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OVERSTRAND MUNICIPALITY

Performance Agreement
for the financial year 1 July 2015 - 30 June 2016

DIRECTOR: PROTECTION SERVICES
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Performance agreemenl made and entered into by and belween

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

and

Neville Michaels, the Direclor: Protection Services (herein and after referred as
Employee) for the period 1 July 2015 to 30 June 2016

Where as

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

Employee in lerms of saction 57(1)(a) of the Local Government; Municipal
Systems Act 32 of 2000 (“the Systems Act”), The Employer and the
Employee are hereinafter refemed as “the Parties”;

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

Employmenl concluded betwean the parties, raguiras the Parties lo
conclude an annual performance agreement;

The Parties wish lo ensure that they are clear aboul the goals to be
achieved, and secure Ihe commitment of the Employes to a sel of
outcomes that will promote local government goals; and

. The Parties wish lo ensure that lhere is compliance with Sections 57(4B)

and 57(5) of the Systems Act,

L. INTERPRETATION

1.1

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

1.1.1 “this Agreemenl” — means the performance agreemenl batweasn
the Employer and the employee and the Annexures therelo,

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

1.1.3 “the Employee” means the Director appointed In terms of Saction
&2 of the Structures Act;

1.1.4 “the Employer” means Overstrand Municipality. and

1.1.8 ‘ihe Parties” means the Employer and Employee.

ek
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PURPOSE OF THIS AGREEMENT

2.1

22

23

24

2.5
286

27

To comply with the provisions of Section 57(1)(b).(4B) and (5) of the
Syslems Acl as well as the Conltracl of Employment enlered info batwaen
the Parties;

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

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

To monitor and measure parformance agains! set targeted outputs and
outcomes;

To establish a transparent and accountable working refationship;

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

To give effect to the Employer's commitment lo a performance-anentated
relationship with the Employes in altaining improved service delivery.

COMMENCEMENT AND DURATION

aa

3.2

33

34

as

This Agreemenl will commence on 01 July 2015 and will ramain in force
until 30 June 2016 where-after a new Performance Agreemenlt shall be

concluded between the parties for the next financial year or any portion
thereof;

The Parties will conclude a new Parformance Agreement thal replaces
this Agreement at least once a year by not later than 31™ of July of the
succeeding financial year,

Thiz Agreement will terminate on the termination of the Employae's
contract of employment for any reason;

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

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

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 thal must be met by the
Employes;

4.1.2 The timeframes wilhin which those performance cbjeclives and
targets must be met; and

4.1.3 The competencies (Annexure B - definitions in terms of

Regulation 21 of 17 January 2014) required o operate effectivaly
as senior managers in the local govermmeant environment

The performance objectives and targets reflected in Annexure A are sef
by the Employer in consultation with the Employes 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 HKeyobjectives thal describe the main tasks that need to be dong;

4,22 Key performance indicators thal provide the details of the

avidence that must be provided to show that a key objective has
been achieved,

4.23 Target dates that descnbe the timeframe in which the largets must
be achieved; and

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

The Perscnal Development Plan (Annexure C) sets oul the Employee's
personal development requiremeants in ine with the objectives and largels
of the Employer, and

The Employee's perdormance will, in addition, be measured in terms of
confributions o the goals and strategies set oul in the Employers
Integrated Development Pian.,

PERFORMANCE MANAGEMENT SYSTEM

51

52

The Employes agrees 1o paricipate in the performance management
system that the Employer adopted for the employees of the Employer;

The Employes accepts that the purpose of the performance management
system will be o provide a comprehensive system with specific

G
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5.3

54

5.5

56

57

performance standards to assist the employeas and service providers to
perform to the siandards required;

The Employer must consult the Employee about the specific performance
standards and largels that wil be included in the perormance
management system applicable lo the Employes;

The Employee undertakes to actively focus on the promotion and
implementation of the key performance indicalors (including special
projects relevant o the employee's responsibiliies) within the local
govemment 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
Agreament;

Tha Employea's assessment will be based on his performance in terms of
the outputsioutcomes (performance indicators) identified as per attached
Parformance Plan, which are linked to the KPAs, and will constitute B0%
of the overall assessment resull as per the weightings agreed o betwean
the Emplayer and Employas:

800/0 L Wit

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

3 )
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PERFORMAMNCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

6.6

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

6.1.1 The standards and procedures for evaluating the Employesa's
performance; and
6.1.2 The intervals for the svaluation of the Employee's performanca.

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
parformance review discussion musl be documented in a Personal
Davelopmeant Plan as well as Ihe actions agreed to and implementation
must take place within set time frames;

The Employee's parformance 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 submil guarterly performance reports (SDBIP) and a
comprahensive annual performance report at least ona waek prior to the
performance assessment meelings to the Evaluation Panel Chairparson
for distribution to the panel members for preparation purposes;

Assessment of the achievement of results as outiined in the performance
plan;

y3)ees
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6.7

6.8

6.9

6.6.1 Each KP| or group of KPls shall be assessed according to the
extent to which the specified standards or performance largeis
have bean met and with due regard lo 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
lo the formal assessmeant;

8.6.4 In the inslance whers the employes could nol pedorm due lo
reasons outside the control of the employer and employee, the
KPI will not be considerad during the evaluation. The employes
should provide sufficient evidence in such instances; and

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

Assessment of the Compelencies:

6.7.1 Each Compelency will be assessed in terms of the descriplions
provided (Annexure B) on 2 360 degree basis during the mid-year
and year-end reviews and will inform the final score awarded by
the evaluation committes. 360 degree means that the employee’s
peers and managers reporting to him will assess hisfher
Compalencies;

6.7.2 A rating on the five-point scale described in 6.10 below shall be
provided for each Compeatency 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 lotal of the
individual scores calculated above.

Owerall rating

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

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

The assessmenl of the perdormance of the Employee will be based on the
following rating scale for KPls:

-
Dir.: -y MM
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I
| Ry

Terminology

Outstanding
il

Performance
significantly above
expeciations

Fully affective

Mot fully effective

Unacceptable

performance

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

8 j
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| Performance far exceeds the standard expocted of an employes
| &l this lovel. The appraisal indicoles that the Employee has

achicved above fully offective resulls against all performance
| eriteria and indicatoes as specified in the PA and Perdormance
| plan and maintainad this In all areas of responsibility throwghow

_ |thayear ———t —
Perdomrmance is significantly higher than the standard expeciod in

the: job. The appraisal indicales that the Employec has achioved
above fully efoctive resulis against moere than half of the
porfermance crilodia and indicators and fully achieved all alhers
throughout the year.

the job. The appraisal indicates that the Employes has lully
achicved effactive results against all significant perfarmanco
criteria and indicators as specified in the PA and Performance
Plan,

| Performance is below the stendard required for the job In key |

| areas. Performance meats some of the standards expocted for

| thejob, The review'sssessment indicates that the employes has
achieved below fully effeciive resulls against mone than half the
kay perfrmance critevia and indicators as specified in the PA

| and Performance Plan.
Perfarmance does nol meel he standand expected for the job.
The reviewsssessmenl Indicales thal they employee has
achieved below fully effective results against aimost all of the
performance criteria and indicators 85 speafied in the PA and

Performance Plan, The employes has faled o demansirale 1hi |

commitmenl or abiity to bang pedormance up to tha lovael
axpected in the job despite managemant efforts 1o encourage

| improvement.

@~ 0.

Parfarmance fully meats the sandards emnﬁi.é:‘! in all areas. of

yefec
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43
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Poci® Basicl Competent®  Advancedd Superior®

Achlevemeant
Lewvel

Description

Do not appéy the basic concepts and methods to prool a baskc

Poor understanding of local government operations: and  requires
. axtansive supervision and developmant intervantions. .
Applies basc concepls, methods, and understanding of local |

Basic governmerd  operalions, bul  requires . supenasion  and
: development inlervention, . |

| Develops and applies more progressive concepts, methods and

Compaetent | understanding. Plans and guides the work of olhers and
| BRCUlES PrOGIERSIVE analysis, SR |
Dovelops and  applics complex  concepls, mothods  and
Advanced | understanding. Effectively directs and leads a group and
_exocules in-depth analysis. —

Has & comprehensive understanding of local governmond

Superior operations, crtical in siralegic shaping stralegic direction and
change, develops and apples comprehensive concepts and

| mathods.

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

6.11.1 Municipal Manager;
6.11.2 Municipal Manager from another municipality;

6.11.3 Chairperson of the Performance Audil Committes or in hisfher
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 parformance of the Employee as
at the end of the 1* and 3" quarters; and

e
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6.13 The Municipal Manager will give performance feedback (o the Employee

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

T. SCHEDULE FOR PERFORMANCE REVIEWS

71

7.2

73

T4

7.5

The perdormance of the Employee in relation to his pedormance
agreement shall be reviewed on the following dafes with the
understanding that the reviews in the first and third quarer may be verbal
il performance is satisfactory:

Rawiow Period Roview 1o be completed by
2 Octaber — Dacomber February 2016
4 April - Juna Saplambar 2016

The Employer shall keep a record of the mid-year and year-end
assessmeant mealings,

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

The Employer will be entitled to review and make reasonable changes o
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
parformance management system is adopted, implemented andior
amended as the case may be. In thal case, the Employae will be fully
consulted before any such change is made,

DEVELOPMENTAL REQUIREMENTS

The Personal Developmant Plan (PDP) for addressing developmental gaps s
attached as Annexurg C. Such Plan may be implemented and/or amended as the
casa may be after the each assessmeanl. In that caze, the Employee will be fully
consulted before any such change or plan is made.

9. OBLIGATIONS OF THE EMPLOYER

a1

The Employer shall-

8.1.1 Create an enabling environmenl o facilitale effective performance

by the employee;
10
Diit.: MM: /
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10.

1.

9.1.2 Provide access to skils development and capacily building
opportunities;

813 Work collaborafively with the Employee to solve problems and
generale solulions to common problems that may impact on the
performance of the Employas;

8.1.4 On the request of lhe 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 availabla to the Employee such resources as the Employee
may reasonably require from time to time assisting him to mest
the performance objeclives and targels established in lerms of this
Agreament,

CONSULTATION

101

10.2

The Employer agrees to consull lhe Employes limeously where lhe
exercising of its powers will have amaongst others-

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

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

10.1.2 A substanlial financial effect on the Employer.

The Employer agrees to inform the Employee of the cutcome of any
decisions laken pursuant lo the exercise of powers contemplaled in
clause 12.1 as soon as is praclicable to enabla the Employee to take any
nacassary action with delay.

REWARD

141

11.2

The evaluation of the Employee's performance will form the basis for
acknowledging outstanding performance or comecting unacceplable
performance;

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

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

1 ﬂ 2 <E{
Dir.: MM: |
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12,

13.

MANAGEMENT OF EVALUATION OUTCOMES

121

122

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 matier
dealt with in this Agreement, the Employer will give natice 1o the
Employes to attend a meeling;

The Employes will have the opporunity at the meeling lo salisfy the
Employer of the measures being laken to ensure that his perfformance
becomes satisfactory and any programme, including any dates, for
implemeanting these measures;

Where there is a dispute or difference as lo the pedormance of lhe
Employes undar this Agreamenl, the Parties will confer with a view lo
resalving 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 Employea lo improve his performance; and

12.4.2 After appropriate perfermance counselling and having provided
the necessary guidance andfor support as wall as reasonable time
for improvement in parformance, lhe Employer may consider
sleps lo terminale the contract of employment of the Employes on
grounds of unfilness or incapacity 1o carry oul his or her duties,

DISPUTE RESOLUTION

131

13.2

13.3

13.4

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

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

In the instance where the matters referred to in 13.2 were not successfully
rasglvad, the matier shall be referred to the Executive Mayor to mediate

the issues within 30 (thirty) business days of receipt of a formal dispute
from tha Employes.

The decision of the Executive Mayor shall ba final and binding on both

parties; and
12
Dir.: WMM:

&

Yaliez



76

Solzea

Performance Agreement  2015/16

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

14. GENERAL

14.1  The coments of this agreement and the outcome of any review conducted
in lerms of Annexure A may be made avallable to the public by the
Employer; and

14.2 Mothing In this agreementl diminishes the obligations, duties o
accountabiliies of the Employvee in terms of his contract of employment,
or the effacts of exisling or new regulations, circulars, policles, diractives
or ather instruments.

Thus done and signed al %_"-‘-’*—'f"'""--:ﬂ‘\---fa on the 1Y day June of
2015.

AS WITNESSES:

1. @(’.—,— R Loy
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Thus done and signed al H?""""%ﬂﬂh onthe \C  dayJune of 2015

AS WITNESSES:

1.

. T=r

I‘\..l Pt T o oL B
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Annexure B 2015716
Cluster Leading ©
Competency Name | Strateqec Direction and Leadership |
Provide and direct a visicn for the institution, and inspire and deploy others
Compatancy Definitlon | 1, 4. iver on the strasegic institutional mandate e
T ACHIEVEMENT LEVELS o
BASIC COMPETENT ADVANCED SUPERIOR
= Understand #» Give dyection 'o a |« Evaluaie all activibes 1o |+ Structure and position
institutiona’ and feam in resdsing (he | delermine  value  and | the insStution to loca
departmental instiufion's strategsc | abgnment fo  sirategic | government priovites
strategic mandate and sel| intenl = Actvely use in-deplh
objectves, but otjechves = Display in-dapth | Kk and
lacks the ability |« Has 3 posive Impact | knowledge and | understanding s}
to inspire others and Influence on the |  understanding of strategic | develop and implement
o achieve set mocale  engagement | planping a comprehensive
mandate and paricipation of | « Align stategy and goals |  institutional framework
= Describe  how e mambars across all functiona! greas |« Hoid self accountable
specfic  tasks |« Deveiop actions plans | « Actively defing | o siralegy execution
link [} o execute and guide | perdormance messwes lo | and resuls
institulzonal sirategy monitor the progress and |« Prowde  impact  and
sirategies bt implementation | effectveness of  the | influsnce wowgh
has limited |« Assist  in  defining | institution building and
inflsence in |  parformance « Consislentty  challenge | mantaining  stralegic
directing measures to monidor | strategic plans 1o ensure | redationships
stratagy the progress and | relevance = Create an anvironman
sHas 8 basic efiectiveness of Ihe | « Understand  isstitutional | the! faciitates loyally
understanding of mstitution struciures  and  polifical | and innovation Display
institutionad « Deaplays an | faciors and the.| & superor evel of salf-
perfarmanc awareness of | consaquences of actions discipline and integrity
Managemen institutional structures | « Empower othese to follow | inactians
but facks e | and pobtical factors sirategic direction and |» Integrale various |
atility to |« Effectvely deal  with complex| systems o al
integrale commurnicate bamers |  skustions collective  whole 1o
syslems into & oy Execution 0|« Guide e insblution | oplmise  [nstitutional
coliective whole relevant paries through  complex  and | performance
= Demonsirate 3 | « Provide guidance o |  ambiguous concem manageman
baske all slakeholders in the | » Use  understanding  of [+ Uses understanding ol
understanding of | achiewement of the | power relationships and | compeling interests o
key  decisan- ic mandate dynamic tsnsions among | manoeuve |
makers s Undersland the @im | key players to frame | successtuly o &)
and objectves of the |  communications and | winhwin gulcome
institution and refale it | develep strategies,
| Yo o waork | positions and all@nces

blfz263
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Annexure B 01518
Cluster Leading Compelencies o
Competency Name | People Management

Effectively manage, inspire and encourage people, respect diversity, l

Competency Definition | optimise talent and build and nuriure refationships in order o achieve
| institutional obj
| ACHIEVEMENT LEVELS -
| BASIC _____ COMPETENT ADVANCED | SUPERIOR |
| sParlicipate  in | «Seek opporunties o | «ldentfy ineffectve team | « Develop and
| team goal- | increase teamn | and work processes and | incorporate  best
selting and conlributian and | recommend remegial | practice  people
problem responsibility interventions managenment
solving sRespect and support | « Recognise and reward | processes,
sinteract  and | the diwerse nature of | effective and desied | approaches and
collaborate others and be aware of | behaviour fogls scross (he
with people of | the benefils of a diverse | « Provide mentoring and | nslitution |
dhverse appreach guidance to others in |« Foster a culture of
backgrounds = Effectively delegate | order o increase | discipling,
* Aware aof | tasks and empowsr| personal effectivensss responsibisty and
| guidelines for | olhers o increase |« ldenbly  dewelopment | accouniabilty
| employes conlributian and | and learning needs «Understand  the
developmeant, enecute functions |  within the team impact of diversity
but  requires | cptimally = Build a work | in performance
supporl in | = Apply relevanl | environment conducive | and actively
implementing empioyes legislation | to sharing, Innovation, | NCofporate a
development fairly and consistenily gthical behavicur and | dwersity  strategy
infatives |tFm||j|at¢ team goal- | professionalism in the instiution
setting and problem- | sinspire a cullure of | * Develop
soiving performance excallence | comprehenshne
|-Eﬁacln-alr identify | by giving positive and | (ntegrated
capacity requirements | constructive feedback to | stralegies  and
o fulfil the shategic| theleam approaches 1o
mandate sAchisve agreement or = numan  capital
CONSEnsUs in | development and
adversarial mansgemant
environments = Actively  identify
»Lead and unite diverse | [rends and predict
teams across dedsions | Capacity

lo achieve nstitutional
ohjectves

requirements 1o
faciiitalte  unified
transition and

perlormance
management
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Annexure B 2015/16

[ Cluster | Leading Competencies
Competency Mame | Program and Project I.Ia-nagemnm

Able to understand program and project management melhodology,
Competency Definition | plan, manage, monitor and evaluate specific activities in order to

deliver on sel objectives
— — ACHIEVEMENT LEVELS
BASIC _E_D.I_IPETENT 1 ADVANCED SUPERIOR
*  [nitiale projects | « Establish broad Manage mudtiple | » Understand and
after approval from slakehaidar programs and conceptualise
higher authorities invalvement  and balance pricribies the  long-term
» Understand communicate  the and conficts implcations  of
procedures of project status and according to desired  project
program and key milestones inslitutional goals DLCOmeEs
project « [Define the roles | = Apply effectve risk  « Direct a
management and responsibiftes manageament comprehensie
methodalogy. of the project leam sirategees  lhiough strategic  macro
implications  and and create clarity Impact assessment and micrg
stakahalder around and rESOWce analysis and
imvolvement expeciations requirements scope  projects
+ Understand the [« Find a balanca |« Modify project scope accordingly  to
rational of projects beteeen  project and budgel when resalise
in ralabon 1o the deadline and the required without institutiona!
instilution's quatity al compromising  the objectives |
stralegic objecives deliverables quality and | = Consider  and
« [Document and | = |dentify appropriate objectives of the infiate  projects
commuricale peroject resources o project that focus on
factors  and  nsk facilitate the | = Involve top-level achievement of
associated wilh effective authorities and the fong-term
oW WOk completion of the relevant ohjectives
s Lse mesulls and deliverables stakeholders in |« infuence people
approaches of |« Comply with seaxing project buy- in pesiions of
| successful project slatutory in auinoity to
| implementation as requiremants  and |« identdy and apply implement
guide apply policies in a contemporarny ouloomes of
consistant manner project management projects
+« Monitor  progress methodology = Lead and drect
and use af | = Influence and transiation  of
PESOUMGESs and miativate project policy ke
make necded team o delwer workable
adjustments o axceptional results actions plans
timelines,  steps, |« Monitor policy | = Ensures  thal
and resource Implementaton  and programs  are
aflocaton apply procedures o monitored o
manage risks track  progress
and optimal
resource
utilisation, and
that adjusiments
are made as
. needed
5

el ¢
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Annexure B 2015/16
: o . : J
| Competency Name | Financial

Competency Definition

Able to compile, plan and manage budgels control cash fiow,
inatitde financial nsk managemen! and administer procurement |
processes in accordance with recognised financial practices. Further |
o ensure that all financial fransactions aa managed in an ethical |

manner
ACHIEVEMENT LEVELS _ T
BABIC | COMPETENT ADVANCED __SUPERIOR |
= Understand basic |« Exhiblit knowiedge Take active Develcp planning
financial concepts of genaral flingnckal ownership of fools to assist in
and methads as concepts, planning, planning. evaluating and
they reiate to budgeting, and budgeting, and monitoring fulure
institutional forecasting and forecast processes expenditure
processes and haow Ihery inlerretate and provides trends
aclivities * Assess, identify credible answers io Sei budgel
« DCisplay and manage QuEies wilhin Gam framewnirks for
awareness inlo financial rigks tasponsibility the institution
the various s« Assume a cost- Prepare budgets Sel strateqgic
sources of saving approach to that are aligned to directon for the
financial data fihancial the strategic ingtitubion on
rapoding managament objectives of the expendiure and
mechanisms, « Prepare financial institution ciner financial
financaal reports basad on Address complax proCEsses
govamance specified formats budgeting and Build and nurture
processes and « Consider and financial parinerships to
syslams understand (he managemant improve fimancial
= Understand the financial CONCErns management and
importance of implications of Fut systema and achieve inancial
financial decisions and processes in place savings
accountabilty suggestions to ennance the Actively identity
=+ Underetand the = Ensure that quality and integrity and implement
importance of dalagation ana of financial new methods to
azsel contral instructions as mansgament improve asset
required by practices contrl
Matignal Treasury Adhise on policies Display
gurdelines are and procedures professionatism in
reviewed ana regarding assel dealing with
updated control financial data and
+ |dentify and Promote Naticnal ProCesses
implament proper Treasury's
manitoring and regulatarny
evalualion practices framework for
to ensure Financial
appropriate Management
spending against
budget

U
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Annexure B 1015/16
~_ Cluster Leading Compelencies |
Competency Name | Change Leadership e
Abke to direct and indiate insttutional transformation on all levels in
Competency Definition | order to successfully drive and implament new inibistves and
deliver professional and quality services Lo the community .
~ ACHIEVEMENT LEVELS o -
BASIC COMPETENT ADVANCED SUPERIOR |
Dreplay an +  Perform an analysis |«  Actively monilor Sponsor
avareness of changs of tha change impact change snpact and change '
interventions, and on the socia! tesults and convey agentsand |
Ive benefits of political and progress (o relevant creale a
transformation SOCNOMIC slakeholdars netwaork of
iniiatives efviranment *  Becure buy-in and changa
Able to identify basic [+ Mamlain calm and spanscrship for teaders who
needs lor change focus during change change inifiatives support the |
Idantify gaps « Able to assist team  |»  Conlinuousky interventions
between lhe cumrent members during avaluate changs Actively
and desired state changa and kesp strategy and design adapt current |
Identify potential risk tham focused on the and infroduce naw structures
and challenges to delverables approachos o and |
ransformation, » Wolunieer to lead enhance the processes io
including resistance change efions institution's mcorporate |
1o chanae factors outside of own work eHectiveness the change
Parficipate in change taam «  Build and nurture interventions
programs and » Able to gain buy-in redationships with Mentorand |
pilating charge and approval for various stakeholders | guide leam
intarventions change from to establish strategic MEMDErs on
Understand tha relevant alliance in facilitating the effects of
impacl of change slakehoiders change change,
interventions onthe  |» Identify change « Take the lead in resislance
institution within the readiness lavels and mmpactiul change factors and
brosder scope of assisl in resohving programs how ta
LIncal Ggovernment resistance to change |« Benchmark change nlegrats
factors intarventons aganst | change
= Design change best change Motvale ana
nterentons that praclices inspire others |
are aligned wilh the |+  Underatand the around
ingliheion's sirategic impact and change |
objectives pnd goals | psycholoay of Initiatives
charige. and put
remedial |
miterventons in
place lo faciltate
effective |
transformation
« Take calculated risk
and seek new deas |
from best practice |
scengrios, and
identify the potantial |
for iImplementation
7
=
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Annexure B 015/16
~_ Cluster _ Leading Compelencies —
Competency Name ance Leadership h.__...u..d_.—.l
Able to promote, dirsct and apply professonalism in managing risk |
| and compliance requirements and apply a thorough understanding
Competency Definttion | of governance practices and obligations. Furthes, abile to direct tha |
conceplualisation of relevanl policles and enhance cooperative
N | govarnanca ralalonships
~_ ACHIEVEMENT LEVELS _ ]
BASIC COMPETENT ADVANCED SUPERIOR
+ Uisplayabasic |« Dispaya * Able o link risk « Demonsirate 3
awareness of tharough initiatives into key high leval of
sk, compliance understanding of insttutional objectives commEtment in
and governandcs governance and and drivers COmphying with
factors but rigk and « |dentity, analyes and govamancs
reqguire guidance complianoe MEasuE fisk create redquirements
and fastors and walid resk forecssts s Impeement
development in implament plans and map risk profiles governance and
implemanting o address these |« Apply risk contral compkance
such « Demonsirate metnodology and strategy fo ensure
requirements understanding of approaches o prevent achiovement of
|*  Undemstand the the technigues and reduce risk that institutional
structure ol and processas fod impede on the chyactives within
cooperative optinmising rzk achevermnent of the legisiative
government b teking decsions institutional objectives framework
requires within the s Demonstrate & = Able to advise
guidance on mnatitution thorough Local Governmant
fostening s Actively dive undersianding of sk on rigk
workable policy formuiation retention plans management
relationships withen the « Identify and stralegies, bes?
betwesn Institution to implament praclhice
stakenolders ensure the comprehensive risk interventans and
+  Provide input achisvement of management systems compliance
ima palicy objectives and processes management
formukation s Implement and |* Abe toforge
monitor fhe positive
formulation of policies, relatonships on
identify and analyse cooperative
constramts and governance level o
challenges with enhanca the
implementation  and |  efectivanass of
provide klocal government
recommendations for = Abie I Shape.
imHpeovemEnt girect and drive the
formulation of
policias on a macro
leval
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Annexure B 2015/16
Competency Name | Mosai ce |
Competancy Able lo Wentfy moral triggers, apply reascning that promoles honesty
Definition and [ntegrity and consistently display behaviour that reflects moral |
£ | compatance e }
n __ ACHIEVEMENT LEVELS i
BASIC | COMPETENT | ADVANCED |___SUPERIOR |
« Realisa the « Conduct saif in f « Identify, develop, and | » Creataan
impact of alignment with the apply measures of saif- anyironmant
acting wilh vaiues of Local correction conducive of
integrity, but Governmenl and » Able 1o gain rust and moral practices
requires the institution respect through aligning | »  Actively develop
guidance and |« Able to openly actions with and impiement |
| development in admit cwn commitments measuras to
implamenting mistakes and = Make proposals and combat fraud
principles wESKNESIaE and recommendations that | and comuplion |
|« Folowthe seek assislance | are transparentand gain |« Set inegriy
basic rules and from others when the appraval of relevant standards and
regulations of unzble lo deliver stakeholdars shared
the nstilution | = Actively report = Presenl values, behefs RCCountabiity
* Abletokentity |  fraudulent activity and ideas that are measures
| basic moral and cormuption congruent with the across the
| eituations. but | weithin local insttulion's rules and instaution o
reGuires government rquiations support the
guidance and |« Undemsiand and = Takes an active stance objectives of
development in honour the against corrupbon and local
understanding conlidential nalure dishonesty when noted govemment |
and reasaning of maters without |« Actively promote the « Take |
with maral seeking personal value of the institution to responsibility for |
intent gain internal and external own acthons and
+ Able o deal wath stakeholdars decisions, even
situations of = Abbe i wark in unity with if the
confiict of interest a leam and not sesk CONIBOUENCES
promptty and in the personal gain afe
best interest of ™ hwl‘? uniarsal moral unfavourable
local government principhes consistently o
= _schieve moral decisions
8
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Annexure B 2015716
Clustar ComCompelencies i
Competency Abie to plan, priadtise and organise information and resources effeclivaly
Definition to ansure the quality of sasvice delivery and build efficient contingency
B plans to manage risk
ACHIEVEMENT LEVELS R |
| BASIC COMPETENT ~ ADVANCED SUPERIOR |
« Able o follow Actively and s Able 1o define s Focus on beoad
basic plans and appropnately institutionat sirategies and
organise lasks ofganisa chjectives, develop 'II'IIIiBtﬁ'EIE wihen
around set information and comprehenshve developing
objectives FESOUTCES plans, integrate and plans and
*  Understand the required for a coordinate activities, actions
process of {ask and assgn « Able o project
planning and + Recognsa ine appropriate and forecast
organising but urgency and resources for short. medium
requires impertance ol successiul and long term
guidance and tasks Il armant ation requirsmants of
davelopment in « Balancs chor «  |dentity in advance the mstitution
providing and long-term required stages and and iocal
detaled and plans and goals actions (o complale governmeant
comprehensive and incorporate tasks and projects « Transiate poicy
plans o the leam's i+ Schedule realistic into relevant
& Able (o foliow performance timalines, objectves projects o
existing plans objgctivas and mikastonas for facitate tha
and ensure 1hal |« Schedule tasks o tasks and projects achisvamant of
objeclives are ensure thay are |« Produce claar, inslfutional
met performed within detziled and objectives
s Focus onshor- budget and with comprehensive
term objectives efficient use of plans lo acheve
in developing time and insitutional
plare and resources objectives
aclions s Measures +  ldentify possible nsk
= Arange progress and | tactors and cesign
information and manitof and implement
resources performance approprale
required for a resulls conbingency plans
task, bul require «  Adapt plans . light
further structure of changing |
and orgamsation circumstances
= Priontse tasks and I
prejects according to
their relevant
urgency and
importance

