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AGENDA OF THE MAYORAL COMMITTEE MEETING 24 JUNE 2015

7.

SIGNED PERFORMANCE CONTRACTS OF S57 APPOINTEES FOR 2015/16
2/12/1

R Louw (028) 313 8071 Corporate Head Office

17 June 2015

1. Executive Summary

The purpose of this report is for Council to note the signed performance
contracts of S57 appointees for the 2015/16 financial year.

2. Service Delivery and Budget Implementation Plan - IGNITE

Management Services
Strategic Services

3. Compliance with Strategic Priority

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

None
5. Legal Requirements

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

6. Background/Introduction/Discussion

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

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

The said contracts are attached as Annexure A for Council notification.
7. Financial Implications

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

The respective S57 appointees were involved in the drafting and subsequent
signing of their performance contracts.

10.Annexures
Annexure A:  Signed performance contracts of S57 appointees for 2015/16
RECOMMENDATION TO THE COUNCIL:

that the signed performance contracts of S57 appointees for 2015/16 be noted.

RESPONSIBLE OFFICIAL : R LOUW

TARGET DATE FOR IMPLEMENTATION : 1 JULY 2015
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Performance Agreement  2015/16

2f2e3

Performance agreement made and entered into by and between

The Owerstrand Municipality and represented by Cir Nicoletle Botha-Guthrie, the
Execulive Mayor (herein and after refarred as Employer)

and

Coenie Grognewald, the Municipal Manager (herein and after referred as Employee) for
the period 1 July 2015 to 30 June 2016

Where as

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

Employes in terms of section 57(1){a) of the Local Government Municipal
Syslems Act 32 of 2000 ("the Systems Act”). The Employer and the
Employee are hereinafier referred as “the Partias™,

. Section 57(1){b) of the Systems Act read with the Contraclt of

Employment concluded between the partles, requires the Parlies to
conclude an annual performance agreement;

. The Parties wish to ensure thal they are clear aboul the goals o be

achieved, and secure the commitment of the Employee to a set of
outcomes thal will promote local government goals; and

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

1. INTERPRETATION

1.1

In this Agreement the followings lerms will have the meaning ascribed
therato:

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

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 Acl”™) as represented by ils chairperson, the Execulive
Mayor,

1.1.3 “the Employee” means the Municipal Manager appointed in lerms
of Section 82 of the Structures Act;

1.1.4 “the Employer” means Overstrand Municipality, and

1.1.5 “the Panies” means the Employer and Employse.

Exzecutiw?'.flnym: %‘? MM: /'\E\Lk
f ﬂ [
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2,

PURPOSE OF THIS AGREEMENT

2.4

2.2

23

24

2.5

28

27

To comply with the provisions of Section 57(1){b).(4B) and (5) of the
Systems Act as well as the Conlract of Employment enterad into between
the Partias;

To specily objectives and targets established for the Employee and o
communicate to the Employee the Emplover's expeciations of the
Employee's performance targets and accouniabilities;

To specify accountabilities as set out in the Performance Plan (Annexure
Al

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

To establish a transparent and accountable working relationship,

To approprialely reward lhe employes in accordance with seclion 11 of
this agreement: and

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

COMMENCEMENT AND DURATION

3.1

3.2

33

34

3.5

This Agreement will commeance on 01 July 2015 and will remain in force
until 30 June 2016 where-after a new Parformance Agreement shall be
concluded between the parties for the next financial year or any portion
thereof;

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

This Agresment will terminate on the termination of the Employee's
contract of employmaent for any reason;

If af any time during the validity of tha agreemenl the work environment
alters 1o the extent that the contents of lhe agreement are no longer
appropriate, the contents must by mutual agreement between the parlies,
immediately be revisad; and

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

3
Executive Mayor:
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4.

5.

PERFORMANCE OBJECTIVES

41

4.2

43

4.4

The Parformance Plan (Annexure A) sels oul -

4.1.1 The performance objeclives and targets that must be met by the
Employese;

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

41.3 The competencies (Annexure B - definitions in tarms of
Regulation 21 of 17 January 2014) required to operale eflectively
as senior managers in the local government environment,

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

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

422 Key performance indicalors that provide the details of the
evidence lhat must be provided to show that a key objeclive has
bean achieved;

423 Targel dates that describe the timeframe in which the targets musi
be achieved; and

4.2.4 Weightings showing the relative impertance of the key objeclives
io each ather.

The Personal Development Plan (Annexure C) sets oul the Employee’s
personal development requiraments in line with the objectives and largels
of the Employer; and

The Employee’s performance will, in addition, be measured in lerms of
contributions to the goals and slralegies sel out in the Employers
Integrated Development Plan

PERFORMANCE MANAGEMENT SYSTEM

51

5.2

The Employes agrees to pardicipate in the performance managament
system that the Employer adopted for the employees of the Employer,

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

4 {

Executive Mayor: | MM:
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8.3

54

55

5.6

87

performance standards lo assist the employees and service providers o
perform lo the standards required,

The Employer musl consull the Employes about the specific pedormance
standards and targets that will be included in the performance
management system applicable lo the Employes;

The Employes underakes o aclively focus on the promotion and
implementation of the key performance indicators (including special
projecls relevant fo the employee's responsibilities) within the local
govarmnment framework;

The criteria upon which the performance of the Employee shall be
assessed shall consist of two components, Operational Performance and
Competencles both of which shall be contained 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 atlached
Performance Plan, which are linked lo the KPAs, and will constitute 80%
of the overall assessment result as per the weightings agreed to betwesn
the Employer and Employse:

80%

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

3
Executive Mayor: J MM:
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PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

6.6

The Performance Plan (Annexura A) to this Agreement sets oul -

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

6.1.2 Tha intervals for the evaluation of the Employee’s parformance

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

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

The Employee's parformance will be measured in lerms of contributions
to the goals and stralegies sel out in the Employer's Integrated
Developmant Plan (IDP) as descrbed in 6.6 = 6.13 below;

The Employee will submit quarterly performance reports (SDBIP) and a
comprehensive annual performance report at least one week prior lo he
performance assessment maelings to the Evaluation Panel Chairpersan
fer distribution to the panel members for preparalion purposes;

Assessment of the achievement of resulls as outlined in the parformance
plan:

B.5.1 Each KP| or group of KPls shall be assessed according fo the
extent to which the specified slandards or performance targets

(4]
Executive Mayor! /TF}‘ MM: é
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6.7

6.8

6.9

6.6.2

6.6.3

BE4

6.6.5

have been met and with due regard to ad-hoc tasks that had (o be
parfarmad under the KPI;

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

The Employee will submil his seli-evaluation 1o 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 employes, the
KPl will not be considered during the evaluation. The employes
should provide sufficient evidence in such instances; and

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

Assessment of the Competencies:

6.7.1

6.7.2

6.7.3

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

A rating on the five-point scale described in 6.10 below shall ba
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 tha total of the
individual scores calculated above.

Owerall rating

6.8.1

6.8.2

An overall rating is calculated by adding the overall scores as
calculated in 5.6.5 and 6.7.3 above; and

Such overall rating represenis lhe oulcome of the performance
appraisal,

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

T
Execcutive Mayor: g!ﬂi ! MM: iﬁ
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Performance
significantly above
ons

Fully effective

Mot fully eflective

Descripticmn

Performance far exceads the standard sxpeciad of an employas
al this teval. The appraisal indicates thal the Employee has
achieved above fully effective resulls against all pardfommance
critaria and indicators as spectfied in the PA and Parformance
plan and maintalned this In 3l areas of responsibibty throwghout
the year,

| throughaut the year

Performance k5 significanty higher than the standard axpacied in
the job. The appraizal indicates that the Employas has achlaved
abova fully effective rezults against more than half of the
padformance criteria and indcators and Rully achieved sl others

Parformance fully meeis the standands cxpected in all areas of
the job. The appraisal indicates that the Employae has fulty
achioved effective results against all significant parformance
criteria and Indicators as speciied In the PA and Performance
Plan.

Performance s below the standard required for the job in key
areas, Perfarmance meats seme of the standards expocted for
the jok, The review/assessment indicales that the employes has
achieved below fully effective results against more than haif the |
kay perfarmance critera and indicators as spacified in the PA |
and Parformance Flan.

Unacceptable
performance

Performance does nol meel the standard expectad for the job.
The reviewfassessment indicates (hat they employes has
achigved below lully effective results against almost all of tha
performance crilerta and indicalors as spacified n thae PA and
Performance Fian. The employes has fallad Io demonstrabe e
commitment or ability to brng performance up o the laval
expacied In the job despile managamen! afforls 1o Encourage
improvement

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

scale:

B ﬁ
Executive Mayor: /N 3|£1_ MM |
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6.11

6.12

Campetentll  Advanced®  Superion®

| Do net apply the basic concopls and melhods (o proof 8 basic
Poor | undarstanding of bocal govenment operabons and reguires
| extnsive supenvision and development interventions.

| Applies baskc concepts, methods, and understanding of local
Basic | govemment  operations, bul reguires  Supanvigion  and
devalopmeant intervention.

Develops and apﬂlueﬁ mane pmgrasall.\a ::um:._plf. methods and

Competont understanding. Plans and guides the work of others and
| execuies progressive analysis. 1
Develops and  appiles complex concepts, methods  and

Advanced undersianding, Efectively directs and leads a group and
executas in-depth analysis.

Has a comprehensive understanding of local government

| Sopertor oparations, crtical in stratogic shaping strategic direclion and

change, develops and applies comprohensive concepls and
| methods

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

6.11.1 Executive Mayor,

6.11.2 Mayor / Municipal Manager from another municipality;

£.11.3 Chairparson of the Performance Audit Committes or in his/her
absence thereof, the Chairperson af the Audil Committes;

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

The Executive Mayor will evaluate the perfermance of the Employee as al
the end of tha 1" and 3" quarters; and

Py .
Executive Mayor: MM:
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6.12 The Execulive Mayor will give performance faedback to the Employes

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

7. SCHEDULE FOR PERFORMANCE REVIEWS

7A

7.2

T3

74

1.5

The performance of the Employes in relation io his perdormance
agreement shall be reviewed on the following dates with the
understanding that the reviews in the first and third quarier may be verbal
if performance is salisfactory:

Ouartar Raview Parbod Raview to ba complated by
P Oclober - Decamber Fabruary 2016
4 Bpil = June | Saplambear 2018 |

The Employar shall keep 3 record of the mid-year and year-end
assessment meetings;

Performance feedback shall be based on the Employer's assessmant of
the Emploves’s performance;

The Employer will be eniitled io review and make reasonable changes lo
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 adopled, implemented andfor
amended as the case may be. In that case, tha Employae will be fully
consulled before any such change is made,

8. DEVELOPMENTAL REQUIREMENTS

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

9. OBLIGATIONS OF THE EMPLOYER

81

The Emplaoyer shall-

10 3
Executive Mayor: MM:
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10.

1.

8.1.1 Creale an enabling environment lo faciiilate effective performance
by the empioyee;

9.1.2 Provide access lo skills developmesnt and capacity building
opportunities,

8.1.3 Work collaboratively with the Employee to solve problems and

generate solutions to common problems that may impact an the
performance of the Employee;

8.1.4 On the request of the Employvee delegale such powers reasanably
required by the Employee to enable him to meet the performance
objectives and largels established in lerms of this Agreemeant; and

9.1.5 Make available fo the Employee such resources as the Employes
may reasonably require from tima to time assisting him o meat
the perlormance objectives and largets eslablished in terms of this

Agreameant.

CONSULTATION

10,1  The Employsr agrees to consull the Employee timeously where the
exearcising 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 1o give effect o a decision
made by the Employer; and

10.1.3 A substantial financial effect on the Employer.

102 The Employer agrees to inform the Employee of the outcome of any
decisions laken pursuanl o the exercise of powers conlemplated in
clause 12.1 as soon as is practicable to enable the Employee to lake any
necessary aclion with delay.

REWARD

11.1  The evaluation of the Employee's performance will form the basis for
acknowladging outstanding perormance or corecling  unacceptable
perfarmance;

11.2  Itis recorded that by mutual agreement the Pariies have decided that no

performance bonus will be paid to the Employee as the Emplayee's total
cost of employment package is deamed to be adequate; and

11
Executive Mayor: /f‘fﬁ) MM: &
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12,

13.

11.3

The Employer will submil the results of the annual assessment and the
scoring report of the Employee, to full Council for information purposes.

MANAGEMENT OF EVALUATION OUTCOMES

121

12.2

12.3

124

Whaere the Employer is, any lime during the Employes’s employment, not
satisfied with the Employee's performance with respecl to any malier
deall wilh in this Agreement, the Employer will give nofice to the
Employes lo attend a meeting;

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

Where there |s a dispule or differance as to the performance of the
Employee under this Agreemenl. the Parlies will confer with a view to
resalving the dispute or difference; and

In the case of unacceplable pedormance, the Employer shall —

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

12.4.2 After appropriale perdormance counselling and having provided
the necessary guidance and/or support a5 well as reasonable time
for improvement in performance, the Employer may consider
sleps lo terminate the conlracl of employment of the Employes on
grounds of unfitness or Incapacity to carry oul his or her duties.

DISPUTE RESOLUTION

131

13.2

13.3

In the event that the Employes is dissatisfied with any decision ar action
of the Employer in terms of this Agreement, or where a dispule or
difference arises as lo the exient to which the Employes has achieved the
performance objectives and targets established in tlerms of this
Agreemenl, the Employee may within 3 (three) business days. meel with
the Empioyer with a view to resolving the issue. The Employer will recard
the outcome aof the meeling in writing;

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

In the instance where the matters refamed to in 13.2 ware not successiully
resolved, the matter shall be referred to the MEC for local governmenl in
the province within 30 (thirty) business days of receipt of a formal dispute
from the Employes or any other person appointed by the MEC; and

12
Executive Mayor: ﬁ(‘i} MM:
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134 In the event that the mediation process contemplated above fails, the
relevant clause of the Contracl of Employment shall apply.

14. GENERAL

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

142 MNothing in this agreement diminishes the obligations, dulies or
accountabilities of the Employse in tarms of his contract of employment,
or the effects of existing or naw regulations, circulars, policies, direclives
or other instruments.

\)#“LJ‘—- ﬁﬂ
Thus done and signed at on the } day June of

2015,

AS WITNESSES:

o Mo

-—_--I.-F
NICIPAL MANAGER

13

Executive Mayor: fﬁij':& MM
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Thus done and signed at Vet cnomus onthe 10" day June of 2015

AS WITMESSES:

1. R Low, AN s attont

EIEGUTIF "Aﬁg

14
Executive Mayor: /¥ 53 MM: ﬁ
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Annexure B

Cluster Lesding Compatancies
Compelency Name Strafegic Direction and Leadershep
Provide and direct & vision for the institution, and inspire and deploy others
Competency Definition | |, jor e o ihe sirategic institutional mandate 2
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED ____SUPERIOR
| » Understand « Give dreclion lo a |« Evaluate all actvilies to [« Structure and position
Institutional and team in realzing the | determine wvalue and | the nsStution to local
deparimantal insbitution's  slrategis | alignment 1o stralegic | gowvemment prionties
strategic mandate and  set | intent # Actively use in-depth
cbjactives, but obsactives Display m=depth | knowhedge and
lacks the ability |« Has & positive Impact and | understanding e
o inspire others gnd |nfluence on the | understanding of stateglc | cevelop and implement
v achieve set medale.  engagement | planning a8 COmMpehensive
mandate and paricipation of | « Afgn stralegy and goais |  inglitutions] remework
= Descnbe  how team members across 81 functional areas |« Hod self actountsble
specific  lusks | » Develop actions plans | « Actively debne | for strategy swmcution
link {1 lo execute and guide | peformance measures lo | and esuls
institubional siralegy manibor the progress and |« Provide  impact  and
strategwes bl imiplementation efectiveness of  the | influence Iwrough
has fimited |« Assist  in  defining | institution buding and
nPuence in « Consistently  chafienge | maintaning  sirategic
directing MmEIsures o manitor | stiategic plans o ensure | reationships
strategy the progress  and | relevance « Creabe an emaronment
«Has a basic effectivenass of the |« Understand  institutionsl | thal faclitales loyafly
understanding of nslitution structures  and political | and innovation Display
inslitulianal = Displays an| Ffactors and the | & superior kevel of seif-
performance awarensss of | consequences of actions discipline and integrity
managemen, institutional slructeres | « Empower oihers o foliow | in actons
but lacks the and political factors sirategic direction  and |+ Integrate vAncus
abiliy 1o |« Efectvely deal with complex | syslems Inter a
integrate communicale barfiers | situations callective  whale 1o
systems into 8 | o exsculion | Guide the insblution | oplmise  instilions |
collective whole rlavant parlies through complex  and | performance
« Dermonstrate. 3 | . Provide guidance o | ambiguous concern management
basic all stakehoiders in the | » Use  understanding  of | Uses understanding of
undarstanding f | achievement of the | power relalisnships and | compating inferests o
key  decision- | giralegic mandate gynamic tensions among | ManceuwTe
makers -Lhdwllandlhammlm playssas to frame | successfully o B
and cbiechves of the | communicalions and | wan/win outcoma
inestitution and refate it | develop strateges,
1o awn work positions and aliances

¥

Wi
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Annexure B

Cluster Leading Competencies
Competency Mame | People Management
Effectively manage, inspire and encourage pecple, respect diversily,
Competancy Definition | optimisa talent and build and nurure relationships in order to achisve
institutional =
____ACHIEVEMENTLEVELS =
| BASIC |  COMPETENT ADVANCED __SUPERIOR |
s Participale  in | »Seeak opporunities o | «ldently ineffective leam | « Develop and
team goal- incraase team | and work processes and | incorposate  best |
sefting and coniribution and | recommend remedial | practice  people
problem responsiblity interventions management
seiving sRespect and support | « Recognise and reward | processes,
#Interact  and the diverse nature of | effective and desised | approaches  and
collaborate others and be aware of | behaviour tools across the
with pecple of | the benefits of a diverse | » Provide mentonng and | ineblution
diverse approach guidance to cthers in e« Foster a culture of
backgrounds » Effactively delagate | order o ncrease | discipling,
s Aware of tasks and empower | personal effectiveness rasponsibibty and
guidelines  for others o increase | « [dentfy dovelopment | Bccountability
employes contribution and | and bearning needs | » Understand the
development, execule functions [ within the lzam impact of diversity
bt requires optimally « Build a work | In perdormance
support in = Apply relevant | envronment conducive | and actively
implermenting empioyee  legislation | to sharing, innovation, | Incofporate a
development fairly and consistently ethical behawiour and — diversity sbialegy
initiatives s Facilitate team goal- | professionalism in Ihe instution
getting and problem- | s inspire &  culture  of | » Develop
solving perfermance excellence | comprehensive
+ Effoctively identify | by giving positve and | integrated
capacity requirements | constructive feedback (o | sirategies and
to fulfil the strategic | theteam approaches  la
mandate sAchieve agreement or | human  captal
CONSansUS n d&wbpm&nl and
adversarial management.
environments » Actively  |dentily
slead and unite diverse | lrénds and predict
teams across divisions | Capaciy
to achieve instilutional | mﬂﬁmﬁ
- 1 i
fransition and
performance
management
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Annexure B

nesded

Cluster Competencies ==
Competency Name | Program and Project Management
Abie to understand program and project management methodalogy,
Competency Definition | plan, manage, monitor and evaluate specific activities in order o
deliver on set
o N ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED | SUPERIOR
« |nitiate  projects Estabksh  broad |« Manage — multiple | « Understand and
afer approval from stakeholder programs and conceptualise
higher autharilies involvement  and balance  prionlies the  long-term
Linderstand communicate  the and canflicts implhcations  of
procadiras of project status and | according to | desied project
program and key milestones instituticnal goals ouicomes
project Define the roles |« Apply effective sk |« Direct a
managemeni and responsibiities |  managament comprehansive
methodoiogy., of the project: leam slrateges  through siralegic macre |
implications  and and create clarity impaclt  assessment and micro |
stakeholdar around and resource analysis and |
Involvement expeciations requirements scope  projects
Understand  the Find a balance Modily project scope accordingly 1o
rational of projects belwesn profect and  budgst when realise
in relaion o the deadline and ihe | reguired without institutonal
institisticn's quality of | compromising  the oljectives
strategic objectives deliverabies | quality and | » Consider and
Document and identify appropriate cbjectives of the initigte  projects
COMIMUMCalE project resowrces (o project that focus on
facters  and  risk facifitate the Involve 1op-heve| achievement of
@ssocmted  with effeclive authosities and | the long-term
oW Work completion of the relmvant objectives
Use results and dalverables slakehciders in | = Influence people
approachas af Comply with seeking project buy- in positions  of
successiul  project statutony in authority i<}
implementation as requiremants  and Identfy and apply implemen
guide apply policies in 2 Conemporary outcomes of
consistent manner project management projects
Monitor  progress methodology » Lead and diecl
and e al Influence and transiation  of
resources and motivate project policy nto
make needed team to  delner workalple
adjustments to| excepticnal resulis actions plans
limalines,  steps, | « Monitor policy |+ Ensures  thal
and resoUnce implementation  and peogrems. are
allocatian apply proceduras o monitosed tor
manage risks rack progmess
and oplimal
esqunce
utilsation,  and
that adjusiments
are mada as
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Annexure B

Clustar

Leading Compeatencies

G;mp-luncr MName

Financial Management

Competency Definition

Able to compile, plan and manage budgets, controi cash flow,
institule financial risk management and administer procurement
processes in accordance with recognised financial practices. Further
to ensufe that all financial transactions are managed in an sthical

manner
= ACHIEVEMENT LEVELS |
BASIC MPETENT ~ ADVANCED SUPERIOR
« Understand basic Extvbit knowledge |« Take active Develop planning |
financial concapts of general financial ownorship of tools to assist in
and methods as concepls, planning, planning, evaluating and
hey relate to budgeting. and budgeting. and manitonng fulure
institutional forecasting and orecast processas expenditure
procetess and how they interrelale and provides trends
| activities Assess, identify credible answers o Sal budget
= Dhsplay and manage queries within cwn frarmeworks for
awareness into financial risks responsitifity the institution
the various Assume acost = Prepane budgets Sat strategic
zousces o sawving approach o that are afigned lo diresction for the
financial data, fircancial the sirategic ingtituban on
reporing management objectives of the expendifure and
mechansms, Prapare financial insiitution other financal
financial reports based on *  Address complex processes
QOVEMBnNCeE, specified formals budgeting and Build and nuriure
PICCEsSEs and Consider and finzncaal parinerships lo
systems understand the managemenl improve financial
= Understand the fimncial CONCAMS management and
Importance of implications of s Put systems and achieve financial |
linancial decisions and procasses in place £avings
accountability suggestions to enhance the Activaly idantily
+ Understand the Ensure that quakty and integrity and mplemanl
imposrtance of delegation ana of financiat new methods fo
asasl control instructions as management improve asset
requirad by practices control
Mational Treasury | = Advise on policies [Hsplay
guidelines are and procedures professicnalsm in
reviewed and regarding assat dealing with
updated control financial dala and
Identify and + Promole National processas
impiement proper Treasury's
manitaring and regulatory
evaluation practces frarmewark for
to ensue Firancial
appropriate Managemen!
spending agamnst
budget
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Annexure B

___ Cluster E;‘-‘E“_MM e —— ]
Competency Name hange Leadership = _—
Abla to direct and inftiate institutional transtormation on sl levals in
Competency Definition | order to successhully drive and mplemant new mnifiatives and |
deliver professional and qualily services to Ihe community
B ~ ACHIEVEMENT LEVELS o N
Dieplay an » Perform an analysis (= Actively monitor Sponsor
avraranass of change of the change impact change impact and changa
interventions, and on e social, resulis and convey agents and
the benafits of political ana prograss to relevant creste a
transformation ecanomic stakeholdars natwork of
intiatives envirgnment « Secure buy-in and change
Able to ently bass |« Maintain caim and eponsorship for leaders who
nepds for change focus during change change Inllmatives support the
Identity gaps = Abletoassistteam = Continucusly interventions
babmeen Ihe curman memibers dunng evaluzte change Antivaly
and desired state change and kesp strategy and design adapt curren
Identify potential risk fham focused on the ] and intraduce new Slruclures
and challenges o dedveratles approaches to and
transformation, = Volunteer 1o lead | enhance the processes 1o |
including resistance change effons nstitution's incoeporate
1o change factors oulside of own work | eflecliveness the change
Paricipate in change t=am |»  Build and nurture interventions
programs and = Abks lo gam buy-in | relationships with Marntor and |
pioling change and approval for vanous siakeholders e {aam
inlerventions change from o establish strategic members on
Understand the relevant aflianca in facilitating the effects of
impact of change stakanokdars change change,
interventions onthe  |= identify change o Take the lead in regislance
institution wathin the readiness leveis and impactiul change factais and
broader scopa of asaiat in resalving programs now ta
Llocal Ggovernmment resistance lo change |« Benchmark change miegrata
factors inferventions againgt | change
|»  Design change best change Mativale and
interventons that practices nspire othess |
ae aligned with the |+ Understand the around
institution's strategic impact and change |
ohjactives and goats psychology of initiatives |
change, and put
remedial
interventions in
place lo facditate
offectve [
transtarmation
+  Take cakculated nsk
and seek new ideas
from best practice
scerancs, and
idantify the potantial
for implementation
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Annexure B

Leading Compatencies
Gover Leadership

Competency Definition

Able 1o promota, direct and apoly professionalism in managing risk
and compliance requirements and apply & thorough understanding
of povemnance practices and obligations. Furlher, able to direct the

—_— governance relationships
BASIC COMPETENT ADVANCED g SUPERIOR -
« [Duisplay a basic = Displaya » Able to link rigk + Demonsirate 2
awarenass of thoraugh initatives into key high baved of
risk, compliance understanding af institutional objectives commitmant in
and governance govemance and and drivers complying with
factors but risk and »  |dedtify, anatyse and ]
require gusdancs compliance measure fsk, create requirements
and factors and valsd rizk forecasts = Implement
development in implement plans and map risk profiles govemance and
implementing o address these (e Apply risk contral comphance
such « Demonsirate methodology and strategy 1o s
requirements understanding of | approaches to prevent acheevemeant of
= LUnderstand the the techniques and reduce risk that institutional
struciure of and processes for impede on the chyjectves within
cooperatnme oplimising risk achigvernent of thie legisiative
governmeni bt taking decisians ingtitutional objectives |  framework
requires within the s Damaonsirate 3 » Able o advise
guidance an insfitution thorough Local Governmeni
fostering Actively drive | understanding of risk on risk
withabie poficy fommuation ratention plans management
| relationships within tha = Idantity and siralegias, best
| bebtween Institubon to implement praclce
stakehoiders ensure the comprehensive risk interventions and
+  Provide mput achigvement of managament systems compliance
into policy objectives and processes managamiant
Tormulation s Impkement and |* Abletoforge
manitor thie positive
tormulation of policies, ratatiorships on
identify and analyse cooperative
constrants and governance lavel o
challenges with enhance the
implemantation  and slectveness of
provide Liocal governmant
recommendations for |+ Able lo shape,
| improvement direct and dave tha
fermukation of
policies on a macro
level

.5
"y,



56

36263

Annexure B

Cluster Core Competencies
Competency Name | Moral Competence 1
Compatency Ab'e o identify moral triggers, apply reascning that promoles honesty
Definiticn gnd integrity and consistently display behaviour thal reflacts moral
compealencs ]
ACHIEVEMENT LEVELS Se—!
BASIC COMPETENT ADVANCED SUPERIOF |
« Fesise the « Conduct sell in « [dentify, devalop. and « Create an
irrpact af alignment with the apply measures of seif- environmant
acting with values of Local correction conducive of
integrity, but Govarnment and » Able lo gain trust and maral practices
reguires the inslituticn respect through algning | = Actively develop |
guidance and s Able 1o cpenly actons with &nd iImplemant
| develgpment in admit cwn commaments measures o
| implementng mistakes and » Maka proposals and combal fraud
principies weaknesses and recommendatons hal and corruption
+ Foliow the |  seek assislance are ransparent and gain | « Set integry
basic riesand | from clhers when the approval of relevanl standards and
regulations of unabie 10 deliver stakeholdears sharad
| thainsttution |« Actively report » Present vslues, belisfs accourtabiity
| = Abletodentify | fraudulent activity and ideas thal ane MEFSUIES
basic mara! and corruption congruent with the across the
situatians, but within kocal mstitution's rules and imstitution to
TEQUITES government regulations suppor the
guidancegnd |« Undarsiand and « Takes n aciive slance otjecives of
development in homour the against corruption and local
understanding confidential nature dishonesty when noted govemment
and reasoning of matters withowt |« Actively premote the » Take
with moral seeking personal value of the institution 1o responsibiity for
intent gain internal and external own actions and
» Able lo deal with stakeholders decisions, aven
situations of «  Able o work in unity with if the
confiict of intersst & l=am and not seek CONSEALEnces
promptly and in the personal gain ang
bes! interest of « Apply uriversal moral unfavolrabie
local government principies consistently i
) achieve moral decisions
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Annexure B

~ Cluster | Core Compelancias i
 Competency Name | Planning and Organisng _ _
Competency Able to plan. prioritise and organise information and rasources effecively
Definition to ensure the quality of sarice dalivery and build affimant contingency
plans ko man risk
ACHIEVEMENT LEVELS ———l
BASIC COMPETENT | ADVANCED SUPERIOR
« Able o foflow = Actively and s Abie to defing « Focus on broad
basic plans and approprialely instilutional strategies and
orgarise lasks organise chiecinas, davelop mitiatives when
around set infarmation and comprehansive developing
objectives fesources plans. integrate anc plans and
= Understand the required for a cocrdinate actvites, actions
process af task and assign = Able to propect
planning and = Recognisa the approprale and lorecast
organising but urgency and resources for short, medium
requires importance of successiul and long term
guidance and tasks implementstion requirements of
developmant in - |« Baiance shof o ldentity in advance the institution
providing and long-term required stages and and local
| detgiled ang plans and goals achons (o complete government
camprehansive and incorparate tasks and projects « Translate policy
plans into the team's + Schedule reahistic into rebevant
'« Able 1o foliow parfarmance timelines. objectives projects to
epasting plans chjeciives and milestones for faciitate 1he
and ensura thal |« Schedule tasks i tasks and projects achiswament of
objectives are ensure they are |« Produce clear, institutional
| et perormed within detaided and objectives
+ Focus on shon- budgest and with comprehensive
term objectives efficint use of plans o schieve
in developing time and institutional
plans and resources chEctives
achons «  Measures s jdeslify possble risk
s Amange progrezs and factors and design
Information and Mot and imgplement
MEsourtas performance approphiate
required for a resulls contingancy plans
lask, but reguire + Adapl plans in lignt
further structure of changing
and organisation Cifcumstances
|»  Prigntise tasks and
projects according to
thesr ralavani
urgency and
importance -
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Annexure B

| Ciuster [ Core Competences ==
Competency Name | Analysis and Innovation o .
Able to crticelly analyse information, challenges and trends {o

) |

Competency establish and implement fact-based sclutions that are innovative !.
Definition o improve insttutional processes in oqder to achieve key stralagic |
chjectves
ER— _.._ACHIEVEMENT LEVELS L .
| B COMPETENT ADVANCED SUPERIOR
» Understand the |« Demonstrate logical |« Coschas team « Demonstrate complex
basic operation probiem sohving members on analybcal and problem
of analysis, but techniques and analytical and soiving approaches
lack detail and approaches and innovative and techniquas
thoroughness pravide rationale for appioaches and |« Create an environment
» Able ta balance recommendations technigues conducive to analytical
indepandent « Demaornstrats » Engage with and fact-based
analysis with objectivity, insihl, appropriale prablem-salving
requesting and thoroughness individuals in « Analyse, recommend
azsistance from when analysing analysing and solulions and monitor
aithers problems rasolving complex lrends in kay
= Racommend = Able to break down prablems chatienges 1o prevent
new ways to complex protdems | = identify solutions and manage
perform tasks into manageable on varous aneas occunence |
within own parts and idantify | i the institution = Create an environment
function solutions | » Formulate and that fosters innovative
« Propose smpgie |« Consull intarnal and implament new thinking and foliows a
ramedial extarnal Ideas throughaul lBarning arganEatan
interventions slakehoiders on the instriuton approach
thal masginally appartunities to » Able lo gain + Be a though! leader on
challengas the IMprove processes approval and buy- innovative customer
status quo and service delvery ‘ In far proposed service delivery, and
= Listen to the « Clearly inferventons from | process oplimisation
eas and communicale the | releyvant L Play an active robe in
perspectives of benafits of new stakeholders sharng best prachce
alhers and oppartunities and + [dentity rends and | solutions and engage
explore innovative sclutions best practicas n in natoral and
opporunities to o stakehoiders | process and | intermatianal local
enhance such » Continuously identify | service delivery government seminars
nnovative opporunites to and propose and conferences
thinking enhance internal institutionai |
processes | apphcation
= |dentify and analyse |« Continuously
oppartunities angage in |
conducive to rasaarch 1o
innovative identify client
approaches and | needs |
propose remadial
— . Imiervenhon L

10
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Annexure B

| Core Competencies

Competancy Name

Competency Definition

Knowiedge and Information Management

Able 1o promote Ihe generation and sharing of knowledge and
informaticn through varlous processes and media, in order (o

~ BasiC
» Collect, -

categorise and
track ralavant
information
required for
specific lasks
and projects

« Analyse and
interpret
information o .
drerw
conclusions

= Seak new
sources of
informalion to
increase the
knowledge
base *

« Regularly
sharg
information
and knowledge
with internal .
stakeholders
and team
members

enhance the colleclive knowledge base of local government

ACHIEVEMENT LEVELS )
COMPETENT ADVANCED SUPERIOR
Use approprigte | » Efectively predict Create and
information future information suppart @ vision
systems and and krowladge and cullure where
lechnology o managament laam members
manage requirements and are empowered (o
institutional systems seek, gain and
knowledge and Develop standards share knowledge
Iinformation and processas (o and infermation
sharing meet fulure Establish
Evaluate data knowledge parinerships
from vanous Man3gemant across local
SOUICES N0 Use needs governmen 1o
informalicon Share and facilitate
effectively 1o promote best- knowdedga
influence practice management
decisions and krowiedge Demonsirate a
provide solutions management matun approach
Aclvely create ACrOss vanous to knowledge and
machanisms and metiwtions information
structures for Establsh accurais shanng with an
sharing of measures and atundanca and
information monitoring assislance
Use external and systems for approach
intarnal knowledge and Recognise and
resouces to information explolt knowledge
research and managerment points in
provide relevant Create a culture interactions with
and culting-edge conducive of intarnal and
kricwiedge to learning and external
enhance knowledge sharnng stakehoiders
institutional Haold reguiar
effectiveness and knewledge and
efficiancy information

sharing sessions
to elicit new ideas
and share best
practice
approaches

) k

7
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Annexure B

___ Cluster | Core Compelencies
Compelency Name  Communicalion
Able o share information. knowledge and ideas in a clear,
Competency | focused and concise manner appropriate for the avdience in
Definition | order to effectively convey, persuade and influence stakeholders
! . | te achieve Ihe desired outcome
ACHIEVEMENT LEVELS
__BASIC ~ COMPETENT ADVANCED SUPERIOR
» Demonstrate an « Expressideas | « Effectivaly Regarded a8 a
understanding to indinduals communicate high- specialisl in
for and groups in risk and sensitive negatiations
communicaton formal and matters to relevant and
levers and tools informal stekehclders reprasanting the
appropnate for seftings inan | « Develop a well- institution
the audiance, manner that is defined Able o inspire |
bt requiires interesting and communicaton and motvate
gurdance in motivating sirateqy others through
ublising such s Ablato « Balance poltical postive
tools understand, perspectives with commurncation
« Express deas in Ioterate and institutional needs thal is impactiul
a ciear and appreciale when communicating and relevant
focused manner diverse vigwpoinis on Creates an
bul does rol perspectives ComphEx iSSUES anvironment
always lake the attitudes and | « Able to efectively conducive to
needs of the belefs direct negatiations transparent and
audience into + Adapt around complex productive
consideration commumcation malters and arrive at communication
+ Disseminale and content and a win-win situation and criticad and
convey style 1o Suit the ] that promotes Batho appreciative
infermation and audience and Pala principles conversations
knowledge facilitate = Markel and promote Abde to
adaquately optimal the inslitution to coordinate
infofmation external stakeholders negotiations at
transter and seek o enhance differant levels
« Deliver conlent a positive image of within lecal
in & manner the instilutian government and
fhat gains « Ahle to communicate externally
suppart, with the media with
commitmeant high lesels of moral
and agreement competence and
| from relevant discipline
siakeholders
= Compile clear,
focused.
concise and
well-strucirad
written
documents

{@% ’ WJ

d
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Annexure B

Cluster

Core Compelencies

Competency Name

Resulls and Quality Focus

Competency Definition

againsl idenified objectives

ACHIEVEMENT LEVELS

Able 1o maintain high quality standards, focus on achieving
results and objectives while consistently striving lo exceed
expectations and encourage olhess 10 maat quality standards
Furthe:, 1o actively monitor and measure results and quality

BAHC - COMPETENT ADVANCED SUPERIOR
"+ Understand = Focus on high- Caonsistently verify Coach and
quakity of work pricrity actions own standards guide others o
but requires and does not and outcomes lo | exceed qualily
guidance in bacome ensure qualty standards and
aftending to distracted by outpul restlls
impariant lowar-priority Focus on the end Develop
matters aclivities result and avoids challenging
Show a basic Display firm beang distracled clignl-fecused
commitment to commitment Demonstrate a goals and sets
achleving the and prade in determined and high standards
correct results achieving the commitied for personal
Produce the cormect resulls approach to performance
minimuJm level Sot quality achieving resulls Commit to
of results standards and and quality exceed the
required in the design standards results and
e processes and Follow task and quality standards.
Produce tasks around projects through mionitar own
putcomes that achenang sel to completion performance and
iz of agood standards Sat challenging |mplement
standasd Produce output goals and remedial
Focus on the of high guality cbjectives to sell interventions
quantity of Able |0 balance and team and when required
ceustput bt the quanhity and dispiay Work with team
requires quality of results commitment o to sat amidlioug
development in in crdar to achmeving and challenging
incorparating achieve axpectations team goals,
fhe guality of objectives Maintain a focus communicaling
work Monitors on quality outputs long- and short-
Produce guality progress, quality when placed term expeciaticns
work in ganeral of work, and use under pressure Take appropriate
circumstances, of resources, Establishing risks to
but fails to meet provide status institutional accompiish goals
expectation updates, and systems for Overcome
when undes make managing and sathacks and
pressure adjusiments as assigning work adjust action
nesded defining plans o reslise
responsibilities, geals
Iracking, Focus people on
manitoring and critical activities
measuring that yield a high
SUCORES, impact
evaluating and
valuing the work
ol the instituticn
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