102

~16fz2v3
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for the financial year 1 July 2015 — 30 June 2016

DIRECTOR: INFRASTRUCTURE & PLANNING



103

7263

Performance Agreement  2015/16

Perlormance agreement made and entered into by and between

The Overstrand Municipality and represented by Coenia Groenewald, the Municipal
Manager (herein and after referred as Employen

and

Stephen Muller, the Director: Infrastructure & Planning (herein and after referred as
Emplayeas) for the period 1 July 2015 to 30 June 2016

Where as

a. The Employer has entered into a contract of employment with the
Employee in terms of secticn 57{1)(a) of the Local Govemnment: Municipal
Syslams Act 32 of 2000 (“the Systems Act’). The Employer and the
Employee are hareinafter referred as "the Parties”;

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

¢. The Parties wish to ensure thal they are clear about the goals o be
achieved, and secure the commiimeant of the Employen fo a set of
oulcomes thal will promaote local govermment goals; and

d. The Parties wish to ensure that there Is compliance with Secticns 57(48)
and 57(5) of the Systems Act

1. INTERPRETATION

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

1.1.1  “this Agreement” — means the performance agreement belween
the Employer and the employee and the Annexures thereto;

1.1.2 “the Execulive Authority” — means the Mayoral Commitiee of the
Municipality constituled in terms of Seclion 55 of the Local
Governmenl: Municipal Structures Act 117 of 1988 (“the

Structures Act”) as rapresented by its chairperson, the Executive
Mayor;

1.1.3 “the Employee” means the Director appointed in terms of Seclion
B2 of the Struciures Act;

1.1.4 “the Employer” means Overstrand Municipalily; and
1.1.5 “the Paries” meaans the Employer and
2
Dyir.
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2,

PURPOSE OF THIS AGREEMENT

21

2.2

23

2.4

2.5

2.6

27

To comply with the provisions of Seclion 57(1)(b),(4B) and (5) of the
Systlemns Acl as well as the Contract of Employment entered into between
the Parties;

To specily objeclives and targsis established for the Employss and to
communicate to the Employes the Employer's expeclations of the
Employee's performance largets and accountabilities;

To specily accountabilities as set out In the Pedformance Plan (Annexure
Al

To monitor and measure performance against sat largeted outpuls and
outcomes;

To establish a transparent and accountable working ralationship;

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

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

COMMENCEMENT AND DURATION

3.1

3.2

3.3

34

3.5

This Agreement will commance on 01 July 2015 and will remain in force
until 30 June 2018 where-afler a new Parformance Agreement shall be
concluded between the paries for the next financial year or any portion
thereof;

The Paries will conclude a new Perlormance Agreement that replaces
this Agreement al least once a year by not later than 31% of July of the
succeading financial year:

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

If at any time during the validity of the agreement the work environment
alters to the extent that the contents of the agreement are no longer

appropriale, the contents must by mulual agreement between the parties,
immediately be revised; and

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

Cw
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4.

PERFORMANCE OBJECTIVES
4.1 The Paerformance Plan (Annexure A) sets oul —

4.1.1 The perormance objectives and targels thal must be met by the
Employes;

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

413 The competencies (Annexure B - definitions in terms of
Requlation 21 of 17 January 2014) required 1o operate effectively
as sanior managers in the local government environmenl,

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

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

422 Key performance indicators thal provide the details of the
evidance that must be provided to show that & key objective has
been achigved;

4.23 Target dates that describe the fimeframe in which the targets must
be achisved, and

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

43  The Perscnal Development Plan (Annexure C) sets oul the Employee’s
personal development raguirements in line with the objectives and targets
of the Employer; and

44  The Employee's performance will, in addition, be measured in terms of

contributions to the goals and strategies sel out in the Employer's
Integrated Developmant Plan.

PERFORMANCE MANAGEMENT SYