deadline and  the required withiowt inskbticnal
institulion’s quelity af | compromising e | objestives
siralegic objectives defiverphles aquality and Caonsider  snd
« Doocumant identify appropriaie objecthes of the: infliake projects
comemiunisate preject ranources o proest . thal fecus on
factore  and Sarillafe e | » Involve top-leval achiagvernent of
asgocisded  wath erffective authorilles aw the - long-tenm
o ek completon of Whe | relevant objectives
= Uss vcesults  and dellverables stakeholders  .in | » Influence pecple
Bpproaches Comply with |  Bseeking projecd buy- | In positions of
succassful project siahtory ' in ST Alhority o
Iriemantation &3 requirements  =pd | s Menly and  apply implement
guide epply policies in a contemporary outeomes of
consistent manner project managemant | projects
Monllor  progress |- methodelogy Lasd and dinect
end use of jo Infuenca and translabdon of
FESTHICEs g mcinvalé projec pullcy into
make nesthed taam  fo Oelver workable
adjugtments to axcaptional resy s actions plens |,
Umabnes,  staps, | « Monitor palicy Enstres el
and PEEOURCE imgilerenation  and orograms ae
allocation apply procedures 1o | monkored o
mianag e risks fradk progrese
and cplimal
]Iy Hpe ]
utiksation, and
thal adjusimeals
are mxde as
risécted

=
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Annexure B 2026/21
Clunter Leatding Compelencies
Competency Name | Financial Managamernt
Aple o complle, pien and mansge budgets, control caeh fow,
instinde fnanclal sk menagemeant and adminisier procurement
Competancy Duflnltion | processes in accordance with recognised financial prectices. Futhsr
o ensure that all financlal bensactons are managed in an ethicat
mannes
ACHIEVEMENT LEVELS
BABIC COMPETENT | ADVANCED SUPERIOR
= Lndersiand baske Exhibit knowdsdpge | Takwe active Davalop cenning
financkz] concapta of general Enancial ownership of looks It 55585 0
and mathods a8 concepts, planning, planning, evelusting and
ey refsie to budgeting, and buigeling, and monitering fukure
inailtutionat fowecasting snd {orecast ProCestes expenditire
processes end how they Fterrelate and piovides brends
wctivities Assess, idendiy sredible enawars to Sal budget
» Dizplay and manage gueries within own rarawerks for
avmraness Into financial risks responsibility the inslittition
thve varous Assume g cosk- Prepare hudpets Eeol shategic
spurces of saving appreach to thet are sligned o atrection for the
financiel data, linanetal the sirategic institution o/
repoiing HriskiRBQ eaTIEt ohjactives of the expenditune and
mechansme, Prepara financial institution othar Brancial
financial reports based on Address fomplay protesias
QOVEITIANCS, specHied formats b geting ard Buikd and nuriure
processss and , Consider end fingnois) patinesships io
syslems | undarstand the menagemeT inipeove finamsia
s Undeseland the financit cORcarne marnagament and
importanca of implications of Pk syetesns and sciieva Anancial
finaresal checisions and processes ) place sevings
aceouniahiity _sugpestions o achance the Actively ldantity
+ Understend the Ensuna thal quality and inlegrity . | and Implement
imporianca of delegation ans of financisl rw tnethods to
aegat control Einictione 23 managemant improve asaet
requirad by pracices coniral
Nafional Treasury |+ Advise on poicies Dispiay
puidefnes ane and procedures professionslism In
reviewad end regarding saset daging with
updated conirol fnancial dita and
Identify end Promote National [IOoesseE
implement proger Treasury's
monitofing end reguitory
evalugtion practices e for
o ensure Financis
appropriaie Management
spending againet
budgst
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Cluster Leading Competencies o
Competeney Narne :hangs Leadership
Alile to dlrect and infiiate Insilfutionaf ransformabon on &l fevale In
Computoncy Definition | ordor to successiully duwe and Implemeni new niiatives and
i deliver professionst and quality servicss io the e Nty
ACHIEVERENT LEVELS
BASIC CORPETENT | ADVANCED SUPERIDR
Digglay zm v Pericrman analysis |« Actively monkar + Bponsor
BWHreness of phanpe of the change impaot change npaci and chenga
mterventions, and on the wacial, resukls and convey agents and
The benefils of polifical snd progreas to relevand Cheata B
ransiomaation enonpmic tlzkeholdgrs hedwerk o
iniiathvay environment »  Secure Buydn and chr ey
Able o dentfy basie |« Maintain calm and sponsorship for lenders who
heads kot change forus during change chiange indlathves support the
{dantily peps s Ablstasesietlesm [ Continususly Inkarventions
batvraan the curent imembers during avalusle change = Actively
and desined stake thange and keap sirategy and deslgn sxdagk current,
identity potentia! risk thenyiocused pn the and intrduse new siruchires
and chelleagss o defivarables approaches to 1y
hransiomstion, = Vaolumser to lesd enharog the FIOCEESAE ko
inciiding mekliance thenge adfors matifution’s ncorporada
i change taotors auizlde of own work affectivensgs the change
Particlpate In change beanm e Bulld and riirture interventons
progreams eng v Able {0 galn bury-in relationships with »  Mentor and
pilofing charpa Ang #pproval for vatious stekehipidens oulda tears
intsrventione change from 1o eetblizh stratagic mEmMbers &n
Unclerstand the refavent eliance in faciiiating | the effocts of
impact of change etakehd dars change : - change,
intervemtions on the e Identify changa o Take tleadin - - resistance
iretitution withinn the readiness laveis and | Impactiul change fectors &
broadar scope of seglst i resokving programs . - how to
Haetsl @governmend. Tagsinnce & changs (¢«  Benchmark changs Inkegprite
t=ctors intmrvenlions egalrsl | Chanhge
»  Design change bast changa »  Motivate snd
Inbarva niiane thal practicas Insydire otiwre
are afigned wih s |« Understand the around
institulion's elrstegic mpact snd changea
ohjectives and goste | peyshology of Initiatives
change, and put
reFRHa
Ingrventions in
placs 1o laclitets
effactive
trareformation
¢ Take calcutaled risk
and seek Rew idaas
from beat practics
soenarios, and
idgntily the polentizl |
or implemaniation
4]

=Y
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Annexure B 2054/ 21
Clustor Leading Compglencies
Competency Mamea Govemnance Leadamhip
Able fo promote, direct end apply profesaionaliem in maneging rsk
and complienne regquirements and apply a thorough undaratending
Compsioney Befiniion | of govementa practices and obiigatione. Further, able to direcl the
cohteptusilsation of relevent policies and enhance coopamstive
e RCUEVERENT LEVE
AZHIEVEM LS
BASH: COMPETENT AIRSANCED SUPERIDR
e Dispdayabasic |e Displaya +  Ablg to ink sk Damonedrage a
awareness of thoreugh nitistives inte key high devsl &f
rlek, compliants unsarstinding ol knstitutional nbiaciives comanlimant In
#d govaniance gervemancs end asd dihvers comphdng with
fackons but rig and « gentidy, enalyas and fovarnanss
Faquita guldancs eompliange MEEsUre rlak, creake requiramants
angd facbos dnd valld riek ferasasin, Ipem it
devielopment (o kmplement plens énd renp sisk ol govarrance and
implemersing foagdress ese . Appily rink sondrol comphiance
such * Demonstale methadolngy and atrategy tn ensure
requiraments urderstending of approsches o preveni | aohiewemant of
e Linderzter the: the technigues gntl rechuce fisk fhat inetib.tional
struchure of and proveases f5t | impeds on the objectives wilkin
coppemtive optliniging Rak achlswsmant of ihe Iepisiative
government bui taking dacisions Instihutions] oljectives Fréimewsic
requEes within the « Demotetrate & Able to arvise
guiiancs on inatiution thorough . Local Govemment
fossering » Aclivoly drives undeestanding of risk *|  on risk
workebia palicy farmulsion reterion pians manegement
relatiovahips withir thes » icentify and . ghretegies, hest
batwaen ingdution to knplemant . prectos
sianehofders ensws the cOmprehengive rsk intervertiong and
¢ Provigs Inpu! achievene g of management systems | comphiance
inlo policy ehistlives and procasaes managersant
formulatien « implement and Abie to forge
rrarior the ! postive
forrulstion of policies, | relatiorsships on
ideriify and analyee LoLpermtive
conskainte and GOVEMARSE level i
challengos with anhancs the
implamentstion and | effectiveneas of |
provide bocal govemivsnt
fecOroMendetonz for (¢ Abis o shape,
improvement direst snd drive the
formulalion of
pGlcies on @ maern
karved
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Chator Gore Compatenches "
| Competancy Name | hional Compelence
Compeisnc Able o demify morsl (iggers, apply restening that promoles hanesty
Defnition ¥ land integity and consistently displsy behaviour thal refiecls mora)
compatencs
. ACHIEVENENT L.BEVELS
BASIC COMPETENT ADVANLGED BUPERIOR
» Reofize the Conduet self in o igentify, develip, and » Crapdh &n
impeet of afignenent with the apply msasuiss of salf- ehviranment
arling with values of Local correcion conduclva of
integrity, but g;m and |+ Abletogain ustand moral pravtices
e lies n respest sk Agning |+ Activaly develop
guidance and Able (o epenly acilons with oh 29 w%umant
dovslopment in A tam commAments s asunes to
implarmenting misiakas and = Make proposals aad oornbet frald
principles weaknesses and ratommandations that and corrupilon
e Follow the ook atskdanne ang trsnspererd and gain | = Set Integrily
basic nkes and from others when the approval of meievant slantarde and
regulabins of unatie to deliver saketoktions sharad
the institution Aclivaly raport o Presernt values, bellefs aceok nisbly
& Abbea to ldentify fraudulant antivily &nd ideas that ans MeEsUred
basic moral and corruption cangruent with 1he acrces the
&llsations, bul within logal Institaticn's rules and institution io
redLices Fovemimeng regquitions supparl the
QElancs emnd Undderstand and + Takas an aciive sance objerdivas of
dwesiopment in hongur the: againgt comuplien and local
uindarstanding confideniial natura dishonaly whie et frovernen
and reasoning of matters withoul | «  Actively promote tha = Taka'
wlih moral geaking personal vl o the inatitution 1o respongibility far
ntent oin intessel and exeenal - §  own actions end
Abletodealwih |  siakeholers - . decisions, even
sHustions of o Abie to work in unity with K the
Conile! of inbsyesat 2 team end nek sask CRRERQUEBNCGS
promptiy andin 9 | persone) galn are
bext intenes: of + Apply universal momt prfavoumble
locgl goveriment principles contletenty 1o
achleve mors declsjona
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Annexure 8 202/21
Cluster Core Compienties
Gompetency Marme | Planning and Omanising
Compstency Abka 1 plan, phovitise and organite BFomation and resoues efecively
to ensure tha qualily of sarvice dalivery and buid efficient confingency
Defialtlan &6 m Hisk
ACHIEVERENRT LEVELS
BASIC CONMPETENT ADVANGED SUFERIOR
» Able to follow Actively and e Abiztp define »  Foous on brosd
basi: plans and approprintaly instifutional siralegies snd
organkse Bsks [y T2 objatlivas, develop Initiatives wisen
around set Informatics mnd cemprehansive develsping
ohiectives rESOU oSS plans, inegrate @xd pans and
¢  Undersiend the requirad for a canrdingte activitaes, Ecitons
precess of taak and s35ign s Ao 10 project
plansing anxd Fecognise the approaise and foracasl
orgamsng buk uigency and resounces for shari, mediim
re&qLines mporience of autoaasiyl &l (o6 e
guidanca and 28K impiemertation fequirements of
clavaioprnant in Bal=noe short »  bdentify In ativance ihe Inglitulon
providing and King-temm required stages and and local
detailed and plany and goals aclions io complete acvemment
ommprehensive and Incorporate tasks end projects s Transiste policy
plany Iméa try? taam's o Schiedule reelistc i rabevam
e Able o foliow performance timelines, objeciues prolasls to
exiating plans ohisctives and milestones for Eilitade the
ene ensure thal Schedue taake to tanks and projpecls achiovament of
chijestives ara ' emeure they ere |»  Produce clear, inzHiutionsl
me performied wilhin deialied and oljectres
e FROUS on short- ba gt o i with comprehenshe -
tam abjectives efficient use of plans to schiove
in davaloping fime and inshituional -
plans aed rEROCeS okjactives -
actions Measures s Identify possiile risk
= AJrange progress and factors and design
infomation and mcxiter and imphernenl
FespUNeas performants -appropriste
rexyuined Kor 5 rasLiiis SONTINGENCY pans
iask, but raguire s Adspi plens e light
further siricture of changing
anel organisation chumatances
o Prioliss lzeks @nd
projects according fo
thalk relevont
WIgANCY ah
Imperisnce
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L uster Core Compatencies
Compeotency Name | Analyzis arwl Innovation
Able 1o critically emalyse informalion, chedlenges and kends o
Compaiency establish and implement fect-based solutions that are nnovative
Definition {6 Improve instiutionsl processes in order to nohievs key stratégc
objectivas
__ACHIEVEMENT LEVELS o
BASIC COMPETENT | ADVAMEED SUPERIGR
o Understand the |+ Demonsirate kegical |» Coaches Ham » Demonsicate complex
basic operation prablem solving momibare on analyiics] &nd problem
ef analysis, but techniques ant anzlytics and solving Epproaches
ek dotsl snd gpproaches and innavative and techniques
thorotghness provide rafonele for | spproaches and |+ Creste an environmant
= Alde to belrnce recommendaiions technigues conducive ¥ anslyiica
ntependent ¢+ Demonsiots » Engage with and fact-besmd
EnaElysis Wil objechvily, insight, appropcate problem-soheitg
requestng and thoroughness individusls in s Analysa, racommend
Bssistance from | when anadysing ansglysing and acitikine and monitor
vthers problens resolving eomplex | trends In key
« Recomitierd ¢ Abla {o bresk down problaea chalenges o preveant
rew weys io complex problems  |e [dentify schitions asnd manags
paiti taaks Into manegesble DR VBHOUS 3ess OLLIPENCE
within ¢un parts zngl idendify in thie irstilution o Craate sn environment
functicn solutfors s Formuiate snd that fosizms @nnovative
+ Propose siinple  {+ Censuk intemat and inpelestiet rigner thinkdeg anvd follows a
remedlal exteal ideze throughout | lesming crganisation
Interventions stakehoidare on th inelitution ' :
thal meanginsdly opporunities to » Able to oain s Bo-a thouphi leadaer on
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