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AGENDA OF A SPECIAL MAYORAL COMMITTEE MEETING 28 JULY 2021

7.
SIGNED PERFORMANCE AGREEMENTS OF THE MUNICIPAL MANAGER AND
SECTION 56 (DIRECTORS) APPOINTEES FOR 2021/22

2/12/1
RG Louw Senior Manager: Strategic Services
8 July 2021 (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 2021/22 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 2021/22

RECOMMENDATION TO THE COUNCIL:
that the signed performance agreements of the Municipal Manager and Section 56
(Directors) appointees for 2021/22 be noted.

RESPONSIBLE OFFICIAL : RG LOUW

TARGET DATE FOR IMPLEMENTATION : 28 JULY 2021
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Performance Agreement 2021722

Performance agreement made and entered Into by and between

The Overstrand Municipality and represented by Ald. Dudley Coetzee, the Executive
Mayor (herein and after referred as Empioyer)

and

Dean Galyi€l lan O'Neill, the Municipal Manager (herein and after referred as
Employee) for the period 1 July 2021 1o 30 June 2022

Where as

a. The Employer has entersd 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 hereinafier referred as “the Parties”.

b. Section §7(1)}b) of the Systems Act read with the Contract of
Employment conciuded between the parties, requires the Parties to
conclude an annual performance agreement;

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

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

1. INTERPRETATION

1.1 In this Agreement the followings ferms will have the meaning ascribed
thereto:

1.1.1 “this Agresment” - means the perfonmance agreement
between the Employer and the employse and the Annexures

thersto;

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

Executive Mayor:

1.1.3 ‘the Employee” means the 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 Employes.

2
Executive Mayor: MM: @




40

3/270

Performance Agreement 2021722

4,

PURPOSE OF THIS AGREEMENT

2.1

22

2.3

24

25
26

2.7

To comply with the provisions of Section 97(1)(b),{4B) and {5) of the
Systems Act as well as the Contract of Employment entered into

between the Parties;

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

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

To monitor and measure performance against set targeted outputs
and outcoinmes:

To establish a transparent and accountable working relationship;

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

To give effect to the Employers commitment to a performance-
orientated relationship with the Employee in attaining improved

service delivery.

COMMENCEMENT AND DURATION

a1

3.2

3.3

3.4

This Agreement will commence on 01 July 2021 and will remain in
force until 30 June 2022 where-after a new Performance Agreement
shall be concluded between the parties for the next financial year or

any portion thersof;

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

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

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

PERFORMANCE OBJECTIVES

4.1

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

3
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4.2

4.3

4.4

4.1.2 The timeframes within which those performance objectives and
fargets 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 ranagers in the local government

environment.

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

shall include:

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

4.2.2 Key performance indicators that provide the details of the
evidence that must be provided to show that a key objective

has been achisved;

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

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

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

The Employes’s performance will, in addition, be measured in terms of
contributions to the goals and strategies set out in the Employers

Integrated Developmant Plan.

PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

5.3

54

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

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

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

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

4
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6.

55

56

5.7

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

E Service Delfvery and
InfrestTuctare

. Munlcipal Transtermaton
and Institutional
Devatopment

Locp] Econonie Devetopiment

* Mumidpal Financial Viability
and Maragarment

& (jood Gevernanve Pubhc

80% ==~

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

competencies.
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PERFORMANCE ASSESSMENT

6.1

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

5
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6.2

6.3

6.4

6.5

6.6

6.7

6.1.1 The standards and procedures for evaluating the Employee's

performance; and
6.1.2 The intervals for the evaluation of the Employee's

performance.

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

Personal growth and development needs identified during any
performance review discussion must be documented in a Personal
Development Plan as well as the actions agreed fo 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 Pian (IDP) as described in 6.6 ~ 6.13 beiow;

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

preparation purposes:

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

6.6.1 Each KPI or group of KPls shall be assessed according to the
extent to whish the specified standards or performance targets
have been met and with due regard to ad-hoc tasks that had fo

be performed under the KP;

6.6.2 A rating on the five-point scale described In 6.9 below shall be
provided for each KPi or group of KPIs which will then be
mulfiplied by the weighting to calculate the final score;

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

8.6.4 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 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 Competencies:

6.7.1 Each Competency wili be assessed in terms of the
descriptions provided (Annexure B) on a 360 degrea basis
during the mid-year and year-end reviews and will inform the
final score awarded by the evaluation committee. 360 degree

6
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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 muitiplied
by the weighting 1o calculate the final score; and

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

6.8 Overall rating

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

6.8.2 Such overall rating represents the ouicome of the performance
appraisal.

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

4
3
2
¥
B

Outstanding  Perfammance  Fully sNective NoLfully  dnaccepiable

5

pedormance  significantly effactive pertormance
abowe
2Kpectaticn:
Terminology Description

Periormance far exceeds the standarg axpected of an
employes at this lovel. The appraisal indicates that the

Qutstanding Employee has achieved above fully effective results against
parformance all performance criteria and indicators as specified in the PA
and Ferformance plan and maintained this in all areas of
yesponsibility throughout the year.
Performance is significanlly higher than the standard
:Iegr:%m':l? expected in the job. The appraisal indicates that the
above Empioyee has achiaved above fully effective results against
expectations more than haif of the performance critaria and indicators and
fully achleved all others throughout the year.

Performancs fully meets the standards expecied in all areas
of the job. The appraisal indicates that the Employee has fully
Fully effactive achieved offective results agalnst all significant performance
tiiteria and indicators as spedified in the PA and Performancs

Plan.

7 .
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Terminology

Not fully effective

Description

Ferformance is below the standard required for the job in key
aregs. Performance meets some of the standards expected
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 Performancs Plan.

Unacceptable
performance

Performance does not mest the standard expected for the job.,
The review/assessment indicates that they employee has
achieved below fully effective resuits against aimost all of the
performance criteria and mdicaters as specified in the PA and
Performance Plan. The empioyee has failed {0 demonstrate
the commitment or ability {o bring performance up to the leval
expected in the job despite management afforts to enceourage

improvement,

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

6.11

rating scale:

1]

| l '
- .
T — ¥ ——————

Basicd Competentll Advanced Superior

h_chievement
Level

Poor

Description

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

Basic

Applies basic concepts, methods, and understanding of local
govemment operstions, but requires supervision and
davelopment intervention.

Competent

Develops and applies more progressive concepts, methods
and understanding. Flans and guides the work of cthers and
axecutes progressive analysis.

Advanced

Develops and applies complex concepts, methods and
understanding. Effectively directs and Isads a group and
executss in-depth anaiysis.

Superior

Has a comprehensive understanding of local government
operations, critical in strategic sheping strategic divection and
change, develops and applies comprehensive concepts and
methods,

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

6.11.1 Executive Mayor:

8
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6.11.2 Mayor / Municipal Manager from another municipality;

6.11.3 Chairperson of the Performance Audit Committee or in his/her
absence thereof, the Chairperson of the Audit Commitice;

6.11.4 The Member of the Mayoral Committee: and

6.11.5 A member of the community.

€.12 The Executive Mayor will evaluate the performance of the Employee
as at the end of the 1% and 3™ quarters; and

6.13 The Executive Mayor will give performance feedback to the Employee
within five (5) working days after each quarierly and annual
assessment meetings.

SCHEDULE FOR PERFORMANCE REVIEWS

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

1 July - September Dctober 2021 (informal)
2 October - December February 2022

3 January — March April 2022 {Informal)

4 Aprli - June Sepiember 2022

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

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

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

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

DEVELOPMENTAL REQUIREMENTS

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

fully consuited before any such change or plan is made.

9
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9.

10,

1.

OBLIGATIONS OF THE EMPLOYER

9.1 The Employer shall-

9.1.1 Create an enabling environment to facllitate effective
performance by the employee,

9.1.2 Provide access to skills development and capacity building
opportunities;

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

914 On the request of the Employse delegate such powers
reasonably required by the Employes to enable him to meet
the performance objectives and targets established in terms of

this Agreement; and

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

CONSULTATION

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

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

10.1.2 Commit the Employee to implement or to give effect 1o a
decision made by the Employer: and

10.1.3 A substantial financial effect on the Employer.

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

any necessary action with delay.

REWARD

11.1  The evaluation of the Employee's performance will form the basis for
acknowledging outstanding performance or comrecting -unacceptable

performance;

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.

10
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11.3

11.4

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

The Employer will submit the results of the annual assessment and
the scoring report of the Employee, to the MEC rasponsible for local

government.

12. MANAGEMENT OF EVALUATION OUTCOMES

12.1

12.2

12.3

12.4

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

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

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

In the case of unacceptable performance, the Employer shall —

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

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

13.  DISPUTE RESOLUTION

13.1

13.2

In the event that the Employee is dissatisfied with any decision or
action of the Employer in terms of this Agreement, or where a dispute
or difference arises as to the extent 1o which the Emplcyee has
achieved the performance objectives and targets established in terms
of this Agreement, the Employee may within 3 (three) business days,
meet with the Employer with a view to resolving the issue. The
Employer will record the outcome of the meeting in writing;

If the Parties cannot resolve the issues within 10 (ten) business days,

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

11
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13.3 In the instance where the matters referred to in 13.2 were not
successfully resolved, the matter shall be referred to the MEC for local
government in the province within 30 (thirty) business days of receipt
of a formal dispute from the Employee or any other person appointed
by the MEC; and

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

14, GENERAL

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

public by the Employer; and

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

.
Thus done and signed at FeeamPadut on the 1P day June of
2021.
AS WITNESSES:

dut a. 0p.
b = WUNICIPAETARAGER
2 OL Rl Lo

12
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Thus done and signed at _I\eswra—awn,  onthe !H;H* day June of 2021.

AS WITNESSES:

s
EXECUTIVE MAYOR Q

5 D G Lo

13
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Annexure B 2021/22
Cluster Leading Competenciss
Com Name | Strategic Direction and Leadership
Provide and direct a vision for the institution, and inspire and deploy others
Competency Definition | 15 detiver on the strategic institutional mandte
- ACHIEVEMENT LEVELS _ I
BASIC COMPETENT ADVANCED SUPERIOR
& Understand * Give direction to a|=Evaluate ail activities to [« Structure and position
institutional and teamn in realisiny the | detenmine wvalue and| the institution to Jocal
departmental inetitution's  stralegic | alignment to shrategic | government prioriies
strategie mancdate and set| intent » Aclively use in-depth
objeclives, but | objectives « Display indepth | knowledge and
lacks the ability | » Has a positive impact knowledge and | understanding lo
to inspire cthers and influenca on the | understanding of strategic | develop and implement
to achieve set morale, engagement | planning a cormprehensive
mandate and participation of | e Align strategy and goals | institutional framework
* Doscribe  how | team members across all functional ereas [« Hold self accountable
specific  tasks |« Develop actions plans | » Actively define | for strategy execution
link to to execute and puide | parformance measures fo | and results
instilutional strategy monitor the progress and [e Provide impact and
shrategies  but implementation effectiveness  of the| influence through
hag limited |o Assist in defining | institution building and
influence  In | performance « Congistently  challenge | maintaining  strategic
directing measures to monitor | stralegic plans to ensure | relationships
strategy the oprogiess and| relevance = Create an environment
sHas a basic | effectiveness of the | e Understand  institutional | that facilltates loyalty
undesstanding of |  institution structres and political | and innovation Display
institutional « Displays an| faetore, and the | a superior lovel of gelf-
performance aBwareness of | conseguences of actions discipline and integrity
management, ingtitutional structures | « Empower cthers fo follow | in actions
but lecks the | and poliical factors strategic  direction and |« Integrate various
ability 10 | » Effectively deal  with  complex | systems o &
integrate communicate bariers |  situations collective whole 1o
systeins into a | to execution o[« Guide the inetifution | optimise  institutional
collective whole relevant parties through complex and| peformance
* Demonstrate 2 |+ Provide guidance to | smbiguous concem managernent
basic all stakeholders inthe | » Use  understanding  of (s Uses understanding of
understanding of | achievement of the power relationships and | competing interests io
key  decision- strategic mandate dynamic tensions among | manosuvre
mekers e Understand the aim | key players to frame| successhlly to a
and objectives of the | communications and | win/win outcome
inetitution and refate it | develop siralegies,
o own work positions and alllances
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Annexure B 2021/22
Cluster Leading Compelencies
Com ncy Name People Management
Effectively manage, inspire and encourage people, respect diversity,
Competency Definition | optimise talent and build and nuriure relationships in order to achieve
institutional objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
eParticipate in | «Seek opportunities fo | « Identify ineffective team | « Develop and
team goal- | increase team | and work processes end | incorporate  best
setting and | contrbution and| recommend remedial | prattice pecple
problem responsibility interventions rmansgement
solving *Respect and support | sRecognise and rewerd | processes,
s|nteract  and the diverse nature of | effective and desired { approaches and
collaborate others and be aware of | behaviour tooks across the
with pecple of | ihe benefits of a diverse | « Provide mentoring and |  institution
diverse approach guidance to others in | ¢ Foster a culture of
backgrounds » Effectively delegele | order tc  incresse | discipline,
s Aware of | tasks and empower| personal efiectiveness responsibility and
guidelines for | ofhers fto increase |« Identify  cevelopment | accountability
employee contribution and | and leaming needs | «Understand  the
development, execule functions | within the tegm impact of diversity
but  requires | optimally « Build a work | in  performance
support in | «Apply relevant | environment eonducive [ and actively
implementing employee  legislation | to sharing, innovation, | incorporate a
development fairly and consistently ethical behaviour and | diversity strategy
initiatives sFacilitate team goal- | professionallsm in the inetiution
seiling and problem- | elnspire 2 culure of | « Develop
solving perfarmance excellenca | comprehensive
« Effectively identify | by giving positive and | integrated
capacity requirements | constructive feedback to | strategies  and
to fulfill the slrategic | the team gpproaches 1o
mandate eAchieve agreement or | human  capilal
consensus in | development and
adversarfal management
envirenments »Aclively  identify
»Lead and unite diverse | trends and predict
teams across divisions | Capacity
to achieve institutional | requirements 1o
objactives feciltate  unified
transition and
performance
management

3
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Annexure B 2021/22
Cluster Leading Competencies
Competency Name Progrem and Project Management
Able to understand program and project management methodology;
Competency Definition | plan, manage, monitor and evaluate specific activities in order to
-_| deliver on set objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Initiate projects [« Establish bread [« Manage multiple | « (nderstand and
after approval from stakehalder programs and conceptuglise
higher authorities involvement  and balanees pricrities the  longterm
Understand communicale the and conflicts implications  of
procedures of project status and according to desired project
program and key milestones institutional goals outcomes
project Define the roles|s Apply effective risk |« Direct a
management and responsiblilties management comprehensive
methodology, of the project team stralegies  through strategic macro
implicatione  and and create clarity impact assessment and micro
stakeholder arpund and resource analysis and
involvement expectations réquirsments scope  projects
Understand  the Find a balance | s+ Modify project scope accordingly  to
rational of projects between  project and bodget when realise
in relalion to the deadline and the required without institutional
institution's quality of | compromising the objectives
siratepic chjectives deliverables quality and [ » Consider and
Document and |+ identity appropriate objectives of the initinte  projects
communicate project resources 1o | project that focus on
factlors and risk facilitate the | = Involve top=level achievement of
associzted  with effective authorities and the long-term
OWn work complation of the relevant objectives
Use results and deliverables stakeholders in e Influsnce people
approaches of Comply with seeking project buy- in positions of
successful project statutory in authority o
implementation as requirements and [+ Identify and apply implemeant
guide apply policies in a contemporary outcomes of
consistent manner project management projects
Monitor  progress methodology ¢ Lead and direct
and use of | » Influence and transiation  of
resources and motivate project policy into
make neaded team to  deliver workable
adjustments fo e@xceptional rasults actions plans
timelines,  steps, | « Monitor policy |« Ensures  that
and resource implementation and programs  are
sliocation apply procedures to monitored {0
manage risks track progress
and optimal
resource
utilisation, ard
that adjusiments

are made as
needed

SR g
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Annexure B 2021/22
Clustar Leading Competencies
Competency Name | Financial Management
Able to compile, plan and manage budgets, control cash fiow,
institute financial risk management and adminisier procurement
Competency Definition | processes in accordanee with recognised financial practices. Further
to ensure that all financial transactions are managed in an ethical
manngr
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Understand basic s Exhibit knowledge | e Take active » Devsalop planning
financial concepts of general financial ownership of tools to assist in
and methods as concepts, planning, planning, evaiuating and
they relate to budgeting, and budgeting, and monitoring future
institutional forecasting and forecast processes expenditure
pracesses and how they intarrelate and provides trends
aclivilies * Assess, Identify credible answers 10 | o Set budget
» Display and manage cueries within own framewprks for
awareness into financlal risks responsibility the institution
the various » Assume acost- * Prepare budgets * Set strategic
sources of saving approach to that are aligned to direction for the
financial data, financial the strategic instifution on
reporting management objectives of the expenditure and
mechanisms, + Prepare financial institution other financlal
financial reports based on »  Address complex processes
govemance, specified formats budgeting and » Build and nurture
processes and s Consider and financial partnerships to
systems understand the managetment improve financis)
¢ Understand the finencial CONCEMms management and
importance of implications of » Put syslems and achieve financial
financial decisions and procasses in place savings
accountability suggestions lo ephance the » Actively identify
» Understand the » Ensure that quality and integrity and implerment
importance of delegation and of financlaf new methods o
asset control instructions as managemant improve asset
required by practices control
MNational Treasury |« Advise on policies | Display
guidelines are and procediires professionalism in
reviewed and regarding asset dealing with
updated controt financiat data and
+ Identify and * Promote National processes
implement proper Treasury's
monitoring and regulatory
evaluation practices framework for
tc ensure Financial
eppropriate Management
spending against
budget
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Annexure B 2021/22
Cluster Leading Competencies
Competernicy Namse Change Leadership
Able 10 direct and initiate institutional transformation on all levels in
Competency Definition | order to successfdly drive and implement new initiatives and
___| deliver professional and quality services to the community
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
* Digplay an Perform an analyels [«  Actively monitor ¢  Sponsor
awareness of change of tha change impact change impact and change
interventions, and on the social, results and convey agents and
the benefits of political and progress to ralavant create a
transformation economic slakeholders network of
initiztives anvironment + Secure buy-in and change
+ Able to identify basic Maintain calm and spensorship for leaders who
neads for change focus during change change initiatives suppert the
» ldentify gaps Able o assistteam [e Continuously interventions
between the current members during evaluate change s Actively
and desired stale change and keep strategy and design adapt current
¢ ldentify potential risk them focused on the and intreduce new etruciures
and chalenges o deliverables approaches to and
transformation, Volunteer to lead enhance the processas o
including resistance changs efforts institution’s incorporate
to chenge factors outside of own work effectiveness the change
= Participate in change team s Build and nurture interventions
programs and Abla to gain buy-in relationships with + Mentor and
piloting change and approval for vanious stakeholders guide team
Interventions change from to establish strategic members on
» Understand the relevant alliance in facilitating the effecis of
impact of change stakeholders change change,
interventions on the Idantify change * Take the lead in resistance
institution within the resdness levals and impactful change factors and
broader scope of assist in resolving programs how to
Liocal Ggovernment. resistance to change |+ Benchmark change integrate
factors interventione against |  change
Design change best chenge « Motivate and
" interventions that practices inspire others
are aligned with the |» Understand the around
institution's stralegic impact and change
objectives and goals |  psychology of initiatives
change, and put
remedial
intarvantions in
place to faciiitate
effactive
transformation
+ Take calculated risk
and seak naw idsag
from best practice
scenarios, and
identify the potential
for implemantation |
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Annexure B 2021/22
Cluster Leading Competencies
| _Competency Name Govermnance Leadership
Able to promote, direct and apply professionaliem in managing risk
and compiience requirements and apply a thorough underetanding
Competency Definition | of governance practices and obligations. Further, able to direct ths
conceptualisation of relevant policies and enhance cooperative
_governance relationships
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
¢ Display a basic + Displaya s Able to link riek + Demonstrate a
awareness of thoreugh Initiatives into kay high level of
risk, compiiance understanding of institutional objectives commitment in
and govemancea povemance and and drivars complying with
factors but risk and + [dentify, analyse and governance
require guidance compliance measure risk, create requirements
and factors and valid risk forecasts, ¢ implement
deveiopment in implement plans and map risk profiles governance and
implementing to address these |«  Appiy rigk conirol compliance
such ¢ Demonsirate methodolegy and strategy to ensure
requiremenits understanding of 8pproaches {o prevent | achievement of
s Understand the the techniques and reduce risk that institional
structure of and procesaes for impede on the chjectives within
cooperative oplimising risk achievernent of the legislative
government but aking decisions institutional objactives framework
requiras within the » Demonstrate o » Ablato advise
guidance on institution tharough Local Govemnment
fostering & Actively drive understanding of risk on risk
workable poiicy formulation retention plans management
relationships within the o |dentity and strategies, best
batween institution to implement practice
stakeholdars ensure the comprehensive risk interventions end
+ Provide mput achievement of management systems comgliance
into policy objectives and procesases manggement
formulation ¢ Implament and [+ Able to forge
monitor the |  positive
formulation of policies, relationships on
identify and analyse cogperalive
constraints and govermnance feval fo
challenges with enhance the
implementation amn |  effectiveness of
provide Llocal goverament
recommendations for |» Able to shape,
improvement direct and drive the
formulatfcn of
policles on 2 macro
level

£
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Annexure B 2021722
Clustsr Core Competencies
Competency Name | Moral Competence
Competency Able to identify moral triggers, apply reasoning that promoiass honesty
Definkion and integrity and consistently display behaviowr that reflects moral
competence
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
+ Realiga the + Conduct seff in ¢+ [dantify, deveiop, and » Creale an
impact of - alignment with the apply measures of self- environment
acting with values of Local correction conducive of
irtegrity, but Government and » Abie to gain trust and moral practices
requires the institution respact through aligning [« Actively develop
guidance and s Able o openiy actlons with and implement
development in #tmit own commitments measures to
implementing mistakes and * Make proposals and combat fraud
principlas weaknesses and recommendalions that and corruption
s Follow the seek assistance gre fransparentand gain |« Set [ntegrity
basic rules and from others when the approval of relevant standards and
regulations of unable to defiver slskeholders shared
the institution s Actively report s Presant values, beliafs aceountability
» Abla to identify fraudulent activity and ideas that are measures
basic moral and cormuption congruent with the 8cross the
situations, but within focal institulion’s rules and Institution to
requires government regulations support the
guidanceand |« Understand and « Takes an active stonce objectives of
development in honour the apainst corruption and locel
understanding confidential nature dishonesty when noted govemment
and reasoning of matiers without |« Actively promote the + Take
with moval sesking peraonal value of the institution to responsibility for
intent gain intemal and external own actions and
& Able ko deal with stekehoiders decisions, aven
situalions of * Able to work in ity with i the
conflict of interest a team end not seek consaquences
prompity end in the ersonal gain are
bestinterest of . E.pply unlsavérsal moral unfevoureble
locat government principles consistently to
_achieve moral decisions
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Annexure B 2021722
Clustar Core Competencies
Competency Neme | Pianning and Crgamiein .
Compatency Able to plan, prioritise and organise information and resources affectively
Definktion to ensure the quality of service delivery and build efficient cantingency
isne to manage sisk
ACHIEVEMENT LEVELS
BASIC COMPETENT _ADVANCED SUPERIOR
» Able fo follow Actively and +  Able {0 define = Focus on broad
basic plans and appropriately instilutional strategies and
organise tasks crganise objectives, develop initiatives when
around sat information and compiehensive developing
objectives regources pians, integrate and plans and
e Understand the required for a coordinate activities, actions
process of task and assign * Able to project
planning and Recogrise the appropriate and forecast
organising but urgancy and resources for short, medium
requires importance of succassful and long term
guidance and tasks implementation requirements of
devslopmentin s  Balance short *  ldentify in advance the institution
providing and long-term required stages snd and local
detailed and plans and goals actions to complete government
comprehensive and incorporate tasks and projects * Translate policy
plans intc the team's » Schedule redistic into relavant
s Abie to follow performance imelines, objectives projects to
existing pians objastives and milestones for facilitate the
and ensure that Schedule tasks to tasks and projects achievernent of
objectives arg ensure theyare v Produce clear, institutional
met performed within detalled and oObjectives
s  Fecus on short- budget and with comprehensive
terrn objactives efficiant uge of plant {o achieve
in developing time and institutional
plans and resources objectives
actions *  Measiures ¢ |dentify possibie risk
« ArEnge progress and factors and design
information and monitor and implement
resourcas performence appropriate
required for a results coniingency plans
task, but require * Adapt plans in light
further structure of changing
and onganisation circumetances
» Prioritise tasks and
projecta according o
their refevant
urgency and
importance
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Cluster Cere Competencies
Cotpetency Name - | Analysis and Innovation
Able 1o critically analyse information, challenges and trends to
Competency establish and implement faci-besed solutions that are innovative
Definition to improve institutional processes in order to achieve key strategic
aclives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
* Understand the |« Demonstrate lopical |» Coaches team » Demonstrate complex
basic operation problem solving members on anahtical and problem
of analysis, but techniques and angiytical and solving approaches
lack detall and approaches and innovative and techniques
thoroughness provide rationale for | approaches and |+ Create an environment
s Able to balance recommeandalions techniques conducive to analylical
incependent + Demonstrate » Engage with and fact-based
analysis with objeclivity, insight, appropriate problem-selving
requesting and thoroughness individuals in = Analyse, recommend
assistance from when analysing analysing and selutlons and monitor
others problems resolving complex | trends in key
* Recommend « Able to break down problems challenges to prevent
new ways to complex problems ldentify solutions and manage
perform tasks into manageable ON vanous areas occumenca
within own parts and identify in the inglitution |+ Creale an snvironment
function solutions s Formulate and that fosters innovative
» Propose simple |+ Consultinternaland | implement new thinking and follows s
remedial extemal ideas throughout fearning organisation
intarventions stakehoiders cn the inatitution approach
that marginally opportunities to + Able to galn » Be a thought leader on
challenges the improve processes approval and buy- | innovative customer
status quo and service delivery | In for p service delivery, and
+ Listen to the = Claarly interventions from | process optimisation
kleas and communicate the relevant * Play an active role In
parspaciives of benefits of new siakeholders sharing best practice
others and opportunities and * |dentify trends and | solutions and engage
axplore innovative solutions best practices in in national and
opportunities to to gtakeholders | process and international kocal
enhence such |« Continuouely identify | servies delivery government seminars
innovative opportunities to and propose and conferences
thinking enhance Intemal institutional
processes applicalion
» |dentify and analyse |= Continuously
opportunities engage in
conducive to research {o
inhovative identify client
approaches and neads
propose remedial
intervention
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Cluster Core Competencies
Competency Name Knowledge and Information Managemaenl
Able to promots the generation and sharing of knowledge and
Competency Definition | information through various processes and meadia, in order fo
enhance the collective kn € base of local govamment
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Collect, * Useapproprate |« Efiectively predict Creale and
categorise and information future information support 2 vision
track relevant systems and and knowiedge and culture where
information technology to manegement tearn members
required for ménage fequirements and are empowered {o
specific tasks institutional systems seek, gain and
and projects knowletge and Develop stardiards share kriowledge
* Analyse and information and processes to and information
interpret sharing meet fulure Establish
information to « Evalusie data knowledge partnerships
draw from various management across focal
conciusions sources and use needs government to
» Seek new infermation Share and facfiitate
sources of effectively to promole best- knowledge
information to influence practice management
increase tha decisions and knowiedge Demonsirate s
knowledge provide solutions management mature approach
base » Actively create across varlous lo knowledge and
* Regulsrly mechanisms and institutions information
ghara struetures for Eslablish accurate sharing with an
information sharing of measures and abundance and
and knowledge information monitoring ascistance
with internal + Use external and systems for approach
stakeholders intemnal knowledge ang Recognise and
and team resources to information axploit knowledge
members research and " management points in
provide relevant Create a culture interactions with
and cutling-edge conducive of internal and
knowledge to lsaming and external
enhance knowledge shering stakeholders
institutional Hold regular
effectveness and knowledge and
efficiency information
sharing sesslions
to eficit new ideas
and share best
bractice
approaches
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i Cluster 1 Core Competencies
{ Competency Name | Communication
Able to share infermetion, knowledge and ideas in @ clear,
Compstency focused and concise mannar appropriate for the audience in
Definition order to effectively convey, persuade and influence stakeholders
to achieve the desired outeome
. ACHIEVEMENT LEVELS .
. BASIC COMPETENT ADVANCED SUPERICR
» Demonstratean | « Expressideas | e Effectively Regarded as a
understanding to individuals communicate high- specialist in
for and groups in risk and sensitive negotiations
communication formal and matiers o refevant and
levers and tools informal stakeholders representing the
appropriate for seftings inan | « Develop a wall- institulion
the audience, manner that is defined Able o inspire
but requires interesting and cormmunication and motivate
guidance in motivating srategy others through
ulllising such ¢ Ableio + Balance political positive
tools understand, perspactives with communication
s Express ideas in lolerate and institutional needs that is impactful
a tlesr and approciate when communicating and ralevant
focused manner, diversa viewpoints on Creatas an
but does not perspectives, compilay issues environment
siways take the attitudesand | « Ableto effectively conduciva to
needs of the beliefs direct negotiations transparent and
audience into = Adapt around complex productive
consideration communication matters and smive at communication
¢ Disseminate an content and a win-win situgtion and critical and
convey slyle to suit the that promotes Batho appreciative
information and audienca and Pele principles conversations
knowledge faciitate » Market and promots Abls to
adequately optimal the institulion ho coordinate
information externial stakeholders negotiations at
transfer and saak 10 snhance different levels
+ Deliver content a positive image of within local
ina manner the insiitution government and
that gaine * Able to communicate externally
support, with the media with
commitm high levelg of moral
and agreement competence and
from relevant digeipline
stakeholders
+ Compile clear,
focused,
concise and
wall-structured
written
documents
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Cluster Core Competencies
Competency Name | Resulls and Quality Focus
Able to maintain high quality standards, focus on achieving
results and objeclives while consistently striving to excesd

Competency Definition | expectations and encouratie others to meet quality standards.