b%|2e2
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Annexure B 2015716
___ Cluster Care Competencies
Competency Name | Analysis and Innavation - .
Abie to critically enalyse informaton, challenges and trends to
Compelancy establish and implement fact-based solutions that are inncvative
Definition o improve instilutional processes in order (o achieve kay stralegic
objectives 00000
. ACHIEVEMENT LEVELS o i
_____BASIC COMPETENT ADVANCED SUPERIDR |
« Understand the |« Demonsirate iogical |« Coaches team & Demonstrate comphax
basic operation problem solving members on analytical and protiem |
of analysis, but lechniques and analytical and solving approaches
lack detsil and approaches and nnovative and techniques |
thoroughness provide rationale for approaches ang « Create an environment
= Able to batance recommendalions techmigues coenducive to analytical |
indespandent = Demonstrate « Engage with and fact-based |
analysis with cbjectivity, Insighl, appropriate problem-solving
requesting and thoroughness individuals in = Anglyse, recommend
assistance from when analysing analysing and soluticns and monilor
others probiams rasolving complex | trends in key |
= Recommend = Able o break down praobéems chalienges o pravent
nex ways lo complex probilems » identdfy solutions and manage
perfoam jasks inlc manageable an varous areas pecumencea
wathin oam parts and identify in the instiluticn = Create an environmant
tunchion solutions = Formulate and that fosters innovative |
» Propose simple |« Consult internal and Implement new thinking and followsa |
ramedial extemal | ideas throughoul learning organisatan
interventicns stakeholders on the institution approach
that manginally opporunities to » Able to gain » Be a thought leader on |
challengas the Improve processas approval and buy- innovative customer
sialus quo and sanvice delivery in for proposad service delvery, and
+ Lsten to the » Clearly interventions friem | process optimisation
ideas and communicate the refavant * Play an active role in
parspectives of hanafits of new slakeholders sharing best prachice
others and opporunites and » |dentify trends and | solutions and engage
explore innavative solubons best practices in in natonal and
opporunilies to | 1o stakeholdars process and | international iocal
enhance such « Continuously identity |  zervice delwvery government seminars
mnovative opportunities 1o and propose and conferences
thinking enhance internal irstitutional |
Processes | application |
=« [dentify and analyse |« Continuously |
opporunities | engage In |
conducive to résearch o
innovative identify client
approaches and needs |
propose remeadial l
- intervention

11
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Annexure B 2115/16
Cluster Core Competencies
Competency Name | Knowledge and information Management
Able lo promote the generation and sharing of knowledge and
Competency Definition | information through various processes and media, in order to
o enhance the collective knowledge base of local government
ACHIEVEMENT LEVELS
BASIC | COMPETENT ADVANCED SUPERIOR
s Collect, » Useappropriste | » Effectively predict | » Create and
categonse and infoemation luture infermation support @ vision
track redevant systems and and knowledge and culture whera
infarmation lechnology Lo management feam mambers
required fior manage requirameants and are empowered (2
specific lasks | instlutional systams seek, gain and
and projects knowiedge and s Develop slandards share knowledge
« Analyse and information and processes o and Informaton
Iinterpret shanng meel fulure + Establish
informatan o « Evaluate dala knowledge partnerships
draw fromm vanous management across local
Conalusions sources and use needs govermment 1o
« Seek new informatian * Share and facilitate
sources of effactively to promote best. knowledge
inforrmaton to influence practice managemant
[norease tha decisions and krowledge « Demonstrate a
knowledge prowde solutions | management mature approach
pase «  Actively create ACross vanous {0 knowledge and
+« Regularly mechanisms and | inslitubons Information
chare siruciures for « Establish accuratle sharing with an
information shanng of measures and sbundance and
and knowledge infarmation monitaring assistance
with Internal | = Use external and systems for approach
stakeholders internal knowkaedge and + Recognise and
and leam resources to informaticn exploit knowledge
membears reseanzh and managemaent points in
provide relevant s Craate a culiure interactions with
and cutting-edge conducive ol internal and
knowledgs to learning and axternal
enhance knowledge sharing stakeholders
institutional = Hold regular
effectiveness and knowledge and
efficiency information
gharing sassions
to elicit new ideas
and share best
practice
appreaches
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Annexure B 2015/16
[ Cluster Care Competencies
Competency Name | Communicalion o
Able to share information, knowledge and ideas in & clear,
Competency | focused and concise manne: appropriate for the audience in
Definition order to effeclively convey, persuade and influence stakeholders
S | o achieve lhe desired outcome
ACHIEVEMENT LEVELS
~_ BasiC COMPETENT ADVANCED SUPERIOR
Demonstrate an » Express jdeas |« Effactively Regarded as a
understanding to indwiduals comimimicate high- specialisl n
for and groups in risk and sensitive negoliations
communication formal and matiers to relevant and
levers and tools infoermal stakeholders representing the
appropriate for settings in an + Develop a well- institulicn
thia atdignce, manner that is defined Abte [0 Inspire
but requires Interesting and communcabon and motivate
guidance in motivating strategy othars through
utitising such | = Ableto = Balance political positive
lools understand, perspectives with |  communication
« Express deas in lolerate and instifutional needs | that is Impactful
a clear and appraciale when communicating and relevant
focused mannes diverse viewpoinis on Creates an
but does nol perspectives, COMpiEs iSSUes anvirgnment
always iake the attitudes and « Able to effectivaly conduchve to
needs of the belefs direct negotiabions transparent and
audience into » Adapl amund complax productive
consideration commumcation matters and arrive at communication |
s [Dhsseminate and coment and & win-win situation and critical and
convey style o suil the thal promotes Batho agpreciative E
Infarmation and ausdience and Pele principles conversations
krowledge tacilitate « Market and promote Abla o
|  edequataly optimal the inslitution o coordinate
information axternal stakaholders negotiations at
transter and seek to enhance different levels
« Daiver content a positive image of within local
in & manner the institution government and
that gains « Ahble to communicate externally
suppon, wilh the media with
commitment high levels of moral
2nd agreement competence and
from relevant discipline
stakeholdars
= Complle clear,
focused,
concise and
well-struclured
written
documents
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Cluster

__Competency Name

Competency Definition

Core Competencies
Results and Quallty Focus

Able to maintain high quefily standards, focus on achigving
results and objectives whila constslently stiving to exceed
expectalions and encourage others to meet qually standards
Furthar, to actively monitor and measura resulls and qualbty

ageinst identified objectives
——— ACHIEVEMENT LEVELS ==
BASIC COMPETENT ADVANCED SUPERIOR
+ Understand » Focus on high- « Consistenty verify Coach and
quality of work pricrity actions own slandards guide others (o
but requires and does not and outcomes to exceed quality
guidance in become ensure quality standartds and
attending 1o distracted by cutpul resuls
Impartant lgwer-priarity » Focus on the end Develop
matlers aclivities ressult and avoids challenging
= Show a basic « Display firm baing distracted chant-focused
commitrment ko commufmsnt « Demonsirate a goals and seis
achieving he and pride in determined and high standards
cormect results achieving tha committed fo: personal
« Produce the correct resulls approach to performancs
munimum level = Selquality achieving resulls Commit to
of results standards and and guality exceed the
reguired in the dasign standards resulls and
e processes and = Follow task and Quality standards
+ Produce tesks around projects through MONIOr Cwn
outcomes that achieving sel 1o complebon performance and
is of a good standards » Sal challenging implemeant
standard * Produce outpul goals and remedial
+ Focus on the of high quality objectives o sall interventions
quantity of * Able to balance and team and when required
cutput but the quantdy and | display Work wath team
requires quality of results commitment ta o set ambitious
development in in order to acheving and challenging
incorporating achieve expectations team goate,
the quality of objeclives » Maintain a focus communicating
work = Manitors an quality outputs long- and shor-
* Produce quality progress. quality when placed temm expectations
work in general of work, and use under pressure Take appropriale
circumstances, of resources, + Establishing risks lo
but fails o mesl provide stalus institutional accomplish goals
expectation updates. and systems for Owvercome
when under make managing and setbacks and
prassura adjustments as assigning work adjus! action
needed defining plans 1o realise
responsibilities. goals
trackng. Focus people on
moeniting and critical activities
megsuring Ihat yield a high
BLCCRES, impact
evaluabing and
valuing the work
¢l the institution
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