Further, io actively monitor and measure results and quality
. ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR

¢ Understand » Focus on high- + Consistently verify Coach and
quality of work priority actions own standards puide others to
but requires and does not and outcomes (o exceed quality
guidance in become ensure qualily slandards and
attending to distracted by oulput resuits
important lower-priority Focus on the end Develop
matiers activities resuit and avoids challenging,

+ Show a basic » Display firm baing distracted client-focused
commitrent to commitment Demonstrate a goals and sels
achieving the and pride in determined and high standards
correct resulls achieving the committed for parsonal

» Produce the correct resulls approach to performances
minimum level » Set quality achleving results Commit to
of results standards and and quality exceed the
required in the design standards results and
role processes and Follow task and quality standards,

« Produce tasks around projects through moniter own
outcornes that achieving sel b compietion performance and
is of a good gtandards Set challenging implement
standand * Produce output goals and remedial

= Focus on the of high quality chjectives o self infervenitions
Guantity of « Able to balance and team and when required
output but the guantity and dispiay Work with team
requires quality of results commitment to to set ambiticus
development in in order to achieving and challenging
incorporating achieve expeciations team goals,
the guality of objectives Maintain a focus communiceting
work * Monitors on quality outputs long- and short-

» Produce quality progress, quality when placed term expectations
work itr general of work, and use under pressure Take appropriate
clrecumstances, of reaources; Estabfishing risks ko
but fails to maet provide status instilutional accomplish goals
expectation upcatas, and sysiems for Qvercoms
when under make managing and setbacks and
pressure edjusiments ag Bssigning work, adjust action

needed defining plans to realise
responsibiiities, goals
tracking, Focus paople on
monitoring and critical activities
measuring that yield a high
gucCess, impact
evaluating and
valuing the work
of the institution
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Performance agreement made and entered into by and between

The Overstrand Municipality and represented by Dean O'Neill, the Municipal Manager
(herein and after referred as Employer)

and

Roderick Williams, the Director: Community Services (herein and after referred as
Empioyee) for the period 1 July 2021 1o 30 June 2022

Where as

a. The Empioyer has entersd inio a contract of employment with the
Employse in terms of section 57{1)(a) of the Local Government: Municipal
Systems Act 32 of 2000 (“the Systems Act’). The Employer and the
Employee are hereinafter referred as “the Parties™

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

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

d. The Parties wish 1o ensure that there is compliance with Sections 57(4B)
and 57(5) of the Systems Act.

1. INTERPRETATION

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

1.1.1 ‘this Agreement' — means the performance agreement between
the Employer and the employea and the Annexures thereto;

1.1.2 *“the Exscutive Authority” — means the Mayoral Committee of the
Municipality constituled in terms of Section 55 of the Local
Government: Municipal Structures Act 1 17 of 1998 (‘the
Structures Act’) as representsd by its chairperson, the Executive
Mayor;

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

1.1.4  “the Employer” means Overstrand Municipality; and

1.1.5 ‘the Parties” means the Employer and Employee.

’ Dir%: %*
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PURPOSE OF THIS AGREEMENT

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

the Parties:

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

23  To specify accountabilities as set out in the Performance Plan (Annaxure
A)

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

2.5  Toestablish a fransparent and accountable working relafionship;

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

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

COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2021 and will remain in foree
until 30 June 2022 where-after a new Performance Agreement shail be
conciuded between the 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 not later than 31 of July of the
succeeding financial year;

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

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

3.5 Any significant amendments ot deviations must take cognizance of the
requirements of sections 34 and 42 of the Municipal Systems Act and

Regulation 4(5) of the Regulations.

’ Dir.%mm:__%_
IE b
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PERFORMANCE OBJECTIVES

4.1

4.2

4.3

4.4

The Performance Plan {Annexure A)sets out -

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

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

413 The competencics (Annexure B - definitions in terms of
Regulation 21 of 17 January 2014) required to operate effectively
as senior managers in tha local govermnment environment.

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

include:

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

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

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

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

The Personal Development Plan (Annexure C) sets out the Employee’s
persenal development requirements in ling with the objsctives and targets

of the Employer; and

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

PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

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

The Employee aceepts that the purpose of the performance management
system will be to provide a comprehensive system with specific
performance standards to assist the employess and service providers to

perform to the standards required;

o= b
IT @
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5.3

54

5.5

5.6

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

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

The criterla upon which the performance of the Employse shall be
assessed shall consist of two components, Operational Parformance and
Competencies both of which shall be contained in the Performance

Agreement;

The Employee’s assessment will be based on his performance in terms of
the outputsioutcomes (performance indicators} identified as per attached
Performance Plan, which are linked to the KPAs, and will constitute 80%
of the overall assessment result as per the weightings agreed to between

the Empioyer ang Employee:

® Service Dialivery and
Infrasmuctive

& Munfcipad Finandal Viability
and Management

& Gond Governance, Pubkc

80% ===

$.7 The Competencies will make up the other 20% of the Employee’s

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

) Dix:%:__@;
95 0w
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PERFORMANCE ASSESSMENT

6.1

6.2

8.3

6.4

6.5

6.6

The Performance Ptan (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 Em ployer
may in addition review the Employee's performance at any stage while
the contract of employment remains in force:

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

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

The Employee will submit quarterly performance reports (SDBIP) and a
comprehensive annual performance report at the fourth evaluation at
least one week prior to the performance assessment meetings to ths
Evaluation Panel Chairperson for distribution 1o the panel members for

preparation purposes;

Assessment of the achievement of results as outlined in the performance
plan:
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8.7

6.8

6.9

6.6.1

6.8.2

6.6.3

6.6.4

6.8.5

Each KP| or group of KPis shall be assessed according to the
extent to which the specified standards or performance targets
have been met and with due regard to ad-hoc tasks that had to be

performed under the KPI;

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

The Empioyee will submit his self-evaluation to the Employer prior
to the formal assessment:

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

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

Assessment of the Competencies:

6.7.1

6.7.2

Each Competency will be assessed in terms of the descriptions
provided (Annexure B) on a 360 degree basls 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 histher

Competencies;

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

An overall score will be calculated based on the total of ihe

8.7.3
individual scores calculated above.
Overall rating
6.8.1 An overall rating is calculated by adding the overall scores as

6.8.2

calculated in 6.6.5 and 6.7.3 above: and

Such overall rating represents the outcome of the performance
appraisal.

The assessmant of the performance of the Employee will be based on the
following rating scale for KP!s:

Dir.! MM: w
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5
4
3
2
@1
_N

Outstandeg  Performance  fully cliective  Nothilly  Unaccepishie

perlormance  aigniboantdy effeckive performance
obove
axpectation:
Terminology Description

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

OQutstanding achieved above fully effective results againsi all performance
performance criteria and indicafors as specifled in the PA and Performance
plan and maintained this in all areas of responsibility throughout
the year.
Performance is signifficantly higher than the standard expected in
Performance the job. The eppraisal indicates that the Employee has achieved
significantly above | above fully effective resulls against more than half of the
expactations performance crileria and indicalors and fully achieved all others
throughout the year,

Performance fully meets the standards expected in all areas of
the job. The appraisal indicates that the Employea has fitlly
Fully affective achieved effective resulls sgainst all significant performance
criteria and indicalors as specifisd in the PA and Performance
Plan.

Performanca Is below the standard required for the job in key
areas. Performanice meets some of the standards expected for
the job. The review/assessment indicates that the employes has
Not fully effective | achieved below fully affective results against mora than half the
key performance criteria and indicalors as specified in the FA
2nd Performance Plan.

Performance does not meet the standard expected for the job.
The review/assessment indicates thal they employee has
achieved below fully effective results against almost all of the
performance criteria and indicators as specified in the PA and

Unacceptable Performance Plan. The employee has failed to demonstate the

performance commitment or ability to bring perfiomnance up to the level
expected in the jch despite management efforts ta encourage
improvement.

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

B
IE 0 ¥
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6.1

6.12

53
' '
Basied Competenti  Advancedl Superiori#

Achievement A5
Level Description

Do not apply the basic concapts and methods 10 proof a basic
Poor understanding of local goverment operations and requires
exiensiva supervision and development interventions.

Applies basic concepts, methods, and understanding of local
Besic govemment operations, bui raguires supervision and
development intervention.

Develops and applies more progressive concepts, methods and

Competent understanding. Plans and guides the work of others and
axecutes progressive anelysic.
Develops and applies complex concents, mathods and
Advanced understanding. Effectively directs and leads a group and

executes in-depth analysis.

Has a comprehensive understanding of Jocal government
SGpeTior operations, critical in strategic shaping strategic direction and
P change, develops and applies comprehensive concepts and

methods.

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

6.11.1 Municipal Manager;

6.11.2 Municipal Manager from another municipality;

©.11.3 Chairperson of the Performance Audit Committee or in his/her
absence thereof, the Chairpersan of the Audit Commiittee; 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

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

meetings.

SCHEDULE FOR PERFORMANCE REVIEWS

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

1 July - Seplember Oclober 2021 (informal)
2 October - December Fabruary 2022

3 January - March April 2022 (Informal)
4 Apiil - June Seplember 2022

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 consulted bsfore any such change is made;

and

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

DEVELOPMENTAL REQUIREMENTS
The Personal Development Plan {PDP) for addressing deveiopmental gaps is

atlached as Annexure C. Such Plan may be implemented and/or amended as the
case may be after each assessment. In that case, the Employee will be fully

consuited before any such change or plan is mads.

OBLIGATIONS OF THE EMPLOYER

9.1 The Employer shall-

9.1.1  Create an enabling environment 1o facilitate effective performance

by the employse;
10
Dir.:%: W
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10.

11.

9.1.2 Provide access to skills development and capacity building
opportunities;

9.1.3 Work coliaboratively with the Employee to solve problems and
generate solutions to common problems that may impact on the

performance of the Em ployee;

9.1.4  On the request of the Employee delegate such powers reasonably
required by the Employee to enable him to mest the performance
objectives and targets established in terms of this Agresment; and

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

Agreement.

CONSULTATION

10.1

10.2

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

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

10.1.2 Commit the Employse to implement or to give effect to a decision
made by the Employer: and

10.1.3 A substantial financial effect on the Employer,

The Employer agrees to inform the Employee of the sutcome of any
decisions taken pursuant to the exercise of powers contemplated in
clause 12.1 as soon as is practicable to enable the Employee to take any

necessary action with delay,

REWARD

1A

1.2

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

performance;

It is recorded that by mutuzl agreement the Parties have decided that no
performance bonus will be paid to the Employee as the Employee's total
cost of empioyment packags is deemed to be adequats.

dE p &
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12.

13.

MANAGEMENT OF EVALUATION OUTCOMES

12.1

12.2

12.3

124

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

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

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

In the case of unacceptable performance, the Empioyer shall -

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

12.4.2 After appropriate performance counselling and having provided
the necessary guidance and/or support as well as reasonable time
for Improvement in performance, the Employer may consider
steps to terminate the contract of employment of the Employee on
grounds of unfitness or incapacity 1o carry out his or her duties,

DISPUTE RESOLUTION

131

13.2

13.3

134

In the event that the Employee is dissatisfied with any decision or action
of the Employer in terms of this Agreement, or where a dispute or
difference arises as to the extent to which the Employee has achieved the
performance objectives and targets established in terms of this
Agreamert, the Employee may within 3 (threej business days, meet with
the Employer with a view to resolving the issue. The Employer will record
the outcome of the meeting in writing;

Hf the Parties cannot resolve the issues within 10 (ten) business days, an
indepandent arbitrator, acceptable to both parties. shall be appainted to
resclve the matter within 30 (thirty) business days;

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 Employee,
The decision of the Executive Mayor shall be final and binding on both

parties; and
N~ —
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13.5 In the event that the mediation process contemplated above fails, the
relevant clause of the Contract of Employment shall apply.

14. GENERAL

14.1  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 agreement diminishes the obligations, duties or
accountabilities of the Employee in terms of his contract of employment,
or the effects of existing or new regulations, circulars, poiicies, directives
or other instruments.

s
Thus done and signed at Heemansus on the {3 day June of
2021.
AS WITNESSES:

1. A& fLCrLouu W

MUNICIPAL MANAGER
,  SRowtenboo,
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Thus done and sighed at “Bonthe 1Y _ day June of 2021.

AS WITNESSES:

DRECTOR
2. &/ R Lowt

14

Dir.: MM: Q’)
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Annexure B 2021722
Cluster Leading Competencies
Competency Name Strategic Direction and Leadership
Provide and direct a vision for the institution, and inspire and de othars
Compstency Definition | - ver on the etrstegic institubional mandaie Pe
ACHIEVEMENT LEVELS _
BASIC COMPETENT ADVANCED SUPERIOR
» Undergtand e Give diraction o & |+ Evailate &l activities o [« Structure and position
institutiona! and leam in reslising the | determine value and the institution to local
departmental institution's  strategic |  alignment  to strategic | govemment priorities
strategic mendate and  set| intont Aclively use In-depth
cbieclives, but objectives « Display in-depth B and
lacks the ability |+ Haz a positive fmpact | knowledge and | understanding te
to inspire olhers and influence on the understanding of strategic develop and implement
to achieve set | morale, engagement planning B camprehensive
mandsle and participation of | « Align strategy and goals |  institutional framework
s Describe  how | teammembers across all funclional areas |» Hold salf accountable
specific  tasks | a Develop actions plans = Actively define | for strategy execution
link to to execule and guide | performanca measwes to | and resulte
Institutiona) monitar the progress and |« Provide impact and
stralegies  but implementation efiectivenass  of the| infivence through
has mited |eAssist in defining | institution building and
influence in performance « Consistently  challenge malntaining  siralegic
dinecting measures fo menitor | strategic plans o ensure relationthips
strategy the progress and| relevance Creste an environment
*Has a basic | effectiveness of Ihe » Underetand  institulional | that facilitates loyaity
understanding of | institulion structires and  political | and innovation Dieplay
institutionat » Digplays an | faciors, and the | a superior level of self-
performance awareness of | consequences of actione disclpline and integrity
management, institutional structures | » Empower others te foliow [ in actions
but lacks the | and poiitieal facters strategic  direction and [e Integrate various
abifity to [« Effectively deal  with  complex| systems inba g
integrate communicate barrers |  situstions collectiva whole to
systems into a | 135 execution toleCuide the instituton] optimise instilutional
collective whole relevant parfles through complex and| parformance
* Domonstrate a |+ provide guidance to ambiguous concem management
baslc all siakehoiders infhie | » Use  understanding  of (s Uses understanding of
understending of | aehisvement of the | power relationships and | competing interests to
key decision- | girategic mandate dynamic tensions among | m&noeuvre
makers °Understand the afm| key playsrs to frame | successiully to  a
and objectives of the | communications and | wirdwin outcome
institution and relate it | develop strategies,
to owmn work positions and aliances
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Clusier Leading Competencies
Competency Name People Management
Effectively manage, inspire and encourage people, respect diversity,
Competency Definftion | optimise falent and build and nuriure refationships in order to achieve
institutional oblectives
ACHIEVEMENT LEVELS
_BASIC COMPETENT ADVANCED SUPERIOR
eFarticipale in | +Seek opporimities to ¢+ Identify ineffactive team « Develop and
team goal- increase team | and work processes and incorporate  best
selting and centribution end| recommend remedial practice  people
probiem responsibility interventions management
solving *Respect and support | eRecognise and reward | processes,
*interact and | the diverse nature of | effeclive and desired | approaches and
collaborate others and be aware of | behaviour tocls ecross the
with people of | the benefils of a diverse | » Provide mentoring and | institution
diverse approach guidance fo others in |« Foster a culture of
backgrounds ¢ Effectively delegate | omder to  increase discipline,
* Aware of | tasks and empower| personal effectiveness responshbility and
guidelines for [ others to increase |« identify  development | Bccountability
efmployee contribution and | and ieamning needs | eUnderstand the
development, execute functions | within the team impact of diversity
but  requires | optimally * Build a work { in  parformance
suppoyt in | eApply felevant | environment conducive | and actively
implementing employee  legislation | to sharing, innovation, | mcomporate a
development fairly and consistently ethical behaviour and | diversity strategy
initiatives Facllitate team goal- | professionaliam in tha inetitution
seiting and preblem- |elnspire & cultwre of | » Develop
solving periormance excelience { comprehensive
= Effectively identify | by giving posttive and | integrated
capacity requirements | constructive fesdback to | Strategies  and
o fulfill the strategic| the team approaches  to
mandste ¢Achieve agreement or{ human  capital
CONSensus in| development and
adversarial management
snvironments eActively  identify
slead and unite diverse | trends and predict
teams across divisions | capacity

to achisve Institutional
objectives

requirements  to
faciitate  unffied
transition and
performence
management
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Cluster Leading Competencies
Competency Neme ram and Project Management
Able to undersiand program and project management methodology:
Competency Definition | plan, manage, menitor and evaluate specific activities in order o
deliver on set o ves _
_ ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Initiate projects | » Establish broad | » Manage multiple { « Understand and
after approval from stakeholder programs and conceptuglise
higher authorities Involvemant  and belance pricrities the  long-term
Understand communicate the and confiicls implications  of
procedures of project status and according lo desired project
program and key milestones institutional goals oulcomes
project Define the roles Apply effective risk | » Direct a
management &nd responsibilities management comprehensive
methodology, of the project team sirategies  through stratagic macro
implications  and and create ciarty Impact assessment and micro
stakesholder around and resource analysis and
involvement expeciations requiraments scope  projecls
Undarstand  the Find a balance Modify project scope accordingly o
rationsl of projects between  project and budget when realise
in relation to the deadline snd the reguired without institutionai
institution's quality of compromising  the objectives
strategic objectives defiverables Quality and (e Consider and
Document and dantify appropriate objeclives of Ihe| initiale projects
communicate project resources to | project that focus on
factors and risk faciitate the Involve top-lavel achievement of
associated  with effective authorities and the long-term
own work completion of the relevant cbjectives
Use resulls and deliverables siakeholders in {» Influencs people
approaches of Compiy with seeking project buy- in positions of
successfil  project statutory in authority | (]
implementation as requirements  and ldentify and apply implement
gulde apply policies in & eontemporary outcomes of
consistent manner project management projects
Monifor  progress methodoiogy * Leed and direct
and use of Influence and tanslation  of
resources and motivate project |  poficy into
malke needed team to  deliver workable
adjustments fo exceptional resuits actions plans
timelines,  steps, | « Monitor policy | » Ensures  that
and respurce implementation and programs  are
allocation apply procedures to monitored  to
manage risks track progress
and oplimal
resource
utilisation, and
that adjustments
are made as
nesded

2/4%
gﬁ’
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Cluster Leading Competancies
Competency Name | Financial Management
Able to compile, plan and manage budgets, control cash flow,
institute financial risk management and edminisler procurement
Competency Definition | processes in accordance with recognised financial practices. Further
to ensure that all financial transactions are managed in an ethical
mannar
ACHIEVENMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Understand basgic Exhibit knowtadge |e Take active Develop planning
financial concepts of general financial ownership of tools to assist in
and methods as concepls, pianning, planning, evaluating and
they refate to budgeting, and budgeting, and monitaring future
institutional forecasting and forecast processes expenditure
processes and how they interrelate and provides irends
activities Assess, identify credible answers to Set budget
¢ Display and manage Queries within own frameworks for
awareness inlo financial risks responsibility the institulion
the various Assume a cost- e Prepare budgets Set strategic
sources of saving approach to that are aligned to direction for the
financial data, financial ihe strategic institution on
reporting management objectives of the expenditure and
machanisme, Prepara financial institution other financial
firancial reports basad on » Address complex processes
govemance, $peciiied formats budgeting and Build and nurture
processes and Consider and financial partnerships to
sysierns understand the management imprave financial
= Understand the financiaf concems management ang
importance of impfications of + Put systerns and Rchieve financial
financial decisions and processes in place savings
accourtability suggestions o enhance the Actively identify
» Understand the Ensure that qualty and integrity and implement
importence of delegation and of financial new methods to
asset eantrol instructions as menagement improve asset
required by practices control
National Treasury |« Adwvise on policies Display
guidelines are and procedures professionalism in
reviewad and regerding asset desding with
updated control financial data and
Identify and s Promote National processes
implement proper Treasury's
monitering and regulatory
evaluation practices framework for
to ensure Finansial
appropriate Management
spending against
budget
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Cluster Leading Competencies
Competency Name Change Leadership
Able 1o direct and initiate institutional transformation on all levels in
Competency Definition |order to sucoessfully drive and implement new initiatives and
__| deliver professional and quality services to the community
_ ACHIEVEMENT LEVELS -
BASIC COMPETENT ADVANCED SUPERIOR
o Dispiay an * Perform an analysis [«  Actively moniter +  Sponsor
awaraness of change of the change impact change impact and change
interventions, and on the social, results and convey agents and
the benefits of political and progress to relevant creaie a
transformation economic stakeholders network of
initiatives environment Secure buy-in and chanpa
* Able to identify basic |+ Maintain calm and sponsorship for leaders who
needs for change focus during change change iniliatives support the
» |dentify gaps + Able to assist teem Centinunusly irerventions
between the curent mambers during evaluate change *  Actively
and desired siate change and keep stretegy and design adept curfent
» ldentify potential risk them focused on the and introduca new structures
and challenges to deliverablos approaches to and
transformation, e Volunteer to lead enhance the processes fo
including resistance change efforts institution's Incorporate
to change factors outside of cwn work efiectivenasy the change
+ Poarticlpate in change tearmn Bulld and nurture interventions
programs and »  Able to gain buy-n relationships with *  Mentor anf
piloting change and approval for various stakeholders guide team
Interventions change from 16 establish strategic on
+  Undersiand the relevant aliance in faciitaiing the affacts of
impact of change siakeholders change change,
intervertions onthe [  Ideniify change Take the lead In regisiance
institution within the readiness levels and |  impactiul change factors and
broader scope of assist in resolving programs how to
blocal Ggovemment. resistance to change |+ Benchmark change Integrate
factors interventions against |  change
* Design change best change * Motivate and
interventions that practices inspire others
are afighed with the Understand the around
institution's sirategic impact and change
objectives and goals psychology of mitiatives
change, and put
remedial
interventions in
place to facilitate
effective
transformation
Take calkulated risk
and seek new ideas
from best practice
scenarios, and
identity the potential
for implemeniation
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Cluster Leading Competencies
Comgelency Name Governence Leadership
Able to promote, direcl and apply professionalism in managing risk
snd compliance requirements and apply a thorough understanding
Competency Definition | of povemnarice practices and obligations. Further, able to direct the
conceplualisation of relevant polickes and enhance cooperative
evamance relationsh
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Display & basic ¢ Displaya s Able to link risk + Demonstiate &
gwareness of thorough Initiatives into key high level of
risk, compliance understanding of institutional cbjectives commitment in
and govamanes governance and and drivers complying with
factors but risk and identify, analyse and governance
requine guidance compliance measure risk, create raqiirements
and factors and valid riek forocasts, ¢ |mplament
development in implement plans and map risk profiles governance and
impiementing to address these Apply rigk conirol compliance
such *» Demonetrale methodology and strategy to enaure
requirements understanding of approaches to prevent |  achiavement of
Understand the the techniques and reduce risk that insHtutonal
structure of and processes for impede on the objectives within
cooperative optimising rlak achievemant of the legislative
government but taking decisions insfitutional objectives framework
requires within the Demonstrate a » Able to adivise
guidance on institution thorough Local Govemment
fosteting e Actively drive understanding of risk on rigk
workabie policy formulation retention plans meanagement
relationships within the Identify and stratagles, bast
belwesn institution to implament practice
stakeholders ensure the comprehensive risk interventions and
Provide inpuet achievement of management systems compllance
into policy objectives and processes management
formulation impiement and [* Abietoforge
monitor the | positive
formulstion of policies, [  relationships on
identlfy and analyse cooperativa
consiraints and governance |evsl 1o
challenges with enhance the
implementation and | efectiveness of
provide &iocat government
recommendations for je  Able to shape,
direct and drive the
formulation of
policies on a macro
lavel
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Cluster Core Competencies
Competency Name | Moral Competence
Competency Able to identify moval tiggers, apply reasoning that promotes honesty
Definition and in;egrny and consistently display behaviour that reflects moral
C om
ACHIEVEMENT LEVELS '
BASIC COMPETENT ADYANCED SUPERIOR
« Realise the Conduct seif in + identify, develop, and « Create an
impact of alignment with #he apply measures of selfi- environment
&cling with valies of Local comrection conducive of
integnty, but Government and » Able to gain trust and moral practicas
requires the insbitution respect through aligning = Actively develop
guidance and Able to openly actions with and implement
devslopment in admit own commitments measures (o
implemeanting mistekes and + Make proposals and combat fraud
principles weaknesses and recommendatione that and conruption
» Follow the 2enk gssistance are transparent and gain | »  Set integrity
basic ruiee and from others when the approval of refavant standards and
reguiations of unable to defver stakeholders shared
the institution Actively repeort * Presant values, beliefs accountability
* Ablm to identify fraudulant activity and ideas that are mieasures
basic maral and corruplion congruent with the across the
sityations, but within local institution's rules and institution to
requires government regulalions support the
guidance and Understandard |+ Takes an active stance objectives of
development in honour the apeingt corruption and local
underetanding confideniial nature dishonasty when noted government
and reasoning of matters without | o Actively promote the » Take
with moral seeking personal valua of the institution to responsibility for
infant gain intsrnal and external own actions and
Able to deal with stakeholders decisions, even
siluations of » Abie o work In unity with | ¥ the
conflict of intara;t‘e & taam and not seek consadUances
promptly and in perscnal gain are
best interest of » Apply unlversal moval unfavourable
local governmant principles consistently to
achizve moral decisions

%
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Annexure B 2021/22
Cluster Core Competencies
Competency Name | Flanning and Organising
Competen Able te plan, prioritise and organise information and resources effectively
Deﬂnltln:y to ensura the quality of service defivery and build efficient contingency
plans fo manage rigk
. ACHIEVEMENT LEVELS
BASIC CONPETENT ADVANCED SUPERIOR
s Able to follow » Actively and = Able 10 define o Foous oo broad
basi; plens and Sppropiiately ingtitutional strategies and
organise tasks organise objeclives, develop initiatives when
around set information and comprehensive developing
objactives resources pisns, integrate and plans and
= Understand the required for a coordinate activities, actions
process of task and asgign s Able to project
planning and * Recognise the appropriate and forecast
organizing but urgency and resources for shoft, medium
réquires importence of suecessful and Jong term
guidance and tasks implementation mequiraments of
dewelopmentin |¢  Bsiance short » |dentfy in 2dvance the institution
providing and long-term Tequired stages and and local
detailed and plang and goals actions to compiete govemment
comprehensiva and incomorate taska and projects s Trangiate policy
plans into the team’s = Schedule realistic into relevant
e Abla (o follow performance timelines, objectives projecis to
existing plang objectives and milestones for facilitate the
and ensure that Schedule tasks lo tasks and projects achievernent of
oblectives are ensure theyare  |¢  Produce clear, institutiona!
met performed within dgataited and vbjoctives
v  Foous oh short- budget and with comprehensive
term objectives sfficlant use of plans {o achieve
in developing time and institutional
plans and fesources objactivas
actions Msasures »  |dentify possible risk
e Arrange progress and faciors and design
nformation and manitor and implement
resourceas performance appropticte
required for a results conlingency plans
task, but require ¢ Adaptplans in light
further structure of changing
and organisation circumstances
» Prioritise tasks and
projects apcording fo
thelr relevant
ungency and
importance
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Annexure B 2021/22
Cluster Core Competencies
Competency Name - | Analysis and Innovation
Able to critically analyse information. challenges and trands to
Competency establish and implement fact-based solutions that are innovative
Deafinition to improve institutional processes in order to achieve key strategic
lives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
+ Understand the |+ Demonsirate logical |+ Coaches team + Demonstrate cormplex
basic operation problem solving members on anatytical and problem
of analysis, but technigues and analytical and solving approacheas
lack detaill and approaches and inngnative and techniques
thoroughness provide rationale for | appreaches and |« Create an environment
» Able lo balence recommendations techniquies conducive to analyticel
indepandent » Demonstrate ¢+ Engage with and factsbased
analysis with objectivily, insight, apprapriate problem-solving
requesting and thoroughness individuals in + Analyse, recommend
assistance from when analysing analysing and sclutione and monitor
others problems resolving complex | trends in key
« Recommend « Abls to break down probiems challenges to prevent
new ways to complex problems | » Identify solutions and manage
perform tasks intc marageable ON Various areas occurrence
within own parts and identify in the insttution + Create an environment
function solutions < Formulate and that fosters innovative
* Propose simple |« Consult Intemal and | implement new thinking &and follows a
remedial external ideas throughout learning organisation
interventions stakehoidars on the institution approach
that marginelly opportunibies to » Able to gain » Bo 2 thought leader on
chalienges the iIMProve processes approval and buy- | innovative customer
status quo and service dellvery | In for proposed service delivery, and
« Listen ic the * Clearly interventions from | process optimisation
ideas and communicate the redevant ¢ Play an active role in
perspaatives of benefits of new stakehoidere sharing best practice
others and oppertunities and + icentify trends and |  solutions and engage
explore innovative solutions best practices in in national and
opporiunities to to etakehoiders procass and international local
enhance siich » Continuously identify | ssrvice delivery govarnment geminars
inmnovative opportunities o and propose and conferances
thinking enhance ntemal institutional
processes application
* iderdify and analyse |+ Continuously
oppertunities engage in
condicive (o research to
innovative identify client
approaches and neods
propose remeadial
internvention
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Annexure B 2021/22
Clustsr Core Competsncics
Gompetency Name Knowledge and Information Menegement
Able to promote the generation and sharing of knowledge and
Competency Definition | information through various processes and media, in order o
enhance the collective kn e base of local government
ACHIEVEMENT LEVELS L
BASIC COMPETENT ADVANCED SUPERIOR
» Collact, Use appropriate | « Effectively predict Cresle and
calegorise and infosmation future information suppOoit B vislon
track relevant systems and and knowledge and culture where
information technology fo managarment team members
required for manage requiremants and are empowvered to
speciic tasks inslitutional systems seek, gain and
and projects knowledge and + Develop standards share knowledge
* Analyse and Information and processes to and informalion
interprat sharing meet fulure Establish
information to Evaiuaie data knowtedge partnerships
draw from varicus management across local
conclusions Sources and use needs government to
* Seek new irformation » Share and facilitate
sources of effectively to premote best- knowledge
information to influence prectice management
increase the decisions and knowiadge Demonstrate a
knowledge provids soiutions managemant mature approach
base Actively create BCIOSS various o knewiadga and
* Regularly mechanisms and inslitutions informaticn
ghara siriciures for s Esiabish accurate sharing with an
informetion shering of measures and abundance and
and knowledge information monitoring assistence
with Intermal Use external and systems for approach
stakeholders intermal knowledge and Racognise and
and foam resources fo informadion exploit khowledge
mermbears research and managerent points in
provide relevant { « Create a culture interactions with
and cutting-edge conducive of internal and
knowledge to leaming and external
enhance knowledge sharing slakehoiders
institutiona! * Mol reguiar
effectiveness and knowledge and
efficiency information
shering sessions
to elicit new ideas
and share best
practice
approaches
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Annexure B 2021/22
Cluster J. Core Competencies
Competency Nams | Communication
Able to share informstion, knowledpe and ideas in a clear,
Competency focused and concise manner appropriate for the audience in
Osfinition order fo effectively convey, persuade and influence etakehoiders
to achieve the desired outcome
- ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
= Demonsirate an * Expressideas | e Effectively Regarded as o
uniderstanding to individuals communicate high- specialist in
for and groups in risk and sensitive negotiations
communication formal and matiers to relevant and
levers and fools informai siakeholders representing the
appropriate for settings in an + Develop a well- institution
the atdience, inanner that (s defined Able to inspire
but requires interesting and communication and motivate
guidance In molivating strategy others through
utilising such o Ableio + Balance paiitical positive
tools understand, perepoctives with commurication
= Express ideas in tolerate and ingtitutional needs that is impactful
a clear and appreciate when communicating and relevant
focused manner, diverse viewpoints on Creates an
it does not perspaclives, complex issues emdmnment
éiways take the attitudes and | + Ableto effectively conducive to
needs of the betiefs direct negotiations transparent and
sudience into * Adapt around complex productive
consideration commiication matters and arfive at commimication
* Disseminate and content and 8 winwin situation &nd critical and
convey style to suit the that promotes Batho appreciativa
information and audience and Pele principles conversations
knewledge: faclitate » Market and promote Able to
adequately optimal the insfitution to coordinate
informadion extemnal stakehoiders negotiations at
tranaler and seek {0 snhance different levels
e Daliver conlent a pesitive image of within Iocal
in & manner the institution government and
that gains * Abla to communicate externally
support, with the media with
commitment high levels of morval
and agreement competence and
from relevant discipline
stakeholders
» Compile clear,
focused,
concise and
wall-structured
written
documents
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Annexure 8 2021722
Cluster Core Competencies
Competency Name | Reauits and d Quality Focus
Able to maintair high quality standards, focus an achieving
results and objectives while consistently striving to exceed
Competency Definftior: | expectations ang encourage others (o meet quality sfarderds.
Further, to actively monitor and measura results and quality
ginst identified chjectivas
_ ACHIEVEMENT LEVELS _
BASIC COMPETENT ADVANCED SUPERIOR
Understand Focus on high- » Consistently verify [ s+ Coach and
quality of work priorily actions own standards guide others to
but reguires and does not and outcomes to exceed guality
guidansa in become ansure quality standarde and
attending to distracted by oufput results
important lower-priority Focusontheend | « Develop
matlers activities result and avoids challenging,
Show a basic Digplay firm being distracted client-focused
commitment to commitment Demonstrate a goais and sets
achleving the and pride in determined and high standards
correct results achieving the committed for personal
Proeduce the correct resuits gpproach to performance
minimum lavel Set quality achieving resulls + Commit to
of results standards and and quaiity oxveed the
required in the design siandards results and
rale processes and Foliow task ang quality standards,
Produce tasks around projects through monitor own
outcomes that achieving set 6 completion performance and
is of a good Standards » Set challenging implement
standard Preduce output goals and remediaf
Foous on tha of high quality objectives to self interventions
uantily of Able to balance and team and when required
output but the quantity and display * Work with team
requires quality of resuilis commitment to to sst ambitious
development in in order to achisving and c¢hallenging
incorporating achiove expectations team goals,
the quality of objectives » Maintain & focus communicsting
work Monitorg on quality outputs long- and short-
Produce quality progress, quality when placed term exqectstions
work in general of wark, and use under pressure * Take appropriate
circumstarces, of resources; « Establishing fiske to
but feils to meet provide status institutional accomplish goals
expeclation updates, and systams for * Overcome
when under make Managing and setbacks and
pressiine adjustrents as assigning work, adjust action
nesdad defining plans o reailse
responsibilities, goals .
fracking, ¢ Focus peaple on
monitoring and critical activities
maastring that yield a high
BUCCESSE, impact
evalyating and
valuing the work
of the institution

13%
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Performance Agreement  2021/22

Performance agreement made and entered into by and between

The Qverstrand Municipality and represented by Dean O'Neill, the Municipal Manager
(herain and after referrad as Employer)

and

Solomzi Madikane, the Director: Local economic developmant, Sccial devetopment and
Tourism (herein and after referred as Employee) for the period 1 July 2021 to 30 June

2022

Where as

a. The Employer has entered into a contract of employment with the
Employes 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(7)(b)}) of the Systems Act, read with the Contract of
Employment concluded between the parties, requires the Parties to
conclude an annual performance agreement;

¢c. The Parties wish to ensure that they are clear about the goals o be
achieved, and secure the commiitment of the Emplovee to a2 set of
outcomes that will promate local govemment goals; and

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

1. INTERPRETATION

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

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

1.1.2 ‘"the Executive Authority” — means the Mayoral Committee of the
Municipality constituted in tems of Section 55 of the Local
Government: Municipal Structures Act 117 of 1988 (“the
Structures Act”) as represented by its chalrperson, the Executive

Mayor;

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

1.1.4 ‘“the Employer" means Overstrand Municipality; and
1.1.5 “the Parties” means the Employer and Employee, % %ﬂr
/

’ C@ e W
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Performance Agreement  2021/22

PURPOSE OF THIS AGREEMENT

2.1  To comply with the provisions of Section 57(1){b).(4B} and (8] of the
Systems Act as well as the Gontract of Employment entered into between

the Parties;

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

2.3  To specify accountabilities as set out in the Parformance Plan (Annexure
A);

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

2.5  To establish a transparent 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 commitment to a performance-orientated
relationship with the Employee in attaining improved service delivery.

COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2021 and will remain in force
urtil 30 June 2022 whera-after 2 new Performance Agreement shall be
concluded between the 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 not later than 31 of July of the
succeeding financial year;

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

3.4 If at any time during the validity of the agreement the work environment
alters to the extent that the contents of the agreement are no longer
appropriate, the contents must by mutual agreement betwean the parties,

immedlately be revised; and

3.5  Any significant amendments or deviations must take cognizance of the
requirements of sections 34 and 42 of the Municipal Systems Act and

Regulation 4(5} of the Regulations.

: Dir. @ mv: W \\i\gﬁr
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Performance Agreement  2021/22

PERFORMANCE OBJECTIVES

4.1

4.2

4.3

4.4

The 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 objectives and
targets must be met; and

4.1.3 The competencies {Annexure B ~— definitions in terms of
Regulation 21 of 17 January 2014) required to operate effectively
as senior managers in the local govemment environrment.

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

include:

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

4.2.2 Key performance indicators that provide the details of the
evidence that must be provided to show that a key ohjective has

been achieved;

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

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

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

of the Employer; and

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

Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

The Employse agrees to paricipate in the performance management
systam that the Employer adopted for the employees of the Employer;

The Employse accapts that the purpose of the performance management
system will be to provide a comprehensive system with specific

! Dir.@ MM.: @L
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5.3

54

5.5

5.6

8.7

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

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

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

government framework;

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

Agresment;

The Employee’s assessment will be based on his performance in terms of
the outputs/outcomes {performance indicators) identified as per attached
Performance Plan, which are linked o the KPAs, and will constitute 80%
of the overall assessment result as per the weightings agreed fo between

the Employer and Employee:

k. Municipal Transformation
and Insdrutionat
Development

Local Eoomombs Developiment

* Munkipal Financial Viability
atd Mansgement

= Goml Govemance, Public

.‘ @@% mmmmmw

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

’ Dir.:/?‘B mv: 7
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PERFORMANCE ASSESSMENT
€1 The Performance Plan {Annexure A) to this Agreement sets out —

6.1.1 The standards and procedures for evaluating the Employee's

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

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

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

6.5 The Employee will submit quarterly performance reports (SDBIP) and a
comprehensive annual performance report at the fourth evaluation at
least one week prior to the performance assessment meefings to the
Evaluation Pane! Chairperson for distribution to the panel members for

preparation purposes;

6.6 Assessmeni of the achisvermnent of results as outlined in the performance

plan;
6 g
Dir.‘;—/@ MM: ﬁrﬁ
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6.7

6.8

6.9

6.6.1

6.8.2

6.6.3

6.68.4

6.6.5

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

performed under the KPI;

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

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

In the instance where the employee could not perform due to
reasons outside the control of the employer and employee, the
KF1 will not be considered during the evaluation. The employee
should provide sufficient evidence in such instances; and

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

Assessment of the Competancies:

6.7.1

6.7.2

6.7.3

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

Competencies;

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

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

Qverall rating

6.8.1

6.8.2

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

: > \
pir- <) MM ‘EZ

¥



123

86/270

Performance Agreement  2021/22

&4
3
2
g 1
3

Outstandang  Performance  FullyeMeetive  NoLRully  Unaccestebic

pedarmance

Cutstanding
performance

significartly effective performence

abiwe

expectations

Performance far exceeds the standard expected of an empioyee

at this level The apprafsal indicates that the Employse has
achieved above fully effective results against all performance
critefia and indicators as specified in the PA and Performance
plan and maintained this in all areas of responsibility throughout
the vear.

Performance
significanty above
expeclations

Performance s significartly higher than the standard expacted in
the job. The appraisal indicates that the Employee has achieved
above fully effective resulls against more than hatt of the
performance crileria and indicators and fully achieved all olhers
throughout the year.

Fully effectiva

Parformancea fully meets the standards expected in all areas of
the job. The appreisal indicates that the Employee has fully
achieved effective results against all significant performance
criteria and indicators as specified in the PA and Performance

Plan.

Not fully effectiva

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

Unacceptable
performance

Performance does not meet the standard expected for the job.
The review/assessment indicates that thay employes has
achieved below fully effective results against almost all of the
performance criteria and indicators as specified in the PA and
Performance Plan. The employee has failed to demonstrate the
commitment or ability t0 bring performance up to the lavel
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.i{:./ B MM: W §iﬁ |
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Achievement B
Level Stip

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

understanding of local govermment operations and requires

exlensive supervision and developmant interventions,

Applies basic concepts, methods, and understanding of local

Basic govemment operations, but requires supervision and

developmert intervention,

Develops and applies more progressive concepts, mathods and

Competent understanding. Plans and guides the work of others and

executes rirogressive analysis,

Develops and appiies complex concapts, methods and

Advanced understanding. Effectively directs and leads a group and

execules in-depth analysis,

Has a comprebensive understanding of local government

Superior aperafions, citical in strategic shaping strategic direction and
change, develops and appiies comprehensive concepts and

methods.

Poor

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
foliowing persons will be established —

6.11.1 Municipal Manager:
6.11.2 Municipal Manager from another municipality:

8.11.3 Chairperson of the Performance Audit Committee or in histher
absence thereof, the Chairperson of the Audit Committee; and

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

6.12 The Municipal Manager will evaluate the performance of the Employee as
at the end of the 1 and 3" quarters; and
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8.13  The Municipal Manager will give performance feedback to the Employee
within five (5) working days after each quarterly and annual assessment
meetings.

SCHEDULE FOR PERFORMANCE REVIEWS

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

Quar‘tef Review Period Review to be completed by
1 July - Seplember Oclober 2021 iformal}
2 October — Decembar Febriary 2022
3 January ~ March Aprit 2022 {Informal)
4 April - Jure September 2022

72  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 io time for operational reascns.
The Employee will be fully consulied befors any such change is mads;

and
7.5  The Employer may amend the provisions of Annexure A whenever the
performance management System is adopted, implemented andfor

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

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

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

OBLIGATIONS OF THE EMPLOYER

91 The Employer shall-

9.1.1 Create an anabling environment to facilitate effective performance

by the employee;
10
Dir.: MM: JE
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10.

11.

8.1.2 Provide access to skills development and capacity building
Opportunities;

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

8.1.4 On the request of the Employee delegate such powers reasonably
required by the Employee to enable him to meet the performancs
objectives and targets established in terms of this Agreement: and

9.1.5 Make availabie to the Employse such resources as the Employee
may reasonably require from time to time assisting him to meet
the performance objectives and targets established in terms of this

Agreement.

CONSULTATION

10.1

10.2

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

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

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

10.1.3 A substantial financial effect on the Employer.

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

necessary action with delay,

REWARD

111

1.2

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

performanca:

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

11 %
Dﬁ-=@ L/ !@N



127

90/2790

Performance Agreement 2023 /22

12,

13.

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 matter
dealt with in this Agreement, ths Employer will give notice to the
Employee to attend 3 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 satisfactory 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
Employee under this Agreement, the Parties will confer with a view to
resolving the dispute or difference; and

124  Inthe case of unacceptable performance, the Employer shail —

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

12.4.2 After appropriate performance counseliing and having provided
the necessary guidance 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 unittness or incapacity to carry out his or her duties.

DISPUTE RESOLUTION

13.1  In the event that the Empioyee s dissatisfisd 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 targels established in terms of this
Agresment, the Employas may within 3 (three} business days, meat with
the Employer with a view 1o resolving the issue. The Employer will record
the outcome of the meeting in writing;

13.2  If the Parties cannot resolve the lssues within 10 (ter) business days, an
independent arbitrator, acceplable fo both parties, shall be appolnted to
resolve the matter within 30 {thirty) business days:

13.3  inthe 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 Employee.

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

12 NS
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14,

Thus done and signed at
2021.

In the event that the mediation process contemplated above fails, the

13.5
relevant clause of the Contract of Employment shall apply.

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 agreement diminishes the obligations, duties or

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

or other instruments.

Hetman A
Wi on the _ {9 day June of

AS WITNESSES: .

. Ao 19'“@“@2
. MUNICIPAL-MANAGER

13 y
Dir.; 1’2% MM: m
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Thus done and signed at ﬂf HM#W 5

AS WITNESSES: /
/) )i
1. /ﬁ _tft/ﬂw mm{

Mcuf-

on the , f day June of 2021.

. Dir.:; B I_)’MM: th
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103/27¢
Annexure B 2021/22
Clustor Leading Compelencies
Competency Name | Strategic Direciion and Leadership
Com Definftion Provide and direct 5 vision for the institulion, and inspire and deploy others
petency to defiver on the siratenic institutional mandate
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
+ Understand * Give direction to a | » Evaluate 28 activities [o |e Struciure and position
institetional and leam in reafising the | detemine value and| the institution to local
departmental institution's  strategic | afignment to shiategic | government priorities
strategic mandate and  sef | intent » Aclively use in-depth
objectives, but objectives s Display in-deptk | knowledge and
lacks the abliity |« Has a positive impact |  knowledge end | understanding lo
to inspire others and influence on the understanding of strategic devedop and implement
to achieve set morale, engagement [ planning -] comprehensive
mandste and participation of { » Align strategy and goals | institutionai framework
e Describe  how | team members across all funclional areas |+ Hold self accountable
specific  tasks | Develop actions plans | e Actively define | for sirategy execution
link o to executs and guide | performance measures to |  and results
Institutianal etrategy monitor the progress and |+ Provide impact and
strategies  but implementation effactiveness  of the | influence through
hes Wmited [ e Assist in defining | inatitution building and
influence in | performance = Conslstently  challenge | maintaining  stralagic
directing messules & monitor | strategic plans to ensure |  refationships
sirategy the progress and| relevance + Creale an erwironment
+Has & basic | effectiveness of the |« Undersiend  institutional | that facillates loyalty
understanding of | institution structures and pelitical | and innovation Display
institutionaf +» Displays an| factors, and the | a superior leve! of self-
performance awareness of | consequences of actions | discipline and integrity
management, nstituional structures | « Empower others to foliow | in actions
but lacks the | and peliicsl factors strelegic  direction and |* iniegrste various
ability to | e Effectively deal with complex| syslems e a
inteprate communicate baniers | giuations collective whole o
systems W0 & {o  execution Io]eGuide the inetituton | optimise  institutional
collective whole relevant parties through  complex and| performance
¢ Demonstrate 2 |, Provide guidance to ambiguous concemn management
basic ) all stakoholders in the | » Use  understanding  of |+ Uses understanding of
understanding of | gchievement of the power reiationships and| competing intsrests to
key  decision- | sirategic mandale dynamic tensions among | manoeuvre
makers »Understand the aim| key players to frame | successfully to &
and cbjectives of the | communications and | win/win outcome
nstilution and relate it | develop strategies,
1o own work positiens and alliances
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Annexure B 2021/22
Cluster Leading Competencies
Competency Name Paople Management
Effectively manage, inspire and encourage psople, respect diversity,
Competency Definition | optimise talent and build and nurture relationships in order to achieve
institutional objectives
_ ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
sParticipate in | «Seek opportunities fo «Identify ineffective team | « Develop and
leam goal- | increase team | and work processes and | incofporate  best
setling and | contribution andf recommend remedial | practice people
problem responsibility interventions management
sotving *Respect and support | e Recognise and reward processes,
einteract and | the diverse nature of | effectve and desired approaches and
callaborate others and be aware of | behaviour teols across the
with people of | the benefits of a diverse | « Provide mentoring and | Institution
diverse approach guidance fo others in | ¢« Foster a culture of
backgrounds *Effectively  delegate | order to  increase | discipline,
& Aware of | taske and empower| personal effectiveness responsibiiity and
guidelines for | others to increase «Idenfify  development [ accountability
employee contribution and! and leaming needs [ ¢+ Understand the
development, execute functions | within the team impact of diversity
but  requires optimally + Buiid 8 work [ in performance
support in | «Apply relovant [ environment conducive | and actively
implementing empioyee legielation | to sharing, innovation, | incorporate a
development fairly nd consistently ethical behaviour and | diversity strategy
initiatives «Facilitale team goal-| professionalism in the institution
setting and problem- | vinspire a culure of | » Develop
solving performance excellence | comprehensive
» Effectively identify | by giving positive and | integrated
capacity requirements | constructive feedback to | strategies  and
to fulfil the strategic | the team approaches (o
mandate +Achieve agreement or | human capital
consensus in{ development and
adversarial management
environments *Acilively  identify
*Lead and unite diverse | trends and predict
teams across divisions | capacily
to achieve Institutional | requirements to
objectives faclitate  unified
transition and
performance
manhagement

M

&
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Annexure B 2021722
Clusier Leading Competencies
Competency Name | Program and Project Managsment
Able to understand program and project manegement methodology;
Competency Definition | plan, manage, menitor and evaluate specific activities in order to
-_| deliver on set objectives
o ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Initiate projects |« Establish broad | + Manage multiple |« Understand and
after approval from stakehoider programs and conceplualise
higher authoritieg nvolvement  and balance prioriies the long-term
Understand communicate  the and conflicts implications  of
procedures of project status and according to desifed projact
program and key milestones ingtitutional goals outcomes
project s Define the roles Apply effective risk | « Direct a
management and responsibilities management comprehengive
methodology, of the project team strategies  through strategic macro
implications  and and create clarily impact assessment and micro
stakeholder around and resource analysis and
involvement expectations requirements scope  projects
Understand the ]» Find a balance Modify project scope accordingly  to
rational of projecis between  project and budget when reslise
in refation to the deadine and the required without institulional
institution's quality of |  compromising the| objectives
strategic objectives deliverables quality and [ « Consider and
Document and { e Identify appropriate objectives of the initiate  projecis
communicate project resources to project that fecus on
factors and risk facilitate the involve top-level achlevement of
associated with effective autherities and the long-term
OWn work compietion of the relevant objectives
Use results and deliverables stakeholdars in[a Influence people
approaches of |« Comply with seeking project buy- in positions of
successful project statutory in authority 1o
implernentation as requirements and Identify and apply implement
guicke apply policies in a contemporary outeorres of
consistent manner project management projects
* Monitor  progress methodology + Lesd and direct
and use of Influence and translalion  of
resources and motivate project policy Into
make neaded team o deliver workabie
adjustments to excaptional resuits attions plans
timelines,  steps, [« Monitor policy [+ Ensures  that
and resource implementation and programs  are
allocation apply procedures to monitored  to
manage riskg track
and optimal
resource
utilisation, and
that adjusiments
are made =s
needed
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Cluster

Leading Competancies

Competancy Name

Financial Management

Able to compile, plan and manage budgets, control cash flow,
institute financial risk management and adrinister procurement

Competency Definition | processes in accordance with recognised financial practices, Further
to ensure that all financial transactions are managed in an ethical
manner

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR

» Understand basic Exhibit knowledge |s Take active * Develop planning
financial concepts of general financial ownership of tools to assist in
and methods as concepts, planning, Rlanning, evaluating and
they relats to budgeting, and budgeting, and monltoring future
institutional forecasting and forecast processes expenditure
processes and how they interrelate and provides trends
activilies Assess, identify credible anewers to |« Set budget

» Display and manage queries within own frameworks for
awareness into financial risks responsibility the institution
the various Assume a cost- ¢ Prepare budgets + Set sirategic
sources of saving approach to that are aligned fo direction for the
financial data, financial the stralegic ingtitution on
reporting management objectives of the expenditure and
mechanisms, Prepare financial institution other financial
financial reports basedon | e Address complex processes
govermancs, specified formats budgeting and + Build and nurture
processes and Consider and financia! partnerships fo
systems understand the management improve financial

» Understand the financial concerns management and

importance of implications of * Put systems and achieva financial
financial decisions and processes in placa savings
accountability suggestions to enhance the » Actively identify

+ Understand the Ensure that quality and integrity and implement

importance of delegation and of financial naw methods to
assat control instructions as management Improve asset
required by practices conkrol
National Treasury |« Advise on policies | o Digplay
guidelinas are and procedures professionalism in
reviewed and regerding agset dealing with
updated control financial data and
identify and + Promote National processes
implament proper Treasury's
monitoring and regulatory
evaluation praclices framework for
io ensure Financial
appropriete Management
spending against
budget
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Cluster Leading Competencies
Competency Name Change Leadershi
Able to direct and initiate institutional transformation on all Jevels in
Competency Definition | order to successfilly drive and implement new initiatives and
_| deliver professionat and quality setvices to the COmmunity
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Display en » Perform an enalysis | Actively monitor Sponsor
awsraness of change of the change impact change impsct and change
interventions, and on the social, resulls and convey apgents and
the benefits of politicai and progress te relevant Create a
fransformation econpmic stakeholders network of
intiatives environment ¢ Secura buy-in and thange
Able to idenlify basic |« Maintain calm ang sponsorship for leadera who
needs for change focus during changs |  changa indtiatives Ssupport the
|dentify gaps * Ableto assistteam [e Continuousiy inferventions
betwean the cument members during evaluate change Actively
and desired state change and keep strategy and design adapt current
identify potential risk them focused on the and introduce new structures
and challenges to deliverables approaches (o and
transformation, » Volunteerto lvad enhance the processes o
including rasistance change efforts Institution’s ncorporate
I5 change factors outside of own work effectivanesg the change
Participate in change feam e Build and nurture inferventions
programs and ¢ Able to gain buy-in relationships with Mentor and
piloting change and approval for various stakeholdsrs guide team
interventions chiange from to establish strategic members on
Understand the relevant aflanca in facilitating the efiscts of
impact of change stakeholders change change,
interventioneonthe | Identify change ¢ Takethe lead in resistance
institution within the readiness levels and impactful change factors and
broader scope of assist in resoiving programs how to
Uoeal Ggovernment, resistance to change le  Benchmark change integrate
factors interventions against {|  change
« Design change best change Motivate and
inerventions thet practices inspire others
are afigned with the [«  Undesstand the eround
institution’s sirategic impact ang change
ohjectives and goals psychology of nitatives
change, and put
remedial
interventions in
place to faciltate
effective
transformation
* Take calculated rigk
and seck naw ideas
from best practice
scenarnos, and
identify the potentiat
for implementation

\-.
g
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Annexure B 2021/22
Cluster Leading Competencies
Competency Name Govemance Leadership
Able to promote, direct and apply professionalism in managing risk
and compiiance requiremnents and apply & thorough understanding
Competency Definition | of governance practices and obligations. Further, able to direct the
concepluaitsation of relevant policies and enhance cooperative
gevemnence relationships
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Display a basic Display @ ¢ Able to link risk ¢ Demonstrate @
awareness of thorough initlatives into key high tevel of
risk, compliance understanding of ingtitutional objectives commitment in
and govemance governance and and drivers complying with
factors but risk and ¢ [dentify, anaiyse and govermnance
require guidance compliance mgasure riek, creale fequirements
and factore angd vaiid risk forecasts, s Implement
development in implement pians and map risk profiles governance and
implementing to oddress these (o Apply risk control complance
such Pemenstrale methodology and strategy to ensure
requirements understanding of approaches io prevent | achievement of
*  Understand the the techniques and reduce risk that institutional
structure of and processes for impede on the objectives within
covperative optirnising rigk ackievement of the lagislative
government hut taking decisions institbutional ohjectives framework
requires within the + Demonstrate a * Able to advise
guidance on institution thorough Local Govemment
fostering Actively drive undarstanding of risk on risk
workable policy formulation retention plans management
relationships within the » [dentify and strategles, best
belween institution to implement practice
slakeholdars ensurg the comprehensive risk interventions and
e Provide mput achieverment of management systems comphiance
into policy oblectives and processes managerment
formuistion + implement and [* Able fo forge
monitor the positive
formulation of policies, | relationships on
identify and analyse | cooperative
constraints and | govemance level io
challenges with enhance the
implementation and effectivencss of
provide klocal government
fecommendations for | Able to shape,
direct and drive the
formulation of
policies on a macro
level
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Cluster Core Competancies T
Competency Name | Moral tence
Compatency Able to identity moral tiggers, apply reasoning that promotas honesty
Definition and integrity and consistently display behaviour that reflects moral
compatence
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
¢ Realisa the + Canduct self in ¢ Identify, develop, and ‘e Create an
impact of alignment with the apply measures of self- anvirornment
acling with values of Local correction conducive of
Integrity, but Governmentand |« Able {0 gain trust and moral practices
requires the institution respect through aligning |« Actively develop
guidance and + Able to openly aclions with and Implement
development in admit own commilments measures to
implementing mistakes and * Make proposals and combet fraud
principles wsaknesses and recommendations that and cofruption
s Follow the seek assistance are transparent and gain 1« Set Integrity
basic rules and from others when the approval of relevant standards and
regulations of unable to deliver stakehoklers shared
the institution s Actively report * Present values, beliefs accountability
= Able to identify fraudulent activity and ideas that are messures
basic rmornal and corruption congruent with the across the
situations, but within local institution’s rules and institution to
requires governmeant regulations support the
guidance and » Understand and s Takes an active stance objectives of
tevelopment in honour the apainsl corruption and local
understanding confidential nature dishonesty when notad government
and reasoning of matters without |« Actively promote the * Take
with moral seeking personal value of the institution to responsibility for
ntent gain intema! and extemal own gctione and
¢ Able to deal with stakeholders deciglors, even
situations of * Able to work in unity with |  ifthe
confict of intarest a team and not seek consequences
promptly and in the | personal gain are
best interest of ¢ Apply universel meral unfavourable
local govemment principles cansistently to
achieve morsl decisions
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Annexure B 202122
Clugter Core Competencies
Competency Nams | Planning and Organising
Competoncy Able to plan, prioritise and organise information and resources effectively
to ensure the quality of service delivery and build efficient contingency
Definition :
plang to manage rigk
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
= Able {o foliow Actively and s Able to define » Focus on broad
basic plans and appropriately institutionsl strategies ang
organise tasks organise objectives, develop initiatives when
around set information ang comprehensive devekping
objeclives resources plans, integrate and plans and
+  Understand the required for a coordinate activities, actions
process of task and assign s Able to project
planning and Racognise the appropriate and forecast
organising but wgency and raspUrces for short, medium
raquines imporiance of sucoessful and long term
guidance and 8 implementation; requirements of
deavelopment in Balance short « Identify in advance the institution
providing and iong-term required stages and and tocal
detailed and plans and goals ections to complete govemment
comprebensive and inc tasks and projects » Translete policy
plans into the tegm's » Schedule realistic into relevant
= Able to follow perfformance timefines, objectives projects to
existing plans objectives and milestones for faciltate the
and ansure that Schedule tasks to tasks and projecis achlevement of
objectives ane ensure theyare | Produce clear, institutional
met performed within detalied and objectivas
*  Focuz on shorts budgst and with comprehensive
tarm objeciives efficient use of plans to achieve
in developing time and institutional
plans and resources objectives
actions Measures + |dentify posaible risk
+  Arrange progress and factors and design
information and menitor and implement
resources performance appropriate
required for a resuits contingency plans
task, but require &  Adapt plans in light
further structure of changing
and organisation circumstances
+ Prioritise tasks and
projects according to
their refenant
urgency and
importance




148

111/270
Annexure B 2021722
Cluster Core Competencies
Competency Name - | Analysis and Innovation
Able to eritically analyse informetion, chalienges and trends to
Competency establish and implement fact-based solutions that are innovative
Definition to Improve institutional processes in order to achieve key strategic
objectives -
_____ ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Understend the ([« Demonstrate logical |e Coaches team ¢ Demonsirate complex
basic oparation problem solving members on enafytical and problem
of analysis, but techniques and enalytical and solving approaches
lack detall and approaches and innovative and techniques
theroughness provide rationele for | approaches and  |e Create an environment
« Able to balance recommendations technigues conducive to analytical
independent ¢ Demonstrate + Engage with and fact-based
analysis with objectivity, insight, appropriate problem-sciving
requesting and thoroughness individuals in e Analyse, recommend
assistance from | when analysing analysing and soiutions and monltor
others problems resolving complex | trends in key
* Recommend ¢ Able 1o break down problems chalienges to prevent
new ways to camplex problems |« Identify sokstions and manage
perform tasks into managaable Oh various areas QcCurence
within own pasts and identify inthe instifution |+ Create an environment
function solutions » Formulate and that fosters innovative
+ Propose simple  [e Consuit internal and implement new thinking and follows a
rernedial external ieas throughout fearning orpanisation
interventions Stakeholders on the Institution approach
that marginally opportunities to = Able to gain » Be a thought isader on
challenges the improve processes approval and buy- | innovative cystomer
status que and service dalivery | infor service delivery, and
+ Listen o the » Clearly interventione from | process optimisation
ideas and communicate the refevant * Play an active role In
pergpectives of benefits of new stakeholders shering best practice
others and Opportunities and » Idantify tendsand |  soiutions and engage
axplore innovative solutions best practices in in national and
opportunities to to slakeholders process and intermationat local
anhance such * Continuously identify | service defivery government seminars
innovative ities to and propose and conferences
thinking enhance internal institutional
processes spplication
» identify and analyse |« Continuously
opportunities engage in
sonducive to research to
innovative identify ctient
approaches and needs
propose remedial
intervention

% (If

10
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Annexure B 2021/22
Cluster Core Competenciss
Competency Name Knowledge and information Management
Able lo promote the generation and sharing of knowledge and
Compatency Definition | informetion through various processes and media, in order to
enhance the coflective knowledge base of local government
ACHIEVEMENT LEVELS _
BASIC COMPETENT ADVANCED SUPERIOR
e Collect, * Useappropriate | » Effectively predict | + Greate and
categorise and information future information support a vision
track relevant systeme and and knowledge and culture where
information technology to management team members
reguired for menage requirements and are empowered 10
specific tasks institutionat systems $eek, gain and
and projects knowledge and ¢ Develop standands share knowledge
* Analyse and information and processes 1o and information
Interprat gharing mest future + Establish
information to ¢ FEvalsate data knowledge partnerships
deaw from varjous management across local
conclusions sources and use neads government o
+ Saok new information s Share and facilitate
sources of effeclively to promole best- knowledige
information fo influence practice management
increage the decisions and knowledge ¢ Demonstrate a
knowiledge provide solulions management matura approach
base o Actively creale 8cross various to knowledge and
* Regularty mechaniame and institutions informaticn
share structures for + Establish accurate sharing with an
information shaving of msasires and abundance and
and knowladge information monitoring assistance
with intamal * Use external and systems for &pproach
siakeholders internal knowledge and s Recognise and
and team resources o information exploit knowledge
members research and management points in
provide relevant | « Create g culture intsractions with
and cutting-edge conducive of internal and
knowiecige 1o leaming and external
enhance knowledge sharing stakeholders
institutional 1 = Hold regular
effectiveness and knowledge and
efficlency Information
sharing seesions
to elicit new (deas
and shara best
practice
approaches

%
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Annexure B 2021722
Cluster | Core Competencies
Competency Name | Communication
Able to share infornation, knowiedge and ideas in a clear,
Competency focused and concise menner appropriale for the audience in
Definition order to efiectively convey, persuade and influence stakeholders
to achieve the desired cutcome
. ACHIEVEMENT LEVELS _
BASIC COMPETENY ADVANCED SUPERIOR
* Demonstratean | « Expressideas | « Effectively » Regardedasa
understanding to individuais communicate high- specialist in
for and groups in riek and gensitive negotiations
communication forraal angd matters & relovant and
levers and tocls informal stakeholders representing the
appropriate for setfingsinan |+ Develop awell. institution
the audience, menner that is definad » Able lo inspire
but requires Interesting and comimunication and rotivate
guidance in motivating strategy others through
utilising such s Abls o + Balance political positive
tools understand, perspactives with communication
o Express ideas in tolerate and institutional needs that {s impactful
a clear and appreciate when communicating and relevant
focused manner, diverse viewpoints on ¢ Creates an
but does not perspectives, complex lssues environment
always take the efitudes and | « Able to effectively conducive fo
needs of the baliefs direct negotiations traneparent and
audience into » Adapt around complex productive
consideration communleation matlers and amive at communication
» Disseminate and content and a win-win situation and critical and
convey style to suit the that promotes Batho appreciative
information and audience and Pele principles conversatione
knowtedge facilitate * Marketand promote | ¢ Able to
adequately optimal the institution to coordinate
informetion external stakehoiders {|  negotiations at
{ransfer and seek to enhance different levels
¢ Dafiver content 4 positive image of within lccal
in a manner the institution government and
that gains + Able to communizate externally
support, with the media with
commitment high levels of moral
and agreement competence and
from refevant dlecipline
stekeholders
« Compile clear,
focused,
conclee and
wall-atructured
written
documents
/4
12

@%
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Annexure B 2021722
Cluster Core encies
Competency Name | Resulls and Quality Focus
Able 1o maintain high quality standards, focus on achieving
tesulls and objectives while oonsistently striving to exceed

Compatency Dafinitfon | expectations and encourage others to meet quality standards.

Further, to aclively monitor and measure resufts and quality
against identified objectives

. ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR

¢ Understand = Focus on high- » Consistently verify | » Cogch and
Quality of work pricnity actions own standards guide others to
but requires and doeas not and oufcomes (o excead quality
guidance in bacome ensyre quailly standards and
attending to distracted by output resulls
important lower-priority ¢ Focus on the end + Develop
matters atlivitles result and avoids challenging,

+ Show a hasic + Display firm being dietracied clisnt-focused
commitment o commitment e Demonstrate a goals and sets
achieving the and pride in determined and high standards
correct resuits achieving the committed for personai

* Produce the correct results approach to performanecs
minimum level » Set quality achieving resuits » Commitio
of results standards and and quality exceed the
required in the dasign slandards results and
role procasses and » Foilow tesk and quality standards,

* Produce tasks around projects through monitor swn
outcomes that achieving set to completion performance and
is of a good standards » Set challeng ing implement
standard + Produce cutput goals and remeadial

+ Focus on the of high quality objectives to self interventions
quantity of v Able to baiance and team and when required
output but the quaniity and digplay » Work with team
requirea quality of results commitment to to set ambitious
develaprnent in in onder to achisving and challenging
incorporating achieve expectations team gosls,
the quality of objectives « Maintain a focus communicating
work s Monitore on quality outputs long- and short-

* Produce guality progress, quality when placed lerm expectations
work in general of work, and use under pressure + Take appropriate
circumstancas, of regources; « Establishing risks to
but fails 1o meat provide status institutional accomplish goats
expactation uptlates, and systems for » Ovaercome
whBn under make managing and setbacks and
pressure adjustments as assigning work, adjust aclion

needed defining plans to realise
responsibilities, goals
tracking, « Focus peopie on
monitoring and critical activities
measuring that yield a high
success, impact
evaluating and
valuing the work
of the institution
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Performarice Agreement  2021/22

Performance agreement made and entered into by and belween

The Overstrand Municipality and represented by Dean O'Neill, the Municipai
Manager (herein and after referred as Empioyer)

and

Santie Reyneke Naude, the Director: Finance (herein and afier referred as
Employee} for the period 1 July 2021 to 30 June 2022

Where as

a. The Employer has entered into a confract of employment with the
Employee in terms of section 57(1)(2) 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 5§7(1)(b) of the Systems Act, read with the Contract of
Employment concluded between the parfies, requires the Parties to
conclude an annuai performance agreement;

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

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

1. INTERPRETATION

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

thereto:

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

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

Exacutive Mayor;

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

1.1.4 “the Employer” means Overstrand Municipality; and

1.1.5 ‘“the Parties” means the Employer and Employee.

5 Y
Dir.:% MM: @
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3.

PURPOSE OF THIS AGREEMENT

2.1

2.2

23

24

25
2.8

2.7

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

between the Parties;

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

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

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

To establish a transparent and accountable working relationship;

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

To give effect to the Employer's commitment to a performance-
orientated relationship with the Employee in attzining improved

service delivery.

COMMENCEMENT AND DURATION

3.1

3.2

33

34

3.5

This Agreement will commence on 01 July 2021 and will remain in
force until 30 June 2022 where-after a new Performance Agreement
shall be concluded between the parties for the next financial year or

any portion thereof;

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

succeeding financial year;

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

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

Any significant amendments or deviations must take cognizance of the
requirements of 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) sets out —

Dir. i ; AMM: 97
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4.2

4.3

4.4

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

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

4.1.3 The competencies {Annexure B -~ definitions In terms of
Regulation 2t of 17 January 2014) required (o operate
effectively as senior managers in the local government
environment.

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

shall include:

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

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

has been achieved;

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

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

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

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

Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

3.1

5.2

6.3

The Employee agrees to participate in the psrformance 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 fo provide a comprehensive systemn with
specific performance standards to assist the employees and service
providers to perform to the standards required;

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

Dir, ;= o MM: @
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54

2.5

5.6

The Employee undertakes to actively focus on the promotion and
implementation of the key performance indicators (inciuding special
projects relevant io the employee’s responsibilities) within the local
government framework;

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

Performance Agreement;

The Employee’s assessment will be based on his performance in
terms of the outputs/outcomes (performance indicators) identified as
per attached Performance Plan, which are linked to the KPAs, and will
constitute 80% of the overall assessment result as per the weightings
agreed to between the Empioyer and Employee:;

& Service Delivery and
Infrastructure

& Municipal Transformation
arml Instioutional
Development

Local Economic Development

“ Muniefpal Firsancial Vinbility
and Managernent

# Good Governance, Public
Paricipation Accountbility
and Transparency

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

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

competencies.
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PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

6.6

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

6.1.1 The standards and procedures for evaluating the Employee’s

performance; and
6.1.2 The intervals for the evaluation of the Employee’s

performance.

Despite the establishment of agreed intervals for evaluation, the

Employer may in addition review the Employee’s performance at any

stage while the contract of employment remains in force;

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

The Employee's performance will be measured in terms of
contributions to the goals and strategies set out in the Employer's
Integrated Development Plan {IDP) as described in 6.6 — 6,13 below;

The Employae will submit quarterly performance reports (SDBIP) and
a comprehensive annual performance report at the fourth evaluation at
least one week prior to the performance assessment meetings to the
Evaluation Panel Chalrperson for distribution to the panel members for

preparation purposes;

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

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

Dir.: | MM: @
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6.7

6.8

6.9

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

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

6.6.4 In the instance where the employee could not perform due to
reasons outside the control of the employer and employes, the
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 Competencies:

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

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

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

Overzll rating

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

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

The assessment of the performance of the Employee will be based on
the foliowing rating scale for KPls:
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]
4
l '

Dutstandang  Prriormaace  Folty eHectve Not fully  Unacceptahle

pedformance signihicantly effecive  parformance
above
expectations
] Terminology Description

Performance far exceeds the standard expected of am
employee at this lavel. The appraisal indicates that the
OQutstanding Employes has achieved above fully effective results against
parformance all performance criteria and indicators as specified In the PA
and Performance plan and maintained this.in all areas of
responsibiiity throughout the year,

Periormance is significanty higher then the standerd

;";%‘:n';fe expected in the job. The appraisal indicales that the

al?ove Y Employee has achieved above fully effective results against

ox tions tmore than half of the performarnes criteria and indicators and
pecta fully achieved all others throughout the year.

Performance fully meets the standards expected in all areas
. of the job. The appraisal indicates that the Employee has fully
Fully effective achieved effective rasults against all significant perfirmance
criterla and indicators as specified in the PA and Performance
Plan.

Performance is below the stendard required for the job In key
areas. Performance meets some of the standards expected
for the jab. The reviewfassessment indicates that the
Not fully effective | employes has achisved below fully effective results against
more than half the key performance criteria and indicators as

ified in the PA and Performancs Plan.

Performance does not meet the standard expacied for the jab.
The review/assessment indicates that they ermployes has
achieved balow fully effective results against simost all of the
performance criteria and indicators as specified in the PA and

Unacceptable Performance Plan. The employee has falled to demonstrate

performance the commitment or ability to bring performance up 1o the level
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:

8 2.
Dir.: Jfa MM: &7
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) 5@
4ar)
Poor® Basicd Competentd Advanced® Superiori
Achievement Tl
Descriplion

Level

Do not apply the basic concepls and methods (o proof 2 basic
Poor understanding of local govemment operstions and requires
extensive supervision and development intarventions.

Applies basic concepts, methods, and understanding of local

Baslc govemment operations, but requires supervision and
development intervention.
Develops and applies more progressive concepts, methods
Competent and understanding. Plans and guides the work of others and

executes prograssive analysis.

Develops and applies complex concepts, methods and

Advanced understanding. Effectively directs and leads a group and

executes in-tiapth analysis.

Has a comprehensive understanding of local government

Superior operations, critical in strategic shaping strategic direcion and
change, develops and applies comprehensive concepts and

methods.

8.11 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 —

£.11.1 Municipal Manager;
6.11.2 Municipal Manager from another municipality;

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

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

6.12 The Municipal Manager will evaluate the performance of the Empioyee
as at the end of the 1% and 3™ quarlers; and

6.13 The Municipal Manager will give performance feedback fo the
Employee within five (5) working days after each quarterly and annuat
assessment meetings.
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SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of the Employee in relation to his performance
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:

0 . Period ; o be comp d b
1 July - September Oclober 2021 {informal)
2 October — December February 2022
3 January - March April 2022 {Informal)
4 April - June September 2022

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

7.3 Performance fesdback 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 consulted before any such
change is made; and

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

DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan {PDP} for addressing developmental gaps is
attached as Annexure C. Such Plan may be implemented and/or amended as
the case may be after sach assessment. In that case, the Employee will be

fully consulted before any such change or plan is made.

OBLIGATIONS OF THE EMPLOYER

2.1 The Employer shall-

9.1.1 Create an enabling environment to facilitate effective
performance by the employee;

9.1.2 Provide access to skills development and capacity building
opportunities;

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

9.1.4 On the request of the Employee delegate such powers
reasonably reguired by the Employee to enable him to meet

. Dir.:@ v:_ B M
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the performance cbjectives and targets established in terms of
this Agreement; and

8.1.5 Make available to the Employee such resources as the
Employee may reasonably require from tima to time assisting
him io meet the performance objectives and targets
established in terms of this Agreemenit.

CONSULTATION

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

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

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

10.1.3 A substantial financial effect on the Employer.

10.2 The Employer agrees to inform the Employee of the outcome of any
decisions taken pursuant fo 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 correcting unacceptable
perfoomance;

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

MANAGEMENT OF EVALUATION OUTCOMES

12.1  Where the Employer is, any time during the Employee’s empioyment,
not satisfied with the Employee's performance with respect to any
matter dealt with in this Agresment, the Employer will give notice to
the Employee 10 attend a meeting;

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 satisfactory and any programme, including any dates, for
implementing these measures;

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

resolving the dispute or difference; and

! Dir.: @7' vm: L é‘g
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13.

14,

12.4

In the case of unacceptable performance, the Employer shall —

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

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

or her duties,

DISPUTE RESOLUTION

13.1

13.2

13.3

13.4

13.5

In the event that the Employee is dissatisfied with any decision or
action of the Employer in terms of this Agreement, or where a dispute
or difference arises as to the extent to which the Employee has
achieved the performance objectives and targets established in terms
of this Agreement, the Employee may within 3 (three) business days,
meet with the Employer with a view to resolving the issue. The
Employer will record the outcome of the meeting in writing;

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

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 Empioyee.

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

In the event that the mediation process contemplated above fails, the
relevant clause of the Contract of Employment shali 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
accountabilities of the Employee in terms of his contract of
empioyment, or the effects of existing or new regulations, circulars,
policies, directives or other instruments.
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fin
Thus done and signed at Heaminns onthe _ '8 day June of
2021.

AS WITNESSES:

. e R

MUNICIPAL MANAGER
2, (@, e Lo

13
Dir.: MM: %
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Thus dene and signed at }!vartmvm & onthe (I 'H’Jiday June of 2021,

AS WITNESSES:
] _
D!RECTOR

14
Dir.: MM: Q)
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Annexure B 2021/22

Cluster Leading Competencies
Competency Name | Strategic Direction and Leadership —
Provide and direct & vision for the institution, and inspire deploy cthers
Competency Definitlon |, qojer on the strategic institutional mandate
ACHIEVEMENT LEVELS .
BASIC COMPETENT ADVANCED SUPERIOR
« Understand < Give direction to @ | e Evaluate all activities 1o je Structure and position
institutional and | team in realising the | determine  value and | the institution to local
departmental institution's  strategic | alignment {0 strategic | government pricrities
stretegic mandatz and set| intent « Actively use in-depth
objectives, but objectives = Display in-depth | knowledge and
lacks the ability |+ Has a positive impact |  knowiedge and | understanding to
to inspire others | and influence on the understanding of stratagic | dJevelop and implement
to achieve set morale, engagement | planning -] comprehensive
mandate and participation of | « Align stretegy and goals institutional framework
« Descrice how | team members across all funclional areas |e Hold self accountable
specific  tasks |« Develop actions plans | « Actively define | for strategy exacution
fink to to execule and guide | perionmance messires to and results
institutional slrategy monitor the progress and e Provide bmpact and
strategies  but implementation effectivenees of  the | influence through
has fimited | « Aesist in  defining [ institution buitding ard
influence in | performanca « Consistenty  chalienge | maintalning  strategic
directing measures o monitor | strategic plans to ensure relationships
strategy the progress and [ relevance = Create an environment
+Has 2a basi effectiveness of Ihe [ e Understand  institutional that foclitates loyalty
undarstanding of | institution structures  and  poiitical | and innovation Dispiy
institutional » Displays an| factors, and the | a superior level of seli-
performance awareneses of | consequences of actions discipline and integrity
menagerment, ingtitutional etructures | s Empower others fo follow in actions
but lacks the { and polilical factors strategic  direction and |e Integrate varicus
ability fo | « Effectively dest  with  complex| systems into @
integrate communicate bamiers |  situations coilective  whole  to
gystems ino & | fo ewecuton 10|+ Guide the institution optimise _ institutional
collective whole relevant parties through complex and | periomance
» Demonstrate @ | Provide guidance lo aMbigUOUS Concem management
basic ) al stakehoiders in the | « Use  understanding  of [» Uses understanding of
understanding of | achievement of the [ power relationships and competing interests io
key  decision- strategic mandate dynamic fensions among | manoeuvre
makers o Understand the aim| key players to frame| successfully to - a
and objectives of the | communications and | win/win outcome
institution and relate it [ develop sirategies,
o own work __positions and alliances
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Gluster Leading Competenties
Compstency Name  People Management
Effectively manage, inspire and encourage people, respect diversity,
Competency Definition | optimise talent and build and nurture relationships in order to achieve
institutiona! objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
o Participale in | » Seek opportunities to » Identify ineffective team | » Develop and
team goal- increase team | and work processes and | incorporate best
setting and contribution and | recommend remedial | practice people
problem responsibility interventions marnagement
solving eRespect and support [ « Recognise and reward  —pIOCSS3es,
sinteract and the diverse nature of | effective and desired approaches and
collaborate others and be aware of | behaviour tools across the
with people of | the benefits of 2 diverse | » Provide mentoring and | inetitution
diverse approach guidance to others in | e Foster a culture of
backgrounds oEffectively  delegate | order to  increase | discipine,
s Aware of | taske and empower | personal effecliveness responsibillty and
guldelines for | others to increase | »identify development { accountability
employee contribution and| and leaming needs | Understand the
development, execuie functions [ within the team impact of diversity
but  requires optimally ¢ Build a8 work | in performance
support in | « Apply relevant | environment conducive | @ actively
implementing empioyee  legisiation | to sharing, innovation, incorporate a
development fairly and consistently athical behaviour and | diersity sirategy
initiatives e Facilitate team goal- | professionalism in the institution
setting and problem- | einspire & cuture of | »Develop
sohing performance excellence | comprehensive
= Effectively identify | by oiving positive and integrated
capacily  requirements | constructive feedback to sirategies  and
to fulfil the strategic! theteam approaches o
mandate o+ Achieve agreement or [ human capital
CONSENSUS in| development and
adversariel management
environments «Actively identify
oLoad and unite Giverse | trends and predict
teams across divisions | Capacity
to schieve insfitutional | requiremente 1o
objectives faciitste  unified
{ransition and
performance
rmanagement
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Annexure B 2021/22
Cluster Leading Compelencies
Competency Name__ | Program and Project Management
Able to understand program and project management methodelogy;
Compatency Definitlon | plan, manage, manitor and evaluate specific activities in order to
.| deliver on set objeclives
- ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Initiate  projects Establish broad | « Manage multipie Understand and
after approval from stakeholder programs and conceptualise
higher authorities ivolvement  and balance  priofities the long-term
Understand communicate the and conflicts implications  of
procedwres of project status and according to desired project
program and key milestonas institutional goals outcomes
project Define the roles | e Apply effective risk Direct a
management and responsibilities management comprehensive
methodology, of ihe project team strategios  through stralegic macro
implications  and and create clarily impact assesament and micro
stakeholder around and resource analysis and
involvement expectations requirerments scope projects
tUnderstand  the Find a balance (e Modify project scope accordingly  to
rational of projects between  project and budost when realise
in relation to the deadline and the required without institutional
institution's quality of compiomising  the chjectives
strategic objectives deliverables quality - and Consider and
Docurnent and Identify appropriate objectives of the inifiate projacts
communicate project resources to project that focus on
factors and risk facilitate tha | « Involve top-leval achievement of
associated  with effective authorities and the longtemn
own work completion of the relevant objectives
Use resuits and deliverables stakeholders in Influence people
approaches of Comply with seeking project buy- in positions of
successful project statutory in authority o
implementation as requirements and | » Identify and apply implement
gulide apply policies in & contemporary outcomes of
consistent manner project managemaent projects
Monitor  progress methodology Lead and direct
and use of { » Infiuence and translation  of
resources and motivate project policy into
meke needed team to  deliver workable
adjustments o exceptional results actions plans
timelines, steps. | « Monitor palicy Ensures  that
and resource implementation and programs  are
aflocation apply procedures lo monitored 10
manage risks track  progress
and optimal
resource
utilisation, and
that adjustmants
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Cluster Leading Competencies
Competency Name Financial Managemsant

Able to compile, plan and manage budgets, controi cash flow,
institute financlal risk management and administer procuremsnt
Competency Definition | processes in accordance with recognised financial practices. Further

to ensure that all financial transactions are managed in an ethical

mannér
— ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Understand basic Exhibit knowiedge |+ Take attive Develop planning
financial concepts of general financial ownership of tools to assistin
and methods as concepts, planning, planning, evaluating and
they relate to budgeting, and budgeting, &nd menitoring future
instiutional forecasting and forecast processes expenditure
processes and how they Interrelate and provides frends
aclivities Assess, identify credible answers o Set budget
+ Display and manage queries within own frameworks for
awareness into financlal risks responsibility the institution
the various Agsume a coat- Prepare budgets Set stategic
sources of saving approach lo that are aligned 1o direction for the
financial data, financial the strategic Ingtitution on
reposting managemant objectives of the expenditure and
mechanisms, Prepare financiel institution other financial
financial reporis based on Address cornplax processas
govemance, specified formats budgeting and Build and nuriure
processes and Consider and financial partnerships o
systems understand the management improve financial
+ Understand the financial CONCerns management and
imporiance of implications of Put systems and achieve financial
financial decisions and processas in place savings
accountability suggestions to enhance the Actively identify
+ Understand the Ensure that quelity and integrity and implement
importance of delegation and of financial new methods to
asset control instructions as management Improve asset
fequired by practices control
National Treasury Advise on policies Display
guidelines are and procadures professionalism in
reviewad and regarding agset dealing with
updated control financial data and
Idantify and Promote National procesees
implernent proper Treasury's
monitoring and regulatory
evalustion practices framework for
o ensure Financial
appropriate Management
spending against
budget

-

.
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Cluster Leading Compeienties
Competoncy Name Change Leadership
Able to direct and initiate institutional transformation on alf levels in
Competancy Definition | order to successfully drive and implement new initiatives and
___| daliver profeszionat and quality senvicas to the community
ACHIEVEMENT LEVELS
BASIC COMPETENT |  ADVANCED SUPERIOR
» Display an Perform an analyais s Actively monitor Sponsor
awareness of chenge of the change impact change impact and change
interventions, and on the social, resulls and convey agents and
the benefits of political and prograss i raievant create a
transforrmation economic stakeholders network of
initiaiives enyironmernt »  Secure buy-n and change
+ Able toidentify basic Maintain calm and sponsorship for leaders who
negds for change focus during changs change inttintives support the
s |dentify gaps Able to assist teamy [+ Continuously nterventions
between the cument members during evaiuate change Actively
and desired state change and keep sirategy and design adapt current
» |dentffy potential risk them fecused on the and introduce new structures
and challenges to deliverables approaches to and
transformation, Voiunieer fo lead enhance the piocessas {p
including resistance changs efforts institution’s incarporate
to change factors outside of own work effectiveness tha change
« Parlicipate in change team < Build and nurture interventions
programs and Able Lo gain buy-in relationships with Mentor and
piloting change and approval for various stekeholders guide team
interventions change from to establish strategic mambers on
» Understand the relevant alliance in fachitating the effects of
impact of change stakeholders change change,
interventions on the Identify change » Teks the lead in resistance
institution within the readiness levels and impactful change factors and
broader scope of assist in resolving programs howto
Hocal Ggovemment. resisignce to change |+ Benchmark change integrate
factors interventions against {  change
Design change best change Motivaie and
interventions that practices inspire others
are aligned with the |e Understand the around
institution's strategic impact and thange
objectives and goals psychology of initiatives
vhange, and put
remedial
interventions in
place to faciltate
effective
transformation
» Take calculated sisk
and seak new ideas
from best practice
gcenaros, and
identify the polential
for implermentation
6
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Cluster Leading Competencies
Competency Name Govemance Leadership
Able to promole, direst and apply professionalism in managing risk
and compliance requiraments and apply a thorough understanding
Competency Definition | of governance practices and obligations. Further, able to direct the
conceplualisation of televant polickes and enhance cooperative
governance ralalionships ____
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Display a basic |+ Display e + Able fo lirk rigk ¢ Demonstrate a
awareness of thorough initiatives into key high level of
risk, compliance undarstanding of institutional cbjectives commitmerd in
and governance governance and and drivers complying with
factors but risk and + ldentify, analyse and governance
require guidance compliance mesasure risk, create requirements
and faciors and valid risk forecasts, s implement
development in implement plans and map risk profiles governance and
implementing to address these |«  Apply risk control compliance
such s Demonsirate methodotogy and strategy to ensure
requiremenis undarstanding of appioaches foprevent | achievement of
Understand the the techniques and reduce risk that instifutional
structura of and processes for impede en the objectives within
cooperative optimising risk achlevement of the legisiative
government but taking dacisions institutional objactives framework
requires within the » Demonstrale & + Able to advise
guidancs on institution thorough tLocsl Government
fostering s Actively drive understanding of risk on rigk
workable policy formulation retention plans management
relationships within the » |dentify and shiategies, best
between ingtitution fo implement practice
siaksholders ensure the comprehensive risk interventions and
Provide input achievement of management systems compliance
into policy objectives and processes management
formulation s Implement and |= Able to forge
Monitor the | positive
formutation of policias, relationships on
identify end anslyse o
congtraints and| govemanca level to
challenges with enhance the
implernentation end | effectiveness of
provide Hocal government
recommendetions for | Able to shape,
improvement direct and drive the
formulation of
policies on & macro
level
7
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Cluster Core GCompelencles
Competency Name | Moral Competence
Gompetency Able 1o identify moral triggers, apply reasoning that promotes honesty
Dafinktion and integrity and consistently display behaviour that reflects meral
competence
— ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
¢ Realise the Conduct self in e (dentify, develop, and Create an
impact of alignment with the apply measures of self- environment
acting with values of Local correction conducive of |
inteprity, but Govemmentand |+ Able 10 gain trust and moral praclices
requires the institution respect through aligning Actively develop
guidance and Able to opanly aclions with and implemant
development in admit own commitments measures ko
implementing | mistakes and + Make proposals and combat fraud
principles weaknesses and recommendations that and corriiption
+ Follow the seck assistance are transparent and gain Set intagrity
beasic rules and from others when the approval of relevant standards and
regulatiohs of unable o deffver stakeholders shared
the institution Actively report + Present values, beliefs sccountability
= Able to identify fraudulent activity and ideas that are measures
basic moral and corruption congruant with the across the
situations, but within local inslitlution’s les and institution to
requires government regulations support the
guidance and Understand and ¢ Takes an active slance ohbjectives of
deveiopment in honour the against corruption and local
understanding canfidential natune dishonasty when noted government
and reasoning of matters without | » Actively promote the Take
with meral seeking personst value of the institution to responsibility for
infent gain intemnal end exiernal own actions ang
Abie o deal with stakeholders decisions, even
situations of * Able to work in unity with | Fthe
conflict of interest a team and not seek Cconsequences
promptly and inthe |  personal gain are
best interest of o Apply universal moral unfavourable
focal governmant principles conaistently to
gthieve moral decisions

ST

o
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Cluster Core Competencies
Compelency Nama | Planning and Organiging
Competenc Able to plan, prioritise and organise information and resourcas effectively
Definition y 1o ensure the quality of sarvice delivery and build efficient contingency
plans to manage risk
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Able o follow s Aciively and «  Able to define « Focus on broad
hasic plans and approgriately institutional strategies and
organise &sks organise objectives, develop initiatlves when
around set infermation and comprehensive developing
objectives resources plans, integrate and ptens and
= Understand the required for a coondinate aclivities, actions
process of task and assign » Able to project
planning and + Recognise the appropriate ary forecast
organising but urgenty snd resourcas for short, medium
requires importance of successiul and long term
guidance and taaks implementaticn requirgments of
developmentin |« Balance short » Identify in advance the institution
providing and long-term required stages and and local
detailed and plans and goals actions to complele govemnmeni
comprehensive and intorporate tasks and projects [» Transiate policy
plens into the isam's » Schedule realistic into relevant
*  Able to follow performance timglines, objectives projects to
existing plans chjectives and milestones for facilitate the
andensurethat [0 Schedule tasks 1o tasks and projects achievemant of
objectives are ensure they are |« Produce clear, institutional
met performed within detailed and objectives
» Facus on short- budget and with comprehensive
term objectives efficient use of plans tc achisve
in developing time and institutionzd
plans and resources objectives
actions *  Msasures « identify possibie risk
« Amange progress and factors and design
information and menitor and implement
fe80UICes performance appropriate
required for a results contingency plans
task, but require * Adapt plars in light
further structure of changing
and organisation circumstances
+  Prioritise tasks and
projects secording to
their refevant
wrgency and
imporiance
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Cluster Core Competencles
Compeiency Name ' | Analysis and Innovation
Able 1o criticglly analyse Information, challenges and trends to
Competency establish and implement fact-based solutions that are innovative
Definition te improve institutional processes in order to achieve key strategic
oblettives
*_ ACHIEVEMENT LEVELS o
BASIC COMPETENT ADVANCED SUPERIOR
¢ Understand the |s Demonstrate logical |« Coaches team ¢ Demonstrate complex
basic opefation problem solving members on analylical and problam
of analysis, but techniques and analytical and solving approaches
{ack detail and approazhes and innovative and techniques
thoroughness provide rationale for | approaches and  |e Create an environment
e Able to belance recommendations techniques conducive 1o enalytical
indepencent + Demonsirate * Engape with and fact-based
analysis with objectivity, insight, appropriate problem-solving
requasting and thoroughness individuals in = Anglyse, recommend
assistance from when analysing analysing ang sotutions and monitor
others problems resolving complex | {rends in key
e Recommend = Abia tobreak down | problems challenges to prevent
new ways to complex problems  (» Idenbfy solutions and manage
perform tasks into manageable ON various areas eccurience
within own parts and identify in the institition e Craate an environment
function solutions & Formulabe and that fosters innovative
« Propose simple [« Consult internaland | Implement new thinking and follows a
remexial extemal ideas thronghout learning organisation
interventions stakeholders on the institution approach
that marginally opportunities to + Able fo gain « Be a thought leadar on
chalienges the improve processes approval and buy- | innovative customer
status quo and service delivery | in for propozsed service delivery, and
s Listen to the o Cleary interventions from process optimisation
ideas and communicate the rejevant » Play an active role in
perspectives of benefits of new slakehoiders sharing best pratlice
others and opporiunities and » ldentify trends and | solutions and engage
explore innovative sclutions best practices in in national and
opportunities to to stskeholders and international local
enhance such » Confinvously Identify | service delivery government seminars
innovative opportunities to and propose and conferences
thinking enhance intemnal institutionat
processes application
« identify and analyse |+ Continuocusly
opporiunities engage In
conducive te research to
innovative identify client
approaches and neads
propose remedial
intervantion

10
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Cluster Core Competencies
Competency Neme | Krowledge and information Management

Compelency Definition

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

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
« Collect, Use appropriate | « Effectively predict | « Create and
categorise and information fulure inforrnation support & vision
track relevant systems and and knowledge and culure where
information technelogy to managernant team members
required for manage requirernants and are empowered (o
specific tasks institutional systems seek, gain and
and projects knowledge and * Develop standards share knowledge
* Anslyse and information and processes (o and information
intarprat sharing meet fulure Establish
information to Evaluate data knowledge partherghips
draw from various management across local
conclusions sounces and use needs government to
s Seek new information ¢ Share and facilitale
sources of effeciively to promote best- knowledge
information lo influence practice management
increase the decisions and knowledge Demcnetrate a
knowledge provide solutions management mature approach
base Attively create BCIoes various to knowledge and
» Regularly mechanisms and institutions information
share structures for s Esteblish accurate sharing with an
information sharing of measures and abundance and
and knowledge information monitoring assistance
with internal Use external and systoms for approach
stakeholders internal knowledge and Recoghise and
and team resowtes o information #xploit knowledge
members reseanch and management points in
provide relevant | « Createa culture interactions with
and cutting-edge conducive of internal and
knowlatige to leaming and external
enhance knowledge sharing stakeholders
institutional + Hold regutar
effectiveness and knowtedge and
efficiency information
sharing sessions
1o elicit new ideas
and share best
practice
approaches

&
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GClustor | Cone Gompetencies
Competency Name | Communicalion
Able to share information, knowledge and ideas in a clear,
Compstency focused and concise manner appropriate for the audience in
Dofinition order to effactively convey, persuade and influence stakeholders
to achieve the desired outcome
- ACHIEVEMENT LEVELS »
BASIC COMPETENT ADVANGED SUPERIOR
= Demonstrate an | « Express ideas | » Effectively Regarded as a
unierstanding to individuals communicate high- specialist in
for and groups in risk and sensitive negotiations
communication formal and matters o relevant and
levers and tocls informal stakeholders representing the
appropriate for seffings inan | « Develop a well- inetitution
the audisnce, manner that is defined Abtle to inspire
but requires interesting and communication and motivate
guidance in mativating strategy others through
utilising such ¢ Ableto + Balance poiiical positive
tools understand, perspectives with communication
+ Express ideas in tolerate and institutional needs that is impactful
a clear and appreciate when communicating end relevant
focused manner, diverse viewpoints on Creates an
but does not perspectives, complex issues environmant
avways take the altitudes and s Able to effectively conducive to
needs of the beliafs direct negoliations ransparent and
audience into s Adapt around complex productive
consideration communication matters and amive at communication
+ Disseminate and content and a win-win situation end eritical and
convey styls to suil the that promotes Batho appreciative
information and audience and Pele principles conversations
knowledge facliitate « Market and promate Able to
adequately optimal the Institution to coordinate
inforration external siakeholders |  negofiations at
transter and seek to enhance different levels
« Deliver content a pesitive image of within local
in a manner the institution government and
that gains « Able to communicate externally
support, with the media with
commitment high levels of moral
and agreement competence and
from relevant discipline
stakeholders
« Compile clear,
focused,
concise and
well-structured
written
documents
12
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Cluster Core Competencies
Competency Name | Resulls and Quality Focus
Able 1o maintain high quality standards, Focus on achieving
results and objectives while consistently sffiving to exceed

Competency Definition | expectations and encourage others te meet quality stendards.

Further, fo actively monilor and measure results and quality
apainst identified objectives

B ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUFERIOR

¢ Understand Focus on high- s Consistently verify | ¢ Coach and
quatity of work pricrity actions own standards guide others to
but requires and does not and outcomes to exceed quality
guidance in become ensure quality standards and
attending to distracted by cutput results
[riportant lower-priority s Focusontheend | « Develop
matters achvities tesuit and avoids challenging,

» Show a basic Digplay firm baing distractad client-focused
commitment to commitmant s Demcnstrate a goais and sels
achioving the and pride in determined and high standards
comect results achieving the committed for personal

» Produce the correct resuits approach lo periormance
minimum level Set quality achieving results + Commit fo
of resulis standards and and quality exceed the
required In the design standards results and
role processes and + Follow tesk and quality standards,

« Produce tasks around projects through monitor own
outcomes that achieving set to compietion performance and
is of a good standards e Set challenging implement
standard Produce output goals and fanmedia!

= Facus on the of high quality chjectives to self interventions
quantity of Able to balance and team and when required
output but the quantity and dizpiay e Work with team
reduires quality of resulis commitment o to sat ambitious
davelopment in in onder to achieving and chalienging
incorporating achieve expectations team goals,
the quality of ohjectives » Maintain a focus communicating
work Moritors on quality outputs fong- and short-

s Produce quality progress, quality when placed term expeciations
work in general of work, and use under pregzure s Take approprisie
circumstances, of resources; = Establishing risks to
but fails to meat provide statue institutional accomplish gools
expectation updates, and systems for ¢ Qvercome
when under make managing and setbacks and
preasure adjustments a8 assigning work, adjust action

neaded defining plans to realise

responsibilities, goals
tracking, » Focus people on
monitaring and critical activitios
measuring that yield & high
BucCess, impact
evaluaiing and
valuing the work
of the institution

13
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Performance Agreement  2021/22

Performance agreemeni made and entered into by and between

The Overstrand Municipality and represented by Dean O'Neill, the Municipal
Manager (herein and affer referred as Employer)

and

Stephen Muller, the Director: Infrastructure & Planning (herein and after referred as
Employes}) for the period 1 July 2021 to 30 June 2022

Where as

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

b. Section 57(1)(b) of the Systems Act, read with the Contract of
Employment concluded between the parties, requires the Parties io
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
outcomes that will promote local government goals; and

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

1. INTERPRETATION

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

1.1.1 *this Agreement” — means the performance agreement
between the Employer and the employee and the Annexures

thersto;

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 ropresented by its chairperson, the

Executive Mayor,

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

1.1.4 “the Employer” means Overstrand Municipality; and

1.1.6 “the Parties” means the Employer and Employee.

S éw W fﬁ
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PURPOSE OF THIS AGREEMENT

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

2.2 To specify objectives and targets established for the Employes and to
communicate to the Employee the Empioyer's expectations of the
Employee's performance targets and accountabilities:

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

24 To monilor and measure performance against set targeted outputs
and outcomes;

25  To establish a fransparent and accountable working relationship:

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

27  To give effect to the Employer's commitment to a performance-
orientated relationship with the Employee in aftaining improved

service delivery,

COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2021 and will remain in
force until 30 June 2022 where-after a new Performance Agreement
shall be concluded between the 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 not later than 31% of July of the

suceeeding financial year,;

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

34 K at any time during the validity of the agreement the work
environment alters to the extent that the contents of the agreement

are no longer appropriate, the contents must by mutual agresment
betwsen the partiss, immediately be revised; and

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

PERFORMANCE OBJECTIVES

4.1 The Performance Plan (Annexure A) sets out —

s A e W
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4.1.1  The performance objectives and targets that must be met by
the Employes;

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

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

anvironment.

4.2  The performance objectives and targets reflacted in Annexure A are
set by the Employer in consultation with the Employee and based on
the Integrated Development Plan, Service Deiivery and Budget
Implementation Plan (SDBIP) and the Budget of the Employer, and

shall include:

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

4.2.2 Key performance indicators that provide the details of the
evidence that must be provided to show that a key objective

has been achieved:

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

4.2.4 Weightings showing the relative importance of the key
objectives 1o each other.

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

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

PERFORMANCE MANAGEMENT SYSTEM

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

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

5.3 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;

! Dir.: '/ MM: Q?
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70

54

6.5

5.6

5.7

The Empioyee undertakes to actively focus on the promotion and
implementation of the key performance indicators (inciuding special
projects relevant o the employee’s respensibilities) within the local
government framework;

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

The Employaee's assessment will be based on his performance in
terms of the outputs/outcomes (performance indicators) identified ag
per aitached Performance Plan, which are linked to the KPAs, and will
constitute 80% of the overall assessment result as per the weightings
agreed to between the Employer and Employee:

& Service Delivery and
Infrasiruciur e

Loct Boonomk: Devadopinent

& pMundcipal PFinandal Viabilig
and Managamant

g'

|

. |

@y {',' i mmww !

- 80% |

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

competencies.
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PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

6.6

8.7

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 agresd intervals for evaluation, the
Employer may in addition review the Employee's performance at any
stage while the contract of employment remains in force:

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

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

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

preparation purposes;

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

8.6.1 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 to

be performed under the KPt;

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

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

6.6.4 in the instance where the employee could not perform due fo
reasons outside 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

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

Assessment of the Competencies:

6 i
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6.7.1 Each Competency wil be assessed in terms of the
descriptions provided (Annexure B) on a 360 degree bhasis
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 histher Competenciss;

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

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

6.8  Overall rating

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

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

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

._i |

Ouisisnding  Pecformance  fully eMecve  Nmfuelly  Unecceptable

perdfoymance significantly effective performance
alsove
expectation:
Terminolegy Description

Performenca far exceeds the sfandard expected of an
employee at this level. The appraisal indicates that the
Outstanding Employee has achisved above fully effective sesults against
performance all performance criteria and indicators as specified in the PA
and Performance plan and maintained this in all areas of
responsibility throughiout the year.

Performance Performance is significantly higher than the standard

significantly expected in the job. The sppraisal indicates that the
above Employee has achieved above fully effective resuits against
expectations mors than half of the performance critera and indicators and

! Dir.:_’AMM:__ﬂ_ %3@4
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Terminology

Description
fully achieved ail others throughout the year.

Fully effective

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

Plan.

Neot fully effective

Ferforrnance is below the standard required for the job in key
argas. Performanca meets some of the standards expected
for the job. Tha raview/assessment indicates that the
employee has achieved befow fully effective results against
more than half the key performance criteria and indicators as
specified in the PA and Parformance Plan,

Unacceptable
performance

Performance does not meet the standard expactad for the jo.
The review/assessment indicales that they employee has
achieved bslow fully sffective results against almost all of the
performancs criteria and Indicators as specified in the PA and
Performance Plan. The employee has failed o demonstrate
the commitment or ability to bring performance up to the ievel
expected in the job despite management efforts to encourage

improvemant.

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

rating scale:

L]

- -y

Competentd Advanced®  Superiorld

Basicll

Achievement
Level

Poor

Description

Do not apply the basic concepts and methads to proot & basic
understanding of local govemmaent operations and requires

extangsive supsrvision and development interventions.

Basic

Applies basic concepts, methods, and understanding of local
govemment operations, but requires supervision and
development intervantion.

Competent

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

Advanced

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

Superior

Has a comprehensive understanding of kcal govemment
operations, critical in strategic shaping strategic direction and

Dir.:
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7.

6.11

6.12

6.13

Achievement
i Description
Level A

change, develops and applies comprehensive concepts and
methods.

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

6.11.1 Municipal Manager,;
B.11.2 Municipal Manager from another municipality;

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

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

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

The Municipal Manager will give performance feedback to the
Employee within five (6} working days after each quarterly and annual
assassment meetings,

SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2

7.3

7.4

7.5

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

1 July - September Cclober 2021 (informal)
2 October = December Febroary 2022

3 January — March April 2022 {Infarmal)
4 April « June September 2022

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

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

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

The Employer may amend the provisions of Annexure A whenever the
performance management system is adopted, implemented andior

9
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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.

3. DEVELOPMENTAL REQUIREMENTS

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

9. OBLIGATIONS OF THE EMPLOYER

9.1 The Employer shall-

9.1.1 Create an enabling environment fto facilitate effective
performance by the employee;

9.1.2 Provide access fo skills development and capacity building
opportunities;

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

the performance of the Employes;

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

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

10. CONSULTATION

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

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

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

10.1.3 A substantial financial effect on the Employer.
10.2  The Employer agrees to inform the Employee of the outcome. of any
decisions taken pursuant to the exercise of powers contemplated in

clause 12.1 as soon as is practicable to enable the Empioyee 1o take
any necessary action with delay.

. '
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11. REWARD

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

performance;

11.2  ltis recorded that by mutual agreement the Parties have decided that
no performance bonus will be paid to the Employee as the Employee’s
total cost of employment package is deemed 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
matter dealt with in this Agreement, the Employer will give notice to
the Employee to attend a mesting;

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

12,3  Where there s a dispute or difference as to the performance of the
Employee under this Agreement, the Parties will conier with a view to
resolving the dispute or difference; and

124  Inthe case of unacceptabie performance, the Employer shail —

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

12.4.2 After appropriate performance counselling and having provided
the necessary guldance and/or support as well as reasonable
time for improvement in performance, the Employer may
consider steps to terminats the contract 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 dispute
or difference arises as to the extent to which the Employee has
achieved the performance objectives and targets established In terms
of this Agreement, the Employee may within 3 (three) business days,
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 to both parties, shall be X
appointed to resolve the matter within 30 (thirty) business days;

! Dir.: / vm: W &Dﬁ
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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 to the Executive

Mayor to mediate the issues within 30 (thirty) business days of receipt
of a formai dispute from the Employee.

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

13.5 In the event that the mediation process contemplated above fails, the
relevant clause of the Contract of Employment 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 agreement diminishes the cbligations, duties or
accountabilities of the Employee in terms of his contract of
employment, or the effects of existing or new regulations, circulars,
policies, directives or other instruments,

Fin
Thus done and signed at degmpaung onthe 18 day June of
2021.
AS WITNESSES:
]
MUNICIPAETMANAGER

2 J{WM

12
Dir.: MM: @
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Thus done and signed at Hf:mtfm-u) onthe _I{/  day June of 2021.

AS WITNESSES:

LYo ¥ —

DIRECTOR
2. £ M‘m g

)
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Annexure B
Cluster Leading Competencies
Competency Name Strateqic Direction and Laadersh

Provide and direct a vision for the institution, and inspire and deploy others

Competency Deflnition |, oiver on the strategic Institutional mendsate
ACHIEVEMENT LEVELS
BASIC COMPETENT __ADVANCED _ SUPERIOR
» Understand « Give direction to a| e Evaluate all activites to [« Structure end position
Institutional and team in realising tha | determine value and | the institution to local
departmental institution's  stratagic | alignment to etralegic | goverment priorties
strafegic mandate and aet| intent » Actively use in-depth
chiectives, but | objectives » Display indepth |  knowledge and
lacks the ability [e Has a positive impact | knowledge and | understanding o
to inzpire others &nd influence on the | understanding of etrategic devdc:np and implement
to achieve set | morale, engagement| planning comprehensive
mandate and participation of | « Align strategy and goals mstilutcund framewark
»Describe  how ieam members acrass all functional areas (e Hold self accountabls
specific  tasks |« Develop actions plans | « Actively define | for strategy execution
link to to execute and guide | performance measures to |  and results
instilutional slrategy monitor the progress and |« Provide impact and
siratepies  but Implementation effectivenass  of the| iniluence through
has Imited | Assist in defining| institution building and
influence in | performance + Consigienlly  challenge | maintsining  strategic
directing measures to monitor [ strategic plans to ensure | relationships
strategy the progress and| relevance o Creste an environment
*Has @& basic | effectiveness of the | e Understand institutional | that faciitates ioyalty
understanding of | institution structures and political | and innovation Display
Institutional » Dieplays an| factors, and the | a superior lavel of self-
performance awareness of | consequences of actions discipline and integrty
management, institulional shruclures | « Empower others to follow | i actions
but lacks the | and political factors strategic  direction and |+ Integrate varnious
ability ¥ | « Efectively deal with complex| systems into =@
integrate communicate barriers |  situations coliective whole (o
systems inlo a to  execulion B0 |« Guide the Institution | o©btimise  institutional
coliactive whole felevant parties throuph complex and| performance
» Demonstrate & |« Provide guidance to| ambiguous concam management
basic _ all staksholders in the | « Use  understanding of |* Uses understanding of
understandng of | achievement of the | power relationships and | competing interests to
key dacision- | gimategic mandale dynamic tensions among | manceuvie
makers + Understend the aim| key players to frame | suctessfuly to  a
and objectives of the | communications and | winiwin outcome
institution and relate it |  develop strategies,
to own work positions and alliences
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Annexure B
| Cluster Leading Competencies
Competency Name _ | People Management
Effectively manage, inspire and encourage people, respect diversiy,
Competency Definition | optimise talent and build and nurture refationships in order to achieve
insfitutional objectives
ACHIEVEMENT LEVELS }
BASIC COMPETENT ADVANCED SUPERIOR
s Participate in | « Seek opporiunities to e |dentify ineffective team | » Develop and
leam goal- | increase team | and work processes and | incorporate  best
setting and | contribution and | recommend  remedial | practice people
problem responsibility interventions management
golving *Respect and support | eRecognise and reward | processes,
sinteract  and | the diverse nature of | effectve and desired | approaches and
coflaborate others and be sware of | behaviour tools across the
with people of | the benefits of a diverse | « Provide mentoring and | institution
diverse &pproach guidance to others in | = Foster a culture of
backgrounds » Effectively delegate | order to  increase | discipline,
s Aware of } taske and empower| personal effectiveness responsibilily and
guidelines for | others to increase | «ldentify  development | accountability
employee contribution and( and learning needs | » Understand  the
development, execute functions | within the team impact of diversity
but requires | optimaily » Build a work [ 0 perfomance
support in | «Apply relovant | environment conducive | and actively
implementing employee  legislation | to sharing, Innovation, | incorporete a
development feirly and consistently ethical behaviour and | diversity strategy
inftiatives « Facililate team goal- |, professionalism in the institution
sefting and problem- [ eInspire a culture of |  Develop
solving performance exceflence | comprehensive
+ Effectively identify | by giving positive and [ integrated
capacily requirements | constructive feedback to | strategies and
to fulffil the strategic| theteam approaches  to
mandate eAchieve agreement or | human  capital
consensus in| development and
adversarial management
environmenis » Actively Identify
»Lead and unite diverse | trends and predict
teams across divisions | Capacity
o achieve institutional | requirements o
objectives facilitate  unified
transition and
performance
management
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Annexure B
Cluster Leading Competencies
Competency Name | Program and Project Management
Able to understand program and project management methodojogy;
Competency Definition | plan, manage, monitor and evaluate specific activities in order to
.| deliver on set objectives
. ACHIEVEMENT LEVELS
BASIC COMFETENT ADVANCED SUPERIOR
Initiate  projects Establish  broad | » Manage  multiple { ¢+ Understand and
after approval from stakeholder programs and concepluglise
higher authorities involvement  and balanca  priorities the longterm
Understand communicate the and confiicts implications  of
procedures of project status and according to desired project
progtam and key milestones institutional goals outcomes
project Define the rmoles]|e Apply effective risk|e Direct a
managerment and responsibliities management comprehensive
methodology, of the project team strategies  through strategic macny
implications  and and create clarity Impact assesement and micro
stakeholder around and regource analysis and
involvernent expectations requirements scope  projects
Understand the Find a balance | » Modify project scope accordingly to
rational of projects between project and budget when realise
in relalion v the deadliine and the required without institutional
institution's quality of | compromising the objectives
strategic obiectives deliverabies quality and | » Consider and
Document and identify appropriate cbjectives of the iniliate projects
communicate project resources to project that focus on
factore and rigk faciitate the |« Involve top-leve! achievement of
associated with effactive authorities and the long-term
owWn work completion of the relevant objectives
Use results and deliverables stakeholdars in |« Influence psople
approaches of Comply with seeking project buy- in positions of
succassful project statutory in authority to
implementation as requirements and |s Identify and 2pply implement
guide apply policies in a contemporary outcomes of
consistent manner projact management projects
Monitor  progress methodology + Lead and direct
and use of 1 ¢ Influence and translation  of
resources and rotivate project policy into
make needed teem 1o deliver workable
adjustments to exceptional resulls actions plans
tmeflnes,  steps, { » Monitor policy [ » Enesurss  that
and resource implementation and programs  are
allocation apply procedures to monitored o
manage risks track progress
and optimal
rasource
utilisation, and
that adjustments
are made as
needed
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Cluster Leading Competencies
Competency Name | Financial Management
Able to compile, plan and manege budgets, contrd! cash How,
institute financlal risk manegement and administer procurement
Competency Definition | processes in accordance with recognised financlal practicas. Further
to ensure that all financial transactions are managed in an ethical
manner -
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Undersiand basic BExhibit knowledge | » Take active Develop planning
financial concepts of general financial ownership of tools to assist in
and methods as coneepts, planning, planning, evaluating and
they relats to budgeting, and budgeting, and moniboring future
institutional forecasting and forecast processes expenditure
processes and how they interrefate and provides trends
activities Assess, identify credible answers to Set budget
¢ Display and manage queries within own frameworks for
awareness into finencial risks responsibifity the institution
the various Assume g cost- + Prepare budgets Set strategic
sources of saving approach to that are sligned to direction for the
financial data, finensial the strategic institution on
reporting management objectives of the expanditure and
mechanisms, Prepare financial institytion other financial
financial reports based on s Address complex processes
govemance, specified formats budgeting and Build and nurture
processes and Consider and financial partnerehips to
systems understand the management improve linanclal
* Linderstand the financial CONceImns management and
importance of implications of = Put systems and achieve financial
financial decisions and processes in place savings
accountability suggestions tc enhance the Actively identify
+ Understand the Ensure that quality and integrity and implement
importance of delegation and of financial new methods to
aseet control instruchions ag management improve asset
required by practices confrol
National Treasury |+ Advise on policies Display
guidelines are and procedures professionalism in
reviewed and regarding asset dealing with
updated control financial data and
identify and * Promote National processes
implement proper Treasury's
monitaring and reguiatory
evaluation praclices framewsork for
to ensure Financial
appropriate Management
spending against
budget
5 1
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_ Cluster Leading Compelencies
Competency Namie Change Leadership
Able to direct and initlate institutional transformation on all tevels in
Competency Definition | order 10 successfully drive and implement new initiatives and
__| deliver professions! and quality services to the comrunity
~ ACHIEVEMENT LEVELS .
BASIC COMPETENT ADVANCED SUPERIOR
» Display an + Perform an analysis [» Actively monitor ¢ Sponsor
awsaraness of change of the change impact change impac! and change
interventions, and of the social, results and convey agents and
the banefits of political and progress ta relevant craate a
transformation economic stakeholders network of
Initiatives environment » Secure buy-in and change
o Able to identify basic |« Malntain calm and sponsorship for leaders who
needs for change focus during change change initiatives support the
» Identify gaps + Ableto assistteam |e Continuously interventions
between the current members during evaluate change = Actively
and desired state change and keep strategy and design adapt cument
« Identify potential risk them focused on the ard introduce new structures
and challenges to daliverables approaches (o and
transfonmation, ¢ Volunteer to lead enhance the plocessas lo
including resistance change efforts institution’s Incorporate
to change factors outside of own work eflectiveness the change
+ Participate in change teamn « Build and nurture interventions
programs and + Able o gain buy-in relationships with ¢ Merntor and
piloting change and approval for various slakeholders guide team
interventions chenge from to establish strategic members on
= Underetand the relevant alkance in faclitaling the effacts of
impact of change stakeholders change change,
inlerventicnsonthe |» idantify changa o Take the Jaad in resistance
ingtitution within the readiness levels and impaciful change factors and
broader scope of assist in resolving programs how to
Uacal Ggovemment. fesistance to change |« Benchmark change integrate
factors interventions against {  change
¢ Design change best change s Motivate and
inlerventions thet practices inspire others
are aligned with the }» Understand the around
ingtitulion’s etrategic impact and change
objectives and goals paychology of Witiatives
change, and put
remedial
interventions in
place to faciitate
effective
transformation
» Take calculatesd risk
and soek naw ideas
from best practice
ecenarics, and
identify the potential
for implemantation
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Cluster Leading Competencies
Competency Name Governance Leadership
Able to promote, direct and apply professionalism in managing sk
and compiiance requirements and apply a thorough undersianding
Competernicy Definition | of governance praclices end obligations. Further, able to direct the
conceptualisation of relevant policles and enhance cooperative
povernanece relationships
ACHIEVEMENT LEVELS N
BASIC COMPETENT ADVANCED SIPERIOR
Display a hasic o Display a e Able to link risk Demonstrate g
awareness of thorough initiatives into key high level of
risk, compliance underetanding of institutional objectives commitment in
and governance governance and and drivers complying with
factors but risk angd + ldentify, analyse and govemance
require guidance compliance measure risk, create requirements
and factors and valid riek forecasts, impiement
development in implernent plans and map risk profiles govemnance and
implementing toaddress these |+  Apply rigk control compliance
such + Demonstste methodslegy and strategy fo snsure
requirements understanding of approaches 1o prevent achlevement of
Understand the the techniques and reduca risk that institutionai
structure of and processes for impede on the objectives within
cooperative optimising rlsk achievement of the legisiative
govemment but taking decisions institutional objectives framework
nequires within the » Demecnstrate a Able to advise
guidance on institution thorough Local Government
fosbering »  Aglively drive understanding of risk on rigk
workable policy formulation retention plans management
relationghips within the o Identify and strategies, bast
batwvean inetitution to implement practice
stakeholders ensure the comprehensive risk intenventicns snd
Provide input achiesvement of management systems compliance
indo policy objectives &nd procassas management
formulation « Implement and [* Abletoforge
monitor the
forrulation of policies, relationships on
identify end analyse | ocooperative
constrainis and | govemance Jevel to
challenges with | enhancethe
implementation and ]  effectiveness of
provide Llocal govemment
reécommendations for Able to shape,
improvement direct and drive the
formuiation of

policies on a mecro
level
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187/270
Annexure B /
Cluster Core Compstancles
Competency Nama | Moral Competence
Competency Able to identfy moral triggers, epply reasoning that promotes honesty
Definition and integrily and consistertly display behaviowr that reflects moral
competence —
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
= Realige the « Conduct self in + identify, develop, and Create an
impact of alignment with the epply measures of seif- environment
acling with vaiues of Local correction conducive of
integrity, but Government and o Abie to gain trust and moral practices
mequires the institution respect through atigning Actively develop
guldance and » Able Io openly aclions with and implemant
development in admit own comemitments measures to
implementing mistakes and « Meke proposals and combat fraud
principles weaknesses and recommendations that and corruption
+ Followthe seak assislance are transparent and gain Set integrity
basic rules and from others when the approval of relevant standards and
regutations of unable to deliver stakeholdera shared
the insfitution * Actively raport » Present values, beliefs accountability
» Able to identify fraudutent activity and ideas that are measures
basic moral and corruplion congruent with the a2cross the
sifuations, but within iocal Institution’s rules and institution to
fequires government regulations support the
guidance and | o Understand and » Takes an active stence objectives of
development in honour the against corruption and local
understanding confidential nature dishonesly when noted govemment
and reasoning of matters without | « Actively promote the Take
with meral sesking parsonsl value of the institution to responsibility for
intent gain internat and external own actions ang
« Able to deal with stakeholders dacksions, even
situations of  Able to work inunity with | ifthe
confiict of I:dtelmfltue 8 team and not seek consequences
omptly and In ersonal gain are
o A o vnfavourable
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Cluster Core Competencies
Com noy Name | Planning and Organising
Competency Able to plan, prioritise and organise information and resources effectivaly
Definition to ensure the quallty of service delivery and build efficient contingency
plans ic manage risk
L ACHIEVEMENT LEVELS
BASIC COMPEYENT ADVANCED SUPERIOR
* Able to follow s Agctively and *  Able io define » Focus on broad
basic plans and approprigteiy instiutional strategies and
organise tasks organise objectives, develop initiatives when
around set information and comprehensive developing
ohjectives resounces plans, integrate and plans and
= Understand the required for a coordinate ectivitles, actions
process of task and assign s Able to project
planning and © Recognise the appropriate and forecast
organising but urgency and resounces for shart, medium
requires importance of successful and long term
guidance ang tasks impiementation requiresnents of
development in |+  Balanee shert = |dentify in advance the institution
providing and long-term required stages and and loca)
detailed and plans and goals actions fo complete govarnment
comprehensive and incorporate tasks and projecis ¢ Translale policy
plens into the team's e Schedule realistic info rejevant
¢ Able to follow pesformance timelines, objectives projects to
existing plans objectives and milestones for facilitate the
andensurethal ¢  Schedule tasks io taeks and projects achiavement of
objectives are enswotheyare |» Produce clesr, institutional
met performed within detailed and chjectives
¢ Foeuson short- budget ang with comprehensive
torm i efficient use of plans to achisve
in developing time and institutional
plans and resources cbjectives
actions s Measures +  |dentify possibie risk
» Arange progress snd factors and design
information and motitor anc implement
resourcas petformance appropriste
reguired for a results contingency plans
tasgk, but require ¢ Adapt plang in light
further structure of changing
and organisation circumstances
= Frioitise tasks and
prejecte according to
their relevant
urgency and
imporiance
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Clustor Corg Competencies
Competency Name - | Analysis and Innovation
Abls 1o ciitically analyse information, challenges and trends to
Competoncy establish and implement fact-based sclutions that are innovative
Definition to improve institutional processes in order to achieve key strategic
objectives
. ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Understand the |+ Demenstrate logical [+ Coaches team + Demonstrate complex
basic oparation preblem solving members on analytical and problem
of analysis, but techniques and analytical and solving approaches
Iack detsil and approaches and innovative and techniquas
thoraughness provide retionals for | approaches and |+ Create an envirohment
¢ Able to balance recommandations techniques conducive to analytical
independent « Demonstrate « Engage with and fact-based
analysis with objectivity, insight, appropriate problame-solving
requesting and thoroughness individuals in ¢ Analyse, recommend
assistance from when analysing analysing and solutions and monitor
others problems resolving complex | trends In key
* Racommend = Able to break down problems chatienges to prevent
new ways to complex problems |« Identify solutions and manage
perform tasks into manageable On various areas occurrence
within own pants and identify inthe institution |+ Create en environmant
function solutions » Formukste and that fosters innovative
¢ Propose simple |= Consult internalend | Implement new thinking and follows a
remeadial external ideas throughout leaming organisation
interventions gtakeholders on the instituticn approach
that margmally opporiunities to » Able to gain » Be a thought leader on
chalienges the improve processes approval and buy- | innovative customer
status quo and service defivery | In for proposed sarvice delivery, and
» Listen to the e Clearly interventions from | process cptimisation
eas and communicate the relevant ¢ Play an ective role in
perspectives of benefits of new stakeholders sharing best prectice
others and opporiunities and » |dentify trends and | soluticns and engage
explore innovative sciutions best practices in in national and
opportunities to to siakeholders process and international iocal
enhence such + Continuously Identify | service delivery government seminars
innovative opportunities to and propose and conferences
thinking enhance intemal institutional
processes application
» (dentify and analyse |s Cenfinucusly
opportunities engage in
conducive o research o
innovative identify client
approaches and heeds
propose rermedial
intervention
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Clustor Core Competencies
Competency Name | Knowledge and Information Menagement
Able (o promote the generation and sharing of knowledge and
Competency Definition | information through various processes and media, in order Io
enhaince the coliective knowledge base of local government
ACHIEVEMENT LEVELS
__BASIC COMPETENT ADYANCED SUPERIOR
Collect, Uso appropriate | « Effectively predict Create and
catagorise and information futurs informalion support a vision
track ralevant systems and and knowiedge and culture where
information technelogy to managament tearn members
required for manage requirements and are empoweared to
spoacific tasks institutional systems seek, gain end
and projects knowledge and Develop standards shane knowledge
Anglyse and information and processes to and information
interpret sharing meet future Establish
information to Evaluate date knowledge pertnerships
draw from various management across local
conclusions sources and use needs povernment to
Seek new information Share and faciitate
sources of effectively to promote bast- knowledge
information to influence practice management
increase the decisions and knowledge Demponstrate a
knowiedge provide solutions management mmature approach
base Actively creste across varlous to knowledge and
Reguiarly mechanisme and institutions information
share structures for Establish accurate sharing with an
information sharing of measures and abundance and
and knowledge information monitoring assistance
with internai Use external and systems for spproach
stakeholders internal knewledge and Recognise and
and team resources to information exploit knowledge
members rapaarch and management points in
provide raiavant Create a culture intaractions with
and cutting-edge conducive of internal and
knowledge to leaming and external
enhance knowledge sharing stakeholders
institutional Hold regular
effectheeness and Knowledge and
efficiency information
sharing sessions
{0 elicit new ideas
and ehare best
practica
approaches
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Annexure B

| Core Competenciss
Cemmunication

Cluster
Competancy Name

Able to share information, knowledge and ideas in a clear,
focused and concise manner appropriate for the sudience in

Compsetency
Definition order to effectively convey, persuade and influence stakeholders
to achieve the desired outcome
_ ACHIEVEMENT LEVELS -
BASIC COMPETENT ADVANCED SUPERIOR
» Demonstrate &n » Expressideas |« Effectively Regarded as a
understanding to individuals commupicate high- specialist in
for and groups in fisk and sensitive negetiations
communication formal and matters to relevant and
levers and tocls informal stakeholders representing the
appropriale for seflingginan | « Develop awell- institution
the audience, manrer that Is defined Able to inspire
but requires interesting and communication and molivate
guidance in motivating stratagy others through
utilising such v Ablefo » Balance political positive
toole understend, perspectives with communication
s Express idesas in tolerate and institutional needs that is impactful
& clear and appreciate when communicating end relevent
focused manner, diveree viewpoints on Creates an
but does not pespeactives, complex issues anvironment
always take the atfitudes and » Able to effectively conducive to
needs of the beiiefs direct negotiations transparent and
audience into « Adapt around complex productive
consideration communication mattars and armmive at communication
s Disseminate and content and a win-win situation and critical and
convey stylatosuitthe {  that promotes Batho appreciative
information and audience and Pele principles sonversations
knowledge Taciitate s Market snd promots Able o
adequately optimel the institution to coordinste
information external stakehoiders negotiations at
transfer and seek to enhance different levels
» Delivar content a positive image of within Jocal
in a manner the institution govemment and
that gains » Able to communicate externally
suppon, with the media with
commiiment high levals of rmoral
and agresment compelence and
from relevant discipfine
slakehoiders
o Compile clear,
focused,
concise and
wellstructured
written
documents
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_ Cluster Core Competencies
Competency Name Resulis and Quality Focus
Able o maintain high qualty standards, focus on athieving
results and objeclives while consistently striving to exceed
Competency Definition | expectations and encourage others to mest quality standards.
Further, to actively monitor and meacure results and quality
against identified ob|ectives
ACHIEVEMENT LEVELS _
BASIC COMPETENT ADVANCED SUPERIOR
+ Understand Focug on high- » Consistently verify Cogch and
quality of work priority actions own standargds guide others fo
but requires and does not and outcornes to exceed quatity
guidance in become ensure quality standards and
aitending o diskacted by output resulis
important lower-priodty Focus on the end Develop
matters aclivities reault and avoids challenging,
Show & basic Display firm being distracted client-focused
commitment to commitment Demonsirate a goals and sets
achieving the and pride In detarmined and high standards
correct results achieving the committed for personal
Produce the comect resulls approach o performance
minimum leve! Set quality achieving results Commilt to
of results standards and and quality exceed the
required in the design standards results and
role processes and Follow task and quallty standards,
Produce tasks around projects through monkor own
cutcomnss that achleving set o compietion periormance and
is of a good gtandards Set challenging implement
standerd Produce oulput goals and remedial
Focus on the of high quality cbjectives to self intarventions
Quantity of Able to balanca and team and when required
output but the quantity and display Woerk with team
requires quaiity of resulls commitment to to set ambiticus
development in in order to achieving and challenging
incorporating achieve expectations team goails,
the quality of chjectives Maintain a focus communicating
work Monitors on quality outputs long- and short-
Produce quality progress, quality when placed term expeclations
work in general of work, and use under pressure Take appropriate
circumstancas, of resources; Establishing risks to
but fails to mest provide status Institutional accomplish goats
expectation updates, and systems for Overcome
when under make managing and setbacks and
preasune adjusiments g assigning work, adjust action
needed defining plans to realise
responsibilities, goals
tracking, Focus people on
monitoring and critical activities
measuring that yield a high
5UCCEeSS, impact
evaluating and
valuing the work
of the Institution
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Performance Agreement 2021/22

Performance agreement made and entered into by and between

The Overstrand Municipalty and represented by Dean O'Neill, the Municipal
Manager (herein and after referred as Employer)

and

Desiree Arrison, the Director: Management Services (herein and after referred as
Employee) for the period 1 July 2021 to 30 June 2022

Where as

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

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

Employment concluded between the partiss, requires the Partiss o
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 Employes to a set of
outcomes that will promots local 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 Agreement the followings terms will have the meaning ascribed
thereto:

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

thereto;

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

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

1.1.4 “the Employer” means Overstrand Municipality; and

1.1.5 ‘“the Parties” means the Employer and Employee.

by
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PURPOSE OF THIS AGREEMENT

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

between the Parties;

2.2 To specify objectives and targsts 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 accountabilities as set out in the Performance Plan
{Annexure A);

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

25  Toestablish a transparent and accountable working relationship:

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

27 To give effect to the Employer's commitment to a performance-
orientated relationship with the Employee in attaining improved

service delivery.

COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2021 and will remain in
force until 30 June 2022 where-after a new Performance Agreemeni
shall be concluded between the parties for the next financial year or

any portion thersof;

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

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

34 If at any time during the validity of the agreement the work
environment alters to the extent that the contents of the agreement

are no longer appropriate, the contents must by mutual agreement
between the parties, immediately be revised; and

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

PERFORMANCE OB.ECTIVES

4.1 The Performance Plan {Annexure A) sets out — \_",llb

3
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4.1.1 The performance objectives and targets that must be met by
the Employee;

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

41.3 The competencies (Annexure B - definitons in terms of
Regulation 21 of 17 January 2014) required to operate
effectively as senior managers in the local government

environment,

The performance cbjectives and targets reflected in Annexure A are
set by the Employer in consultation with the Employse and based on
the Integrated Development Plan, Service Delivery and Budget
implementation Plan (SDBIP) and the Budget of the Employer, and

shall include:

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

422 Key performance indicators that provide the details of the
evidence that must be provided to show that a key objoctive

has been achieved;

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

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

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

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

PERFORMANCE MANAGEMENT SYSTEM

51

5.2

5.3

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

The Employee accepls that the purpose of the performance
management system will be to provide a comprehensive system with
specific performance standards to assist the employses and service
providers to perform to the standards required:

The Employer must consult the Employee about the specific

performance standards aend targets that will be included in the
performance management system applicable to the Employee;

SR/ S

2
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5.4

5.5

5.6

8.7

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

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

The Employee’s assessment will be based on his performance in
terms of the outputs/outcomes (performance indicators} identified as
per attached Performance Plan, which are linked to the KPAs, and will
constituie 80% of the overall assessment result as per the weightings
agreed to between the Employer and Employee:;

[ & Service Detlvery and
Infrasmocture

Lozl Econamic Developisgmt

& Municipal Finanaat Veahiliny
and Management

B Good Governance, Pubiltic

80% ===~

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

I
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PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

6.6

8.7

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

6.1.1 The standards and procedures for evaluating the Employee’s

performance; and
6.1.2 The intervals for the evaluation of the Employee’s

performance.

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

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

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

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

preparation purposes:

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

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

6.6.2 A rating on the five-point scale described in 6.9 below shall be
provided for each KPI or group of KPls which will then be
multiplied by the weighting 1o calculate the final score;

6.6.3 The Employse will submit his self-evaluation to the Employer
prior fo 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
KP!l 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 cakulated based on the total of the
individual scores calculated above.

Assessment of the Competencies:

© (B e

%= @
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6.8

6.9

6.7.1

Each Competency will be assessed in terms of the
descriptions provided (Arnexure 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 fo
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 to calculate the final sco re; and

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

Overall rating

6.8.1  An overall rating 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 outcome of the performance

appraisal.

The assessment of the performancs of the Employee will be based on
the following rating scale for KPis:

1

- '-k(‘
F .

l 2

Outstandsog  Performance Fulty «Metive Npt hully Unacceprable
pedorrnance  signilicantly effective performance

abowe
expaktatimn:

Terminology Description

Outstanding Employes has achisved above fully effective results against
parformance all performance criteria and indicators as spectied in the PA

omployee at this ievel. The appraisel indicates that the

and Performance plan and maintsined this in all areas af
responsibiity throughout the year,

Performance Perlormance is  significantly higher than the standard
slgnificantiy expected in the job, The appraisal indicates that the
above Employee has achieved above fully effective results against
expectations moro than haif of the perormance criteria and indicators and

Performance far exceeds the standard expected of an [

7
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Terminology

Description

fully achieved all others throughout the year.

Fully effective

Performance fully meets the standards expected in all areas
of the job. The appraisal indicates that the Employee has fully
achiaved effective results against all significant perfornance
criteria and indicators as spacified in the PA and Performance
Plan.

Not fully effective

Performance is below the standard required for the job in key
areas. Performance meets some of the standards expected
for the job. The reviewfassessment indicates that the
employee has achieved below fuily effective rasufts against
more than half the key performance criteda and indicators as
specified in the PA and Performance Plan.

Unacceptable
performance

Performance does not meet the standard expected for the job.
The review/assessment indicates that they employee has
achieved befow fully effective results against aimost all of the
performance criteria and indicators as specified in the PA and
Performance Plan. The empioyee has failed to demonstrate
the commitment or ability to bring performance up 1o the level
expected in the job despite management efforts fo encourage

improvement.

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

rating scale:

A
3@
i '

58

e
i
—

1@
Poord

Basicid Competentld Advanced  Superiorid

Achievement
Level

Poor

Description

Ca not apply the basic concepts and methods to proof 8 basic
understanding of local government opersfions and requires
extensive supervision and development intsrventions.

Basic

Appliss basic concepts, methods, and undersianding of local
govemment operations, but requires supervision and
developrment intervention.

Competent

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

Advanced

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

Superior

Has & comprehensive understanding of local govermment

operations, efiical in_strategic shaping strateglc direction and

g
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7.

6.11

6.12

6.13

Achievement A
Level Description

change, develops and applies comprehensive concepts and
methods.

For purposes of evaluating the performance of the Employee for the
mid-year and year-end reviews, an evaluation 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 Chaimerson of the Performance Audit Committee or in his/her
absence thereof, the Chairperson of the Audit Committee: and

6.11.4 The Member of the Mayoral Committiee (Portiolic
Chairperson).

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

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

assessment meetings.

SCHEDULE FOR PERFORMANCE REVIEWS

7.1

72

7.3

7.4

7.5

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

R = » Revie o O elted

1 July - September Qclaber 2021 (informal)
2 QOctober — December February 2022

3 January — March April 2022 {Informal)
4 ApHl - June Sepiamber 2022

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

Performance feedback shall be based on the Employer's assessment
of the Empioyee’s parformance:

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

The Employer may amend the provisions of Annexure A whenever the
performance management system is adopted, implemented andfor

’ Dir. @ MM: %
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amended as the case may be. In that case, the Employes 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 be implemented and/or amended as
the case may be after each assessmant. In that case, the Employee will be
fully consulted before any such change or plan is made.

8. OBLIGATIONS OF THE EMPLOYER

9.1

The Employer shall-

9.1.1 Create an enabling environment fto facilitate effective
performance by the employee;

8.1.2 Provide access to skills development and capacity building
opperiunities;

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

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

this Agreement; and

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

10. CONSULTATION

10.1

10.2

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

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

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

10.1.3 A substantial financial effect on the Employer.
The Employer agrees to inform the Employee of the outcome of any
decisions taken pursuant to the exercise of powers contemplated in

clause 12.1 as soon as is practicable to enable the Employee to take
any necessary action with delay.

. Dir.:&MMz ‘9
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11. REWARD

11.1

11.2

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

performance;

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

12, MANAGEMENT OF EVALUATION OUTCOMES

12.1

12.2

12.3

12.4

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

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

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

In the case of unacceptable performance, the Employer shall —

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

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

13. DISPUTE RESOLUTION

13.1

13.2

In the event that the Employee is dissatisfied with any decision or
action of the Employer in terms of this Agreement, or where a dispute
or difference arises as to the extent to which the Employee has
achieved the performance objectives and targets established in terms
of this Agreement, the Employee may within 3 (three) business days,
meet with the Employer with a view to resolving the issue. The
Employer will record the outcome of the meeting in writing;

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

an Independent arbitrator, acceptable to both parties, shall be
appointed to resclve the matter within 30 (thirty) business days;

11
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13.3 In the instance where the matters referred to in 13.2 were not
successfully resolved, the matter shall be referred to the Executive
Mayor to 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 contemplated above fails, the
relevant clause of the Contract of Empioyment shali apply.

14. GENERAL

14.1  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 agreement diminishes the obligations, duties or
accountabilities of the Employee in ferms of his contract of
employment, or the effects of existing or new regulations, circulars,
policies, directives or other instruments,

it
Thus done and signed at Retmmint onthe I€  day June of
2021.
AS WITNESSES:

1. Q@) M“’W

o MUNICIPAE'MANAGER
2. _@ ML‘W

12
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; i~
Thus done and signed at ‘H AU OIS on the 1O day June of 2021.

AS WITNESSES:

~ DIRECTOR

N Dir.. MM: QD M
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219/270
Annexure B 2021/22
Cluster Leading Competencies
Competency Name | Strategic Direction and Leadership
Provide and diract a vislon for the institution, and inspire and deploy others
Compstency Definition |, setiver on the strategic institutional mandste
ACHIEVEMENT LEVELS
_BASIC COMPETENT ADVANCED SUPERIOR
* Understand s Give direclion to a| = Evaluate all activities o |« Structure and position
institutional and team In realising the | determine value and| the institution to Jocal
deparntmental institution’s  stratagic | aligpment to  strategic | govemment prioriltes
stralegic mandate and set| intent Actively use in-depth
objectives, bul | objectives » Display indepth | knowledge and
lacks the ability !s Has a positive impact |  knowledge and | understanding to
to inspire cthers and influence on the | understanding of strategic | develop and implement
to achieve set | morale, engagement| planning - a comprehensive

institutionsl framevork

mandata and participation of | « Align strategy and goals
o Describe  how team members across all functional areas |+ Hold seif accountable
i lasks | » Develop actions plans | « Actively define | for strategy execution
link o | to execute and guide | performance measures to | and results
institutiongt strategy monitor the progress and {» Provide impact and
sirategies  but implementation effectiveness of the | influence theough
has limited | e Aesist i defining | institution building and
Infivence in | performance s Consistently  challenge | maintaining  strategic
directing measures (o monltor | strategic plans to ensure | relationships
stratagy the progress and | relevance Create an environment
sHas a basic | effectiveness of the |« Understand instituionsl | that faciitates loyafy
understanding of institution structures and political | and innovation Display
institutional » Dizplays an | factors, and the | & superior level of self-
nce SWAareness of | consequences of actions discipline and integrity
management, institutional structures | « Empower others to follow [  in actions
but lacks the | and political faciors strategic  direction and [+ integrate various
ability © | » Effectively deal with complex| systeme into  a
integrate communicate bamiers [  situations collactive whole o
systems into & | fo execution to|e Guide the inslitution] oOptimise  institutional
collective whole |  relevant parties twough complex and| Pperformance
» Demonstrate & |« Provide guidence to| embiguous concem management

basic

&ll stakeholders in the

+Use understanding of

Uses understanding of

understending of | achievement of the | power relationships and| competing interests 1o

key  decision- | strategic mandale dynamic tensions among | mMmanosuvre

makers e Undersiend the aim| key players to frame | successfully to a
and objectives of the | communications and | win/win outcome
institution and refate it | develop strategies,

10 owr work

positions and allisnces
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Annexure B 2021/22
Cluster Leading Competencies
Competency Name | People Management
Effectively manage, ingpire and encourage people, respect diversity,
Competency Definition | optimige talent and build and nurture relationships in order to achieve
insttutional objectives
ACHIEVEMENT LEVELS —
BASIC COMPETENT ADVANCED SUPERIOR
»Participate in | »Seek opportunities to | « Identify ineffective team | « Develop and
team goal- | increase bearn | and work processes and | incorporate  best
setting and | contribution and | recommend remedial | practice  people
problem regponsibility interventions management
solving *Raspect and supporl | s Recognise and reward ( processas,
sinteract and the diverse nature of | effective and desired | approaches and
collaborate others and be aware of | behaviour tools across the
with people of the benefits of a diverse | « Provide mentoring and |  institution
diverze approach guidance to others in | ¢ Foster a culiure of
backgrounds » Effectively delegale | order {o  increase discipline,
s Aware of tasks and empower ]| personal effectiveness responsibility and
guidelines for | others (o  increase | » identify development [ sccountability
employes contribution and| and leaming needs | «Understand the
development, execute functions | within the team impact of diversity
but  requires | optimally _ « Build a work ( in  performance
support in | «Apply relevant | environment conducive [ and actively
implementing employee  legislation | to sharing, innovation, | ihcorporate a
development fairly and consistently ethical behaviour and | diversity strategy
initiatives sFacilitate team goal-| professionalism in the institution
selting and problem~ | sinspire a culture of | » Develop
solving performance excellence | comprehensive
» Effectively identify | by giving positive and [ integrated
capacity requirements | constructive feedback {0 | Strategies  and
to fufill the stategic| the team approactes  fto
mandate eAchieve agreement of | human capital
COnsensus in| development and
adversarial management
environments »Aclively  identify
sLead and unie diverse | trends and predict
teams across divisions | capacity
to achieve Institutional | requirements o
transition and
perfarmance
management
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Annexure B 2021/22
Cluster Leading Competencies
Competency Name Program and Project Management
Able to understand program and project management methodology;
Competency Definition | plan, manage, moniter and svaluate specific activities in order to
-_| deliver on set objectives
ACHIEVEMENT LEVELS .
BASIC COMPETENT ADVANCED SUPERIOR
initiate projects Establish broad { » Manage multiple Understand and
after approval from stakeholder programs ang conceptualise
higher authorities involvement  and balance priorities the long-term
Understand communicate the and confiicts implications  of
procedures of project status and according to desired project
program and key milestones institutional goals outcomes
project Define the roles Apply effective risk Direct a
management and responsibilities management comprehensive
methodclogy, of the project team strategies  through strategic macro
implications  and and create clarity Impact assessment and micro
stakeholder around and resource analysis  and
involvement expectations requirements scope  projects
Understand  the Find a balance Modify project scope accordingly to
rational of projects between  project end budget when realise
in relation fo the deadine and the requirad withaut institutionsl
institution’s quality of compromising  the objectives
strategic objectives deliverables guality and Caonsider and
Document and Identify appropriate objeciives of the iniiate  projects
communicate project resources to | project that focus on
factors and risk facilitate the involve top-laval achisvement of
associgted  with effective authorities and the  long-term
own work completion of the relevant otjectives
Use results and deiiverables stekeholders in influence pecple
approaches of Comply with seeking project buy- in positions of
successful projact statutory in authority ie)
implementation as requirements  and identify and apply implement
quide apply policies in a contemnporary outcomes of
consistent manner project management projects
Monitor  progress mathodology Lead and direct
and use of Influence and transtation  of
resourcas and molivate project policy into
meke needed team to  deliver workable
adjustments to exceptional resulte actione plans
timelines,  steps, Monitor policy Ensures  that
and resource implementation and programs  are
allocation apply procedures fo monliored  to
manage rieks track progress
and optimal
resource
utilisation, and
that adjustments
are made as
naeded
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Annexure B 2021/22
Cluster Leading Competencies
Competency Name Financiel Management
Able to compile, plan and manage budgets, control cash flow,
institute financial risk management and administer procurement
Caompetency Definitlon | processes in accordance with recognised financlal practices. Further
to ensure that all financial transactions are managed in an ethica!
menner
ACHIEVEMEMNT LEVELS
BASIC COMPETENT ADVANCED SUFPERICR
» Understand basic Exhibit knowledge |« Take active Davelop planning
financial concepls of general financial ovwmnership of tools to assist In
and methods as concepts, planning, planning, evalvating and
they relate t0 budgeting, and budgeting, and monitoring future
institutional forecasting and forecast processes expenditure
processes and how they interrelate and provides trencs
activities Assess, identify credible answers to Set budget
+ Display and manage queries within own frameworks for
awareness into financial risks responsibility the institution
the various Assume & cost- » Prepare budgets Set strategic
sources of saving approach to that are aligned to direction for the
financial data, financial the stralegic institvtion on
reporting management objectives of the expenditure and
mechanisms, Prepare financial institution other financial
financial reports based on » Address complex processes
govermance, specified formats budgeting and Build and nurture
processes and Congider and financizl parinerships to
systems understand the management improve financiat
+ Understand the financial concerns management and
importance of implications of o Put systems and achieve financial
financial decisions and procasses in place savings
accountability suggestions to enhance the Actively identiy
+ Understand the Ensure that quality and integrity and impiement
importance of delegation and of financial new methods to
assat control instructions as management improve asset
required by practices control
National Treaswry | «  Advise on policies Display
guidelines are and procedures professionalism in
reviewed and regarding asset dealing with
updated control financial data and
Identify and s Promote Nationai processes
implemant proper Treasury's
moenitoring and regulatory
evaluation practices framework for
{0 ensure Financial
appropriate Management
spending against
budget
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Annexure B 2021/22
Cluster Leading Competencies
Competsncy Name Change Leadership
Able to direct and initlate insfitutional transformation on all levels in
Compstency Definition | order to successfully drive and implement new initiatives and
'__| deliver professional and quslity services to the community
ACHIEVEMENT LEVELS
BASIC COMPETENT | ADVANCED SUPERIOR
» Display an Perform an analysis = Actively monitcr e Sponsor
awareness of change of the changa impact change Impact and change
interventions, and en the soctal, results and convey agerde and
the benefits of political and progress to relavant Cragie o
tranaformation economic slakeholders network of
initiatives environment = Secure buy-in and change
+  Able to identify basic  {« Maintain calm and spongorship for leaders who
neads for change focus during change change initiatives support the
» [dentify gaps s Able o assiettesm |» Continuously interventions
batween the current members during evaluate change o Actively
and desired siate change and keep strategy and design adapt current
» |dentify potentiel risk them focused on the and Introduce new structures
and challenges to deliverables approaches to and
transformation, Volunteer to lead enhance the processes to
inciuding registance change efforts institution’s incorporate
to change factors outside of own work effectiveness the change
» Parlicipate in change tsam o Builkd and nuriure interventions
prograing and Able to gain buy-in rolationships with ¢ Mentor and
pileting change and approval for various stakeholiders guide team
inerventions change from to establish strategic members on
s Understand the relevant alliance in facilitaing |  the effects of
impact of change sipkehoklers change change,
interventions on the ldentify change » Take the lead in resistance
institution within the readiness ievels and impactful change factore and
broader scope of assist in resolving programs how to
idocal Ggovermnment. resistance to change {+ Benchmark change integrate
factors intarventions against {  Change
Dezign change best change « Motvate and
interventions that practicos inspire others
are afigned with the |« Understand the around
institution’s strategic knpact and change
objeclives andgoais |  psychology of inttiatives
change, and put
remeadial
interventions in
place to facilitate
effective
transfonmation
¢ Take calculated risk
and sesk now ideas
from best practice
goenarios, and
identify the potential
for implementstion

cH
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Annexure B 2021/22
Cluster Leading Competencies_
Competoncy Name Covernance Leadership
Abie to promote, direct and apply professionaliem in managing risk
and compliance requinements and apply & thoraugh understanding
Competsncy Definition | of governance practices and obligations. Further, able to direct the
conceptualisation of relevant policies and enhance cooperative
_Jovernance relationghips
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Display & basic ¢ Displaya s  Able o link risk ¢ Doamonstrate a
awareness of thorough initiatives into key high lavet of
fisk, cempliance understanding of institutionaf objectives commitment in
and governanca governance and and drivers complying with
factors but risk and s ldentify, analyse ang governance
require guidance compliance maasure risk, create refuiraments
and factors and valid risk forecasis, ¢ Implemeant
development in implement plons and map risk profiles governance and
implementing toaddress theze 1o Apply risk contral compliance
such + Demonsirate methodology and strategy fo ensure
requirements understanding of approaches {o prevent echievement of
Understand the the technigues and reduce risk that institutional
struchire of and processes for impade on the objectives within
cooperative oplimising risk achigvement of the legislative
govemment bul taking decisions insfitutionsd objectives framework
requires within the s  Demonstrate a + Abie to advise
guidance on institution thorough tocal Governmant
fostaring e Actively drive understanding of risk on risk
workable policy fermulation retention plans management
relationships within the » Identily and sirategles, best
between institution to implament praclics
stakeholders ensure the comprehensive risk irtervantions and
Provide input achlevement of management systems compliance
into policy objectives and procesases management
formulstion ¢ Implement and |* Abletoforge
monitor the | positive
formuiation of policies, relationships on
identify and analyse cooperativa
constraints and governance lavel to
challenges with anhancs the
implementation  ang effectivenesa of |
provide Llocal government
recommendations for |» Ableto shape,
improvement direct and drive the
formulation of
policias on 2 maero
level
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Annexure B 2021/22
Cluster Core Competencles
Competency Name | Moral Competence
Competency Able to identify moral triggers, apply reasoning that promotes honesty
Definition and integrity and consistently display behaviour thal reflects moral
compelence .
L ACHIEVEMENT LEVELS
BASIC GCOMPETENT ADYANCED SUPERIOR
» Realise the Condyct self in e identify, develop, and Craate an
impact of alignment with the apply measures of self. environment
acting with values of Local correction conducive of
integrity, but Govemmentand |« Able to gain trust and maoral practices
requiras the institution respact through aligning Activaly develop
guidance and Abls 1o openly actions with and implamant
development in admit own commilments measures 1o
implementing mistakes and + Make proposals and combat fraud
principles weaknesaes and recommengations that and corruption
Follow the seak assistance are fransparent and gain Set Integrity
basic rules and from cthers when the approval of relevant standards and
regulations of unable o delhwer stakeholders shared
the institution Actively report * Present valuss, beliefs accountability
Able te identify fraudulent aclivity ang ideas that are measures
basic moral and corruption congruant with the acroes the
situations, but within focal institution’s rules and instiution to
requires government regulations support the
guidance and Understand and ¢+ Takes an active stance objectives of
development in honour the against corruption and local
understanding confidential nature dishonesty when noted govarnment
and reasoning of matters without | «  Actively promoie the Take
with moral seeking personal value of the institution o responsibility for
intent gain inlernal and external ownh actions and
Able o deal with stakeholders decisions, even
situations of s Able to work in unity with | ¥ the
conflict of nr:dterea“l‘ 2 team and not sesk consedquences
promptly and In the personal gain are
best nlerest of  Apply univeresal moral unfavourablo
local governrent principles conaistenty to
achieve moral decigions
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Annexure B 2021722
Cluster Core Competencies
Com ncy Neme | Planning and Organisin
Compstency Able to plan, prioritise and organise information and resources effectively
Definition 1o ensure the quality of service delivery and buitd efficient contingency
_plans fo manage risk
__ ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED __ SUPERIOR
» Abje io foltow ¢  Actively and a  Able to define » Focus on broad
basiz plans and appropriately instihetionat strategies and
organise tasks ofganise cbjectives, develop initiatives when
sreund et information and comprehensive devekoping
objectives respurses plans, integrate and plans and
o  Understand the required for a coordinzte activities, actions
pracess of task and assign s  Able {o project
planning and » Recognise the appropriste and forecast
organising but urgency and resources for short, medium
requires importance of successful and long term
guidance and tasks impiementation requiremants of
developmentin  |¢ Balance short * Idenlify in advance the institution
providing and long-term required stages and and lacal
detafled &nd plans and goals actions to complele government
comprehensive and incorporate tasks and projects e Transiate policy
plans into the team's e Scheduie reallstic inte relevant
+  Able to foliow performpance timelines, objectives projects 1o
xigting plans objectives end milestones for facilitate the
andensure that |  Schadule tasks to tasks and projects achlevement of
objeciives are ensure theyare |» Produoe dlear, institutional
met performed within detailed and objectives
*  Focus on short- budget and with comprehengiva
term objsctives afficient use of plans to achieve
in developing time and instiutional
plans and resources objectives
actions s  Measures ¢ |dentify possible risk
s Arange pregress and factors and design
information End manttor and impletment
resources performance appropriate
reguired for a results contingency plans
task, but require = Adapt plans in light
further structure of ¢changing
and grganiaation circumstances
s Prioritise tasks and
projecis according to
their relevant
urgency and
importance

&
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Annexure B 2021/22
Cluster Core Cotnpetencies
Competency Name * | Analysis and Innovation
Able to critically analyse mnformation, challenges and trends to
Competency estabiish and implement fact-based solutions that are innovative
Definition to improva institutional processes in order to achieve key strategic
objectives
. _ ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANGED SUPERIOR
» Understand the [« Demanstrate logical |« Coaches team + Demonstrate complex
baslc operation problem solving members on anaiytical and problem
of analysis, but fechniques and analytical and solving Bpproaches
iack detall and approaches and innovative and technigues
thoroughness provide rafionale for approaches and |« Craate an anvironment
¢ Able to balance recommendations techniques conducive 1o analytical
independent o Demonstrste « Engage with and fact-based
analysis with objeclivity, insight, appropriate problam-solving
requesting and thoroughness individuals in s Analyse, recommend
asslatanca from when analysing analysing and solutions and monior
others problems resolving complex | &rends in key
» Recommend » Able to break down problems challenges 1o prevent
new ways o complex problems | « Identify solutions end manage
perfarm tasks into manageable On various areas ocourrence
within own parts and identify in the institution ¢ Craate an environment
function golutions o Formulate and that fosters innovalive
& Propose simple |« Consult internal and fmplement new thinking and foliows a
remedial external ideas throughout leaming crganisation
interventions stakeholders on the institution approach
that marginally opportunities to + Abile to gain + Bg a thought leader on
challenges the improve processes approval and buy- | innovative customer
status quo and eervice delivery i for proposad service delivery, and
» Listen to the + Cleatly interventions from { process optimisation
ideas and communicate the relevent » Play an active rofe in
perepectives of benefits of new staksholders sharing best practics
others and opportunities and + |dentify trends and | eoiutions and engage
expiore innovative solutions kst practices in in national and
opportunities to to stelkeholders process and international local
enhancesuch  |» Continuously identify | service delivery government seminars
innovative opportunities to and propose and conferancas
thinking anhance intemal institutional
procestes application
= {dentily and analyse |+ Continuously
opportunities engage in
conducive o research o
innovative identify cliant
approaches end needs
propose remadiial
intervantion
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Annexure B 2021/22

Clueter Core Compelancias
Competency Name _ | Knowledge and Information Management
Able to promole the generation and sharing of knowledge and
Competency Definition | information through various processes and media, in order to
enhance the coflective knowledge base of incal govermment
ACHIEVEMENT LEVELS ___
BASIC COMPETENT ADVANCED SUPERIOR
s Collact, » Useappropriaie | » Effectively predict | » Craate and
categorise and information future information support a vision
track relevani systems and and knowledge and culture where
information technology {0 management team members
required for manage requirements and are empowened to
specific tasks inslitutional syslems seek, galn and
and projects knowledge and o Develop standarde shara knowledge
& Angalyse and information and processes to and information
interpret sharing meet future » Establish
informadtion to + Evaluate data knowledge partnerships
draw from varioue manegemetit across local
conclugions BOArCEes and use needs - government tc
s Ssek new information + Share and facllitate
saurces of effectively t¢ promote best- knowledge
information to influence practice management
increase the desisions and knowladge s Demonstrate 8
knowiedge provide solutions management mature approach
base v Actively create across various to knowledge and
+ Regularly mechanisms and institutions information
share structures for » Establish accurate gharing with an
information sharing of measures and abundance and
end knowiedge information monitoring assictance
with intemal s LUsa external and systems for approach
stakeholders intemal knowledgea and * Recognise and
and eam resources fo information exploit knowledge
meémbers research and managerent points in
provide relevant | « Create a culture interactions with
and cutting-edge conducive of internal and
knowledge to learning and externsaf
enhance knowledpe sharing stakaholders
inatitutional s HoM regular
effectiveness end knowledge and
efficiency information
sharing sessions
to slicit new ideas
and share best
practice
approaches

RN
NEH
@85
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Annexure B 2021/22
Cluster L Core Compelencies
Competency Namae | Communication
Able to share information, knowledpe ard ideas in a clear,
Competency focused and concise manner appropriale for the audience in
Definition order to effectively convey, persuade and influence stakeholders
to achieve the desired oulcome
_ ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Demonsiratean | « Expressideas | « Effectively Regarded as a
understanding to individuals communicate high- specialist in
for and groups in risk and sengitive nagotiations
communication formal end matters 1o refevant and
levers end tools informal stakehoMers reprasenting the
appropriate for setlings in an Develop a well- institution
the audience, manner that is defined Abie o insplre
but requires interesting and cominunication and molivate
guidance in motivating stretegy others through
utitising such s Ableto Balance political positive
tools understand, perspectives with communication
« Express idaas in tolerate and institutional needs that is impactf
a clear and appreciate when communicating and relavant
focused manner, diverse viewpoints en Creates an
but does not perspectives, complex issues environment
always take the aftitudes and Able to effectively conducive to
needs of the beliefa direct nepetiations transparent and
audience into s Adapt around complex productive
congideration communicafion matters and amive at communication
» Disseminate and content and & win-win situation and critical and
convay siyle to suit the that promotes Batho appreciative
information and audience and Feile principles conversations
knowledge faciftale Market and promote Able to
adequately apfimal the institution to coordinate
information external stakeholders nagotiations at
transfer and seek to enhance different levels
s Dmiiver content & positive image of within locaf
in 2 manner the ingtitution governrnent and
that gains Able to communicate externally
suppart, with the media with
commitment high levels of morai
and agreement competence and
from velevant discipline
stakehnidars
o Compile taar,
focused,
concise and
well-structurad
written
documents

®
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NS
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Annexure B 2021/22
Cluster Core Competencias _
Compstency Name Resuits and Qualily Focus
Able to maintain high quslity standards, focus on achieving
results and objectives while consistently striving to exceed

Competency Definltion | expectations and encourage others tc mest quality standards.

Further, to aclively monitor and measure resulls and quality
against identified objectives

_ ___ ACHIEVEMENT LEVELS

BASIC COMPETENT ADYANGED SUPERIOR

¢+ Understand ¢ Focus on high- + Consistently verify | « Coacheand
quality of work priomty ections own stendards guide others to
but requires and does not and outcomes to exceed quality
guidance in become eneure quality standards and
attending to distracted by output resutts
important lower-priority Focus on the end Develop
malters activities result and avoids challenging,

+ Show a basic « Digplay firm being distracted cllent-focused
commitment to commitmant Demonstrate a goals and sets
achieving the and pride in determined and high standards
correct resulls achieving the committed for personal

+ Produce the corract resutis approach io
minimum level * Set quality achieving rasuits Commit to
of resulis standerds and and quality exceed the
required in the design standards results and
role processes and Follow task and queiity standards,

» Produce tasks around projects through manitor cwn
outcomes that achieving set te comptetion performance and
is of & good standards Set challenging implement
standard » Produce output goails end remadial

s Focus on the of high quality objectives to self interventions
quantity of » Able to balance and team and when required
output but the quantity arnd display Work with team
requires quality of resutls commitment to to sat ambitious
development in in order to achieving and challenging
incorporating achiave ions tearn goals,
the qguality of cbjectives Maintain a focus commisnicating
work » Monitors on quality outputs long- and short-

* Produce quality progress, quality when placed term expectations
work in general of work, and use under pressure Take appropriate
circumstances, of resources; Establishing fisks to
buit falls 1o mest provide status Institutional accomplish goals
expectation updgtes, and systems for QOvercome
when under make managing and setbacks and
pressure adjusiments as assighing work, adjust action

needad defining plane to reslise
responsibilities, goals
tracking, Focus people on
monitoring and critical activities
MeasUring that yield a high
BUCCOSS, impact
evaluating and
valiing ihe work
of the institution
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Performance agreement made and entered into by and between

The Oversirand Municipality and represented by Dean O'Neill, the Municipal
Manager (herein and after referred as Employer)

and

Neville Michaels, the Director: Protection Services (herein and affer referred as
Employee) for the period 1 July 2021 to 30 June 2022

Where as

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

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

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

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

1. INTERPRETATION
1.1 In this Agreement the followings terms will have the meaning ascribed
thereto:
1.1.1 “this Agreement” — means the performance agreement
between the Employer and the employee and the Annexures
thereto;

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

1.1.3 ‘the Employes” means the Director appointed in ierms 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.

=
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PURPOSE OF THIS AGREEMENT

2.1

2.2

2.3

2.4

2.5
2.6

2.7

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

between the Pariies;

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

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

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

To establish a transparant and accountable working relationship:;

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

To give effect to the Employer's commitment to a perfermance-
orientated relationship with the Employee in attaining improved

service delivery.

COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

3.5

This Agreement will commence on 01 July 2021 and will remain in
force until 30 June 2022 where-after a new Performance Agreement
shall be concluded between the parties for the next financial year or
any portion thereof;

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

succeeding financial year;

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

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

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

PERFORMANCE OBJECTIVES

4.1

The Performance Plan (Annexure A) sets out —

3
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42

4.3

4.4

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

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

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

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

shall include;

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

4.2.2 Key performance indicators that provide the details of the
evidence that must be provided to show that a key objective

has been achieved;

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

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

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

The Emplayee’s performance will, in addition, be measured in terms of
contributions to the goals and strategies set out in the Employer's
integrated Development Pian,

PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

5.3

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

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

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;

) Dir.:%’ MM: &
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54

5.5

5.6

5.7

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

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

Performance Agreement;

The Employee's assessment will be based on his performance in
terms of the oulputs/outcomes (performance indicators) identified as
per attached Performance Plan, which are linked to the KPAs, and will
constitute 80% of the overall assessment resuit as per the welghtings

agreed to between the Employer and Employee:

& Sewice Delivery and
Infractruchyre

 punilcipal Transformaton
and Ireteut anad
Develmunent

* Local Ecenornie Davalpprismt

v Municipal Fimancial Viahdiy
ind Monagement

*~ Goodl Govemanoe, Public
Pargopition Acconniabiliy
ond Transpasency

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

competencies,

B Steategiciirectionindiendershiph
8 Peopklnamsgxment

& Frogramikndirolecfinanpe mentd
B Frwnlaranagementd

s Changetsadershipa

*+ Goveamenceleadersipll

2 fdoralEampeteno

§il Flanninglnd@rganisingl

U AnslysighndinnovationR

+ Knerwrledgelind@nformationt

managerverad
- Conmunltationd

I Rasyledin digusaltylocysa
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€.

PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

6.6

6.7

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.

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

Personal growth and development needs identifled during any
performance review discussion must be documented in a Personal
Development Plan as well as the acfions agreed to 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 Employers
Integrated Development Plan (1DP) as described in 6.6 — 6.13 below;

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

preparation purposes;

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

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

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

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

6.6.4 In the instance where the employee could not psrform due to
reasons outside the control of the employer and employee, the
KPl will not be considered during the evaluation. The
employee should provide sufficient evidénce in such instances;

and

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

Assessment of the Competencies:

° Dir.: MM: af
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6.8

€.9

6.7.1

6.7.2

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

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

An overall score will be caleulated based on the total of the

6.7.3
individual scores calculated above.
Overall rating
6.8.1 An overall rating is calculated by adding the overall scores as

6.8.2

calculated in 6.6.5 and 6.7.3 above; and

Such overall rating represents the outcome of the performance
appraisal.

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

]
-
3
2
¥

Outstardtwg  Performance  Fully clective Notfully  Unzcesptabie

perlarmance  significantly effective performance
abowe
expectatian:
Terminology Description

Perfosmance far excesds the standard expected of an
employee at this level. The appralsal indicates that the

Outstanding Employee has achigved above fully effsctive rasults against
performance all performance criteria and indicetors as specified in the PA

and Performance plan and maintained this in all areas of
responsibility throughout the year.

Peiformance is slgnificantly higher than the standard

Performance

significantly expacted in the job. The appraisal indicates that the
ahove Employes has achieved above fully effective results against
expectations more than half of the performance criteria and indicators and

7
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Terminology

Description

fully achieved all others throughout the year.

Fully effective

Performance fully mests the standards expected in ail areas
of the job. The appraisal indicates that the Employee has fully
achieved effective results against all significant performance
criteria and indicators as speclfied in the PA and Performance

Plan.

Noti fully effective

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

Unacceptable
performance

Performanca does not meet the standard expected for the job.
The review/assessment indicates that they employee has
achieved below fully effective results against almost all of the
performance criteria and indicators as specified In the PA and
Performance Plan. The employee has failed to demanstrate
the commitment or abiiity to bring perfermance up to the level
expected in the job despite management efforts to encourage
improvement.

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

] T 1

- g
)-"-"
="

rating scale:
18

e ‘q-
Poorf#

Bagicfll Competentll Advanced® Superiorf

Achievement
Level

Poor

Description

Do not apply the basic concepls and methods to proof g basic
understanding of local govemment operations and requires
extensive supervision and development interventions,

Basgic

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

Competent

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

oxecules progressive analysis,

Advanced

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

Superior

Has a comprehensive understanding of local government
operations, critical in strategic shaping strategic directian and

*®
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7.

6.11

6.12

6.13

Achievement (s
Level Description
change, develops and appliss comprehensive concepts 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 wil) be established —

6.11.1 Municipal Manager;
6.11.2 Municipal Manager from another municipality;

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

6.11.4 The Member of the Mayoral Committee (Portiolio
Chairperson),

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

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

assessment mestings.

SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2

7.3

7.4

7.5

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

verbal if performance is satisfactory:

Review Period Review to be completed by

‘Quiarter
1 July - Seplember October 2021 {informal)
2 Octcbar — December February 2022
3 January - March April 2022 {Informal}
4 April - June September 2022

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

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

The Employer will be entitled to review and make reasonabls changes
to the provisions of Annexure A from time to time for operational
reasons. The Employee will be fully consulted before any such

change is made; and

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

’ Dir.: %MM é’é
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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.

DEVELOPMENTAL REQUIREMENTS

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

fully consulted before any such change or plan is made.

9.1

OBLIGATIONS OF THE EMPLOYER

The Employer shall-

9.11 Create an enabling environment to facilitale effective
performance by the employes;

9.1.2 Provide access to skills development and capacity building
opportunities;

8.1.3 Work collaboratively with the Employee 1o solve problems and
generate sclutions to common problems that may impact on
the performance of the Employee;

9.1.4 On the request of the Empioyee delegate such powers
reasonably required by the Employee to enable him to mest
the performance objectives and targets established in terms of

this Agreement; and

9.1.5 Make available to the Employee such resources as the
Employee may reasonably require from time fo time assisting
him to meset the performance objectives and targets

established in terms of this Agreement,

10. CONSULTATION

101

10.2

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

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

10.1.2 Commit the Employee to implement or to give effect to 2
decision made by the Employer; and

10.1.3 A substantial finrancial effect on the Employer.
The Employer agrees to inform the Employee of the autcome of any

decisions taken pursuant to the exercise of powers contemplated in
clause 12.1 as soon as is practicable 1o enable the Employee to take

any necessary action with delay.

0
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11.  REWARD

11,1 The evaluation of the Employee's performance will form the basis for
acknowledging outstanding performance or comecting unacceptable

performance;

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

12. MANAGEMENT OF EVALUATION OUTCOMES

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

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 satisfactory and any programme, including any dates, for
implementing these measures:

123 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

12.4  In the case of unacceptable performance, the Employar shall —

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

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

13.  DISPUTE RESOLUTION

131 In the event that the Employee is dissatisfisd with any decision or
action of the Employer in ferms of this Agreement, or where a dispLte
or difference arises as to the extent to which the Employee has
achieved the performance objectives and targets established in terms
of this Agreement, the Employee may within 3 {three) business days,
mest with the Employer with a view to resolving the issue. The
Employer will record the outcome of the meeting in writing;
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13.2

13.3

13.4

13.5

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

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

of a formal dispute from the Employee.

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

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

14. GENERAL

The contents of this agreement and the outcome of any review

14.1
conducted in terms of Annexure A may be made availabie to the
public by the Employer: and

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

Hu.,
Thus done and signed at Paewuus onthe ‘¥ day June of
2021,
AS WITNESSES:

MUNICIPAL MANAGER

2 d‘ffcwtemh:.m
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Thus done and signed at P-%ﬁ'hqnd—‘-*' on the “:’: day June of 2021,

AS WITNESSES:

,  JShowttuback

13
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256/27G
Annexure B 2021/22
Cluster Leading Compeiencies
Competency Name | Strategic Direclion and Leadarship
Provide and direct a vision for the institution, and inspire and deploy others
Competency Definition to deliver on the strategic institutional mandate
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
« Understand ¢ Give direction to a|e Evaluale all activities to [« Structure and position
institutional and feam in realiging the | determine wvalue and| the institution to ioeal
departmental institution’s  strategic | afignment to strategic | govemment priorities
strategic mandale and set| inteni » Actively use in-depth
objeclives, but objectives « Display in-depth | knowledge and
lacks the ability |e Has a positive Impact | knowledge and | understanding to
to inspire athers | and inflience on the | understaniing of strategic | develop and Implermnent
te achieve set morale, engagement | planning a comprehensive
mandate and participation of | » Align strategy end goals | institufional framework
s Dascribe  how | team membars across all functional areas [« Hold seff accountable
specific  tasks |« Develop actions plans | « Actively define | for sirstegy execution
fink to o execule and guide | performance measures o | and resulis
institutional siratagy moanitor the progress and |+ Provides impast and
strategies  but implementation effectiveness eof the | influence through
has limited | e Assist in defining | institution building and
Influenca in | performance + Consistently  chelienge | maintaining  strategic
directing measures to monitor | sirategic plens to wnsure | relationchips
stretegy the progress and{ relevance Create an envirohment
~Has a basic effectiveness of the | » Understand  institutional | that faciitates Ioyalty
understanding of institution structures and  political | and Innovation Display
institutional + Displays an | factors, and the | a supserior level of saif-
performance awaraness of | consaguences of actions discipline and integrity
management, institutional structures |+ Empower others to follow | in aclions
but lacks the | and political factors strategic  direction  and |« Integrate varfous
ability to |+ Effectively deal with complex{ systems into @
integrate communicale barriers |  situations collective whole to
systems into a to  sxecution 0 lsGuide the instiution| optimise Instiutional
colfective whole relevant parties though complex and| pefiomance
+ Demonstrate & |« Provide guidance fo| ambiguous concem management
basic all staksholders in the | « Use undergtanding of ¢ Uses understanding of
understanding of | gchievement of the | power relstionships and | competing interests to
key gecsion- | stralegic mandate dynamic lensions among | manosuvre
mekers s Understand the alm| key players to frame| successfully fo a
and objeclives of the | communications and | winiwin culcome
Institution and relete it | develop strategies,
to own work positions and alliances

S
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Annexure B 2021/22
Cluster Leading Competencies
Competency Name People Management
Effectively manage, inspire and encourage people, respect diversity,
Competency Definition | optimise talent and build and nurture reletionships in order to achieve
institutional ebjectives
ACHIEVEMENT LEVELS
_BASIC COMPETENT ADVANCED SUPERIOR
e Participale in [eSeek opporunities to ¢ Identify ineffective team | » Develop and
team gosl- | increase leam | and work processes and | incorporate  best
sotting and | contribution and | recommend remedial | practice people
problem responsibility interventions management
golving +Respect end support | « Recognise and reward processes,
sinteract and | the diverse nature of| effective and desired | approaches and
collaborate others and be aware of | behaviour teols across the
wilh people of | the benefits of a diverse | « Provide mentoring and | institution
diverse approach guidance to others in [ » Foster a culture of
backgrounds » Effectively delegate | order lo  increase | discipline,
s Aware of | tacks and empower| parsonal effectivensss responsibility and
guidstines for | others to increase *ldentify  development [ accountsbility
employee confribution and| and learning needs | *Understand the
development, execute functions | within the teamn impact of diversity
but  requires | optimally » Build a work | In performance
support | e Apply relevant | environment conducive | end actively
implementing employee legisiation | to shering, innovation, | incorporste a
development fairly and consistently ethical behaviour and | diversity strategy
initiatives *Facilitale team goal-| professionalism in the institution
sefting and problem- | einspire & culture of [ « Develop
golving perlormance excelenca | comprehensive
» Effectively identify | by giving positive and | integrated
Capacily requirements | constructive feedback to | Strategies  and
to fulfil the strategic| the team @pproaches fo
mandate s Achieve agreemant or | human capital
consensus in | devefopment and
adversarial management
environments »Actively  identity
*Lead and wnite diverse | (rends and predict
teams ecross divisions | capacity
to achieve institutional | requirements to
objectives facilitete  unified
fransition and
performance
managerment

=B
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Annexure B 2021/22
Cluster Leading Competencies
Competency Name | Program and Project Management

Competency Definition

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

deliver on et objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
initiate projects | s FEstablish broad [ + Manage multiple | » Understand and
after approval from stakeholder progtams and conceptualise
higher authorities involvement  and balance  priorities the  long-term
Understand communicate the and conflicts implications  of
procedures of project status and according o desired project
program and key milestones institutional goals outcomes
project ¢ Define the roles Apply effective rigk | ¢ Direct a
managemeant and responsibilities management comprahensive
methodology, of the project teamn strategies  through strategic macro
implications  and and create clarity impact assessment and micro
stakeholder arocund and resource analysis and
imvolvement axpectations requirements scope  prajecs
Understand  the |» Find a balance Modify project scope accordingly to
rational of projects between  project and budget when raallse
In relation to the deadline and the required without institutional
institution’'s quality of compromising the objectives
strategic objeclives deliverables quality and}« Consider and
Document and |« identfy appropriate objectives of the initiate projects
communicaie project resources to project that foecus on
factore and risk facilitate the involve top-level achievement of
associaied with effective authorities and the long-term
own work completion of the relevant objectives
Use results and deliverables stakeholders inle Influence people
approaches of |« Comply with seeking project buy- in positions of
successful  project statutory in authority o
impiementation as requirements and identify and apply implement
guide apply policies in a contemporary outcomes of
consistant manner project management projects
* Monitor  progress methodology & Lead and direct
and use of Influence and translation  of
resources and mctivale project palicy into
make negded team 1o deliver workable
exceptional resulis actions plans

adjustments o
timelines,  sleps,
and resource
allscation

Monitor policy
implemaniation and
apply procedures o
manage risks

Ensures that
programs  are
monitored to
track progress
and optimal
resource

utilization, and
that adjustments
are made as
neadad
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Annexure B 2021/22
Cluster Leading Competencies
Competency Name | Financial Management _
Able to compile, plan and manage budgels, control cash fow,
institute financial risk management and adminlster procurement
Competency Definition | processes in accordance with recognised financial practices. Further
to ensure that all financial transactions are managed in an ethical
mannar -
_ ACHIEVEMENT LEVELS -
BASIC COMPETENT ADVANCED SUPERIOR
* Underatand basic Exhibit knowledge e Take active Develop planning
financial concepts of general financial ownership of tools to assist in
and methods as concepts, planning, planning, evaluating and
they relate to budgeting, and budgeting, and rmonitoning futire
institutional forecasting and forecast processes expenditure
processes and how they interrelate and provides trends
aclivilies Assess, identify credible answers to Sel budget
e Display and manage queries within own frameworks for
awareness into financlal risks responsibility the inatitution
the various Assume a cost- * Prepare budgels Sel strategic
sources of saving approach to that are akigned to direction for the
financial data, financial the strategic institution on
reporting management objecfives of the expenditure and
mechanisms, Prepare financlal institution other financial
financlat reports based on s Address complex Processes
govemance, spacified formats budgeting and Build and nurture
processes and Consider and financial pannerships o
systems understand the management improve financial
¢ Understand the financial concarms management and
Importance of implications of ¢ Putsystems and achieve financial
financial decisions and processes in place savings
accountebllity suggestions 1o enhance the Actively identify
+ Undemstand the Ensure that guality and integrity and implement
importance of delegation and of financial new methods to
asset control instructions ag management improve asset
required by practices control
National Treasury |e Advice on policies Dispiay
guidelines are and procedures professionalism in
reviewed and regarding asset dealing with
updated control financial daila and
Identify and * Promote National processes
implement proper Treasury's
monitoring and regulatory
evaluation practices framework for
to ensure Financial
appropriate Management
sponding against
budget
5
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Annexure B 2021/22
Ciuster Leading Compstencies
Competancy Name Change Leadership
Able to direct and initiate institutional transformation on all levels in
Competsncy Definition | order 1o successfully drive and implement new iniiatives and
__| deliver professionst and quality services to the community
ACHIEVEMENT LEVELS
__BASIC COMPETENT ADVANCED SUPERIOR

» Display an * Perform an analysis |s  Actively monitor +«  Sponsoy
awareness of chenga of the change impact change impact and charige
interventions, and on the social, results end convey 2gente and
the benefits of political and progress to relevant cregte a
transformation economlc stakeholders network of
inltiatives environment s Secure buy-in and change

s Able to identify basic |« Maintain calm and sponsorship for leaders who
reeds for change focus during change change initiatives support the

» ldentify gaps * Abletoassisttaam |« Continuously interventions
between the current members during evaluate change «  Actively
and desired siate change and keep stralegy and design adapt current

¢+ ldentify potentiel risk them focused on the and introduce new shructures
and challenges to deliverables approaches to ang
transformation, + VYolunteer to lead snhance the processes {o
including resistance change efforts insfitution’s incorporate
to change factors cuiside of cwn work effectiveness the change:

« Porticipate in change team = Build and nuriure interventions
programs and » Able to gain buy-in relationships with s Mentor and
ploting change and approval for various stakeholders guide team
interventions change from to establish sirategic members on

= Undesstand the relevant alliance in facilitating the affacts of
impact of change siskeholdera change cha_nge.
interventiocne onthe  |» [dentify change + Takethe leadin resistance
institution within the readiness levels and impactful change factore and
broader soope of aseist In resolving programs how to
Hocsl Ggovemment. resistance to change |« Benchmark change integrete

factors interventions againet |  change
» Deslgn change best change * Motivate and
interventions thal practices inspire ofhers
are aligned withthe |« iUndamtand the :hl‘ﬁund
institution's stretegic mpact and ange
objectives and gioals psychology of Intiatives
changs, end put
remedial
interventions in
place to facilfaie
effective
transformation
¢+ Take calculated risk
and senk new ideas
from best practice
scenarios, and
identify the poteniial
far implementation
6
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Annexure B 2021/22
Cluster Leading Competencies
Competency Name Governance Leadership
Able to promote, direet and apply professionalism in managing risk
end compliance requirements and apply a thorough understanding
Competency Definition | of govemance praclices and obligations. Further, able to direct the
conceplualisation of relevant policies and enhance cooperative
pvaihance relationships
- ACHIEVEMENT LEVELS
| ____BAsie COMPETENT ADVANCED SUPERIOR
« Displayabasic | Display a ¢ Able to link risk Demanstrate
awareness of thorough intiatives into key high tevel of
risk, compliance understanding of institutional objectives commitrment in
and govemance governance and and drivers complying with
factors but risk and + ldentify, analyse and governance
require guidence complignce measure rigk, create requiremaents
and factors and valid risk forecasts, Implemant
development in impleiment plans and map rigk profiles governance ang
implementing to address these e Apply risk control compliance
such * Demonsirate methodology and strategy to ensure
requirements understanding of approaches to prevent |  achievement of
» Understand the the techniques and reduce risk that institutional
structure of and processes for impede on the objectives within
coopetive optimising risk achlevement pf the legislative
govemment but taking decisions institutional objectives framework
requires within the s Demonstrate a Abls to advise
guidance on institution thorough Local Governmant
fostering s Actively drive understanding of risk on risk
workable poficy formulation retention plans management
relationships within the ¢ identity and stralegles, bast
between institution to impiament practice
stakeholders enaure the compreheansive risk interventions and
* Provide input achiovernent of managament systems compllance
into policy objectives and processes managemsant
formuiation a Implement and Able to forge
monitor the positve
formulation of policies, relationships on
identify and analyee cooperative
consiraints and governance feval 1o
challenges with enhance the
implementation and| effectiveness of
provide Elocal government
recommendations for Able to shape,
improvement direct and drive the
formulation of
policies on a macro
ievel
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Annexure B 2021/22
Cluster “Core Competencies
Com cy Name | Moral tence
Competency Able to identify moral triggers, apply reasoning that promotes honesty
Definition and integrity and consistently dispiay behaviour that reflects moral
compelence _ _
—____ ACHIEVEWENT LEVELS ___ I
BASBIC COMPETENT ADVANCED SUPERIOR
= Realise the e Conduct seffin + |dentify, deveiop, and Create an
impact of afignment with the apply measures of self- environmant
acting with valses of Locs) correction conducive of
integrity, but Governmentand [e Able to gain trust and moral practices
requires the institution respect through aligning Actively develop
guidance and » Abls to cpeniy actions with and implement
development in admit own commitrments measures to
implementing mistakes and » Make proposals and combat fraud
principies weaknesses and recormmendations that and corruplion
+ Foliow the saek assistance are transparent and gain Set integrity
baslkc rules and from others when the approval of relevant standards and
regulations of unable to deliver stakeholders shared
the institution = Actively report = Present values, beliefs accountability
» Able o [dentify fraudulent activity and ideas that are maasures
bagic moral and corruption congrusnt wih the across the
eituations, but within local institution's rules and institution to
raquires govemment regulations suppart the
guidance and ¢ Undarstamd and « Tekes an achive stance objectives of
development in honour the against cosnuplion and local
understanding confidential nature dishonesty when noted Hovarnment
and reasoning of matters without 1 e Actively promote the Take
with morel seeking personal value of the institution to responsibility for
intent gain internal and external own actions arxi
* Able to deal with stakeholders dacisions, even
situations of © Able towork in unity with | i the
cmﬁictlof in&eirea“t‘ a team and not seek consequences
promptly and in the rsonal gain are
best interest of N r;pw uni;':rgal moral unfavourable
locat govemment principles consistently to
__achieve moral decisions
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Annexurie B 2021722
Clustar Core Competencies
Competency Name | Flanning and Organising
Competency Able to plan, pHoritise and organise information and resources effactively
Definition 10 eénsure the quality of service delivery and build efficient contingency
plans to manage risk
ACHIEVEMENT LEVELS
BASK: COMPETENT ADVANCED SUPERIOR
e Abis to follow *  Actively and *  Able to define e Focus en broad
basic plans and appropriately instituiona) strategies and
organise tesks oIganise objactives, deveiop initiatives when
around set information and comprehensive developing
objectives resources plans, integrate and plans and
*  Understand the required for a coordinate activities, actions
process of task anad assign s Able to project
planning and ‘- Racogniee the approprigie and forecast
organising but urgency and rasources for short, medium
réquires importance of successful and long term
guidance and tasks imptementation fequirements of
developmentin |  Balance shori = iderilfy in advance the institution
providing and Jong-term required steges and and local
detailed and plans and goals actions o compiete government
comprahansive and i tasks and projecte * Transiate policy
plans into the team's = Schedule realistic inta relevant
«  Able to follow performance timelines, objectives projects to
existing ptans objectives and milestones for facilitate the
andensure that o Schedule tasks {o tasks and projecis achievement of
jectives arg ensuretheyare (o  Produce clear, institutiongl
met performed within detziled and objectives
«  Focus on shori- budget and with comprehensive
temn objeclives efficient use of plans ta achieve
In devaioping time and institutional
plane and resources objectives
actions s  Measures ¢ Identify possibie risk
+ Arrange progress and factors and design
information and monitor and implement
resources performance appropriate
required for a resutts contingency plans
, but require ® Adapt plans in light
further structure of changing
and organisation creumstencas
+  Prioritise tagks and
projects acconding to
their relevant
trgency and
importance
9
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Annexure B 2021/22
Cluster Core Competencies
Competency Name Analysis and Innovation
Able to editically analyse information, challenges and irends to
Compstiency establish and implement fact-based solutions that are innovative
Definition to improve institutionsl processes in order to achieve key strategic
objeclives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
* Understand the |+ Demonstrate logical |+ Coaches team » Demonstrate complex
basic operstion probiem solving members on analytical and problern
of analysis, but techniques and anslytical and solving approaches
lack detail and approaches and innovative and techniques
thoroughness provide rationale for | approachesand |e Create an environment
« Able 1o balance recommendations technigques canducive to analytical
independent » Demonstrate + BEngage with and fact-based
analysis with objectivity, insight, appropriate prablem-sclving
requesting and thoroughness individuals In » Analyse, recommend
assistanca from when analysing analysing and solutions and monitor
others problems resolving complex | trends in key
* Recommend * Able to break down prcblerns challenges to prevent
nevy ways to complex problems  { idenlify solutions and manage
perform tasks into manageable on various greas oCcUmence
within own parts and identiy in the institution |+ Create an environment
function solutions = Formulate and that fosters innovative
¢ Propose simple e Consult internal end implement new thinking and follows a
remedial external ideas throughout Isarning organisation
interventions stakeheiders on the institution approach
that marginally opportunities to + Able to gain * Be 2 thought isader on
chalienges the improve processes approval and buy- | innovative customer
status quo and service delivery | in for proposad sarvice delivery, and
s Ligten {o the » Clearly interventions from | process optimisation
ldaas and communicate the refevant « Play an active role in
perspectives of benefits of new siakehokiers sharing best practice
others and opporiunities and + |dentify tends and | soiutions and ehgage
explore innovative solutions best practices in in national and
appartunities to to stakeholders process and international local
enhance such + Gontinuously identify | service deiivery Sovernment seminars
innovative opportunities to and propose and conferences
thintking snhance internal insfitutional
procasees application
e (deniffy and analyse |[» Continuously
opportunities engage in
conducive to research to
innovative identify client
approaches El‘lda‘ needs
propose remedi;
intervention
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Annexure B 2021/22
Cluster Core Competencies
Compefency Name Knowledge ant information Management
Able to promote the generation and sharing of knowledge and
Competency Definition | information through various processes and media, in order to
enhance the caltactive knowledge base of local govemment
— ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
¢ Coliact, « Useappropriate | » Effectively predict | ¢+ Creste and
categorise and information future information support a vision
track refavant syzlems and and knowledge and cultiure where
information technology to management tearn members
required for menage requirements and &re empowered to
specific tasks instilutional systems seek, gain and
and projects knowledge and + Develop standards share knowledge
+ Analyss and information end processes io and Information
interpret sharing meet fulure + Establish
information to ¢ Evalyaie daty knowledge parinerships
oraw from varioug management across local
conclusions sources and use needs government to
« Seek new information » Share arx! fecilitate
sources of effectively to promote best- knowtedge
information to influence practice management
increass the decisions and knowledge « Demonsirate a
knowiedge provide solutions management mattire approach
base ) » Actively create across varigus to knowledge and
+ Regulerly mechanisms and Institutions information
share siructures for o Establish accurate sharing with an
information sharing of measures and abundance and
and knowledge information monitoring assislancs
with internal + Use exiernal and systems for approach
stakehoiders interngl knowledge and ¢ Recognize and
and team resources o information exploit knowledge
members research and management points In
provide relevant | « Create a culture interactions with
and culting-edge conducive of internal and
Knewledge to i@arning and external
enhance knowledge sharing slakeholders
institutional » Hold regular
effectiveness and | knowledge and
efficiency information
sharing seasions
1o elicit new ideas
and share best
practice
_approaches
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Annexure B 2021/22
Cluster { Core Competencies
Competency Name | Gemmunication
Able to share information, knowiedge and ideas in a clear,
Compstency focused and concise manner eppropriate for the audience in
Definition order to effectively convey, persuade and influence stakeholders
ta achieve the desired outcome
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Demonstrate an | « Expressideas | o Effectively Regarded as a
understanding to individuals communicate high- specialist in
for and groups in risk and sensitive negctiations
communicstion formaf and matters to relevant and
levers and tools informal stakeholders representing the
appropriate for sedtings in an » Develop a well institution
the audience, manner that is defined Able to Inspire
but requires interesting and communication and motivate
guidance in motivating strategy others through
utilising such * Ableto ¢ Balance political positive
fools understand, perspactives with communication
» Express ideas in telerate and institutional needs that is impactful
a clear and appreciate when comynunicating and relevant
focused manner, diverce viewpolnts on Crestes an
but doss not perspectives, complex issues environment
always take the atitudes and ¢ Able to effectively conducive to
needs of the befiefs direct negotiations transparent and
audience into + Adapt around complex productive
consideration commurication matiers end amive st communication
» Disseminate and content and a win-win elluation and crities! and
convey style fo suit the that promotes Batho appreciative
Information and audience and Pele principles conversations
knowledge facilliate » Market and promote Able to
adequately optimat the institution to coordinate
information exlema) stakehoiders negotiations at
transfer and sask to enhance different levels
o Delvercontent |  apositive image of withir local
in a manner the institution government and
that gains » Able to communicate extemally
8upport, with the media with
commitment high Jevels of moral
and agreement competence and
from relevant diseipline
stakeholders
» Compile clear,
focused,
concise and
wall-etructurad
wyilien
documents
12
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Annexure B 2021/22
Clustar Core Competencies
Competency Name | Results and Quality Focus
Able to maintain high quelity standards, focus on achieving
resuls and objectives while consislently striving to exceed
Competency Definition | expactations and encourage others to meet quality standards.
Further, to actively monitor and measure results and quality
ainst identified objactivas
ACHIEVEMENT iLEVELS
BASIC COMPETENT ADVANCED SUPERIOR

¢ Undarstand + Focus on high- ¢ Consistently verify | » Coach and
quality of work prionity actions own stendards guide others to
but requives andl does not and oulcomes to exceed quality
guidance in bacome ansure quality standards and
attending to disiracted by output resuits
important lower-pricrity Focus on the end Develop
matiers aclivities result and avoids chalienging,

+ Show a basic + Digplay firm being distracted client-focused
commiément to commitment Demonstrate a goeals and seis
achieving ths and pride in determined and high stzndards
correct resufts achieving the committed for parsonal

¢ Produce the correct results approach lo performance
minimum jeve! + Setquality achieving resulls Commit to
of results standgards and and quality exceed the
required in the design standards resuits and
role processas and Follow task and quality stendards,

s Produce tasks around projects through monitor own
outcomes that achleving set to completion performance and
is of a good aandards Set challenging implement
standard * Producs output goals and fremedial

« Focus on the of high quality objectives to seif Interventions
quantily of » Able to balance and team and when required
output but the quantity end disptay Work with team
requires quality of resulls cormitment to to set ambitious
development in in order to achieving and challenging
incorporating achieve expeciations team goale,
the quality of chjectivas Maintain a focus communicating
work + Monitors on quality cutputs long- and short-

« Produce quality prograss, quality when placed term expectations
work in general of work, and vse under pressure Take appropriate
circumstances, of resources; Establishing risks to
but faits to meet provide status Institutional accomplish goals
expectation updates, and systems for Overcome
when under make managing and satbacke snd
pressure adjustments as 838igning work, adjust aclion

needad defining plans to realise
responsibilities, goails
tracking, Focus people on
monitoring and critical activities
measuring that yleld a high
success, impact
evaluating and
valuing the work
of the nstitution
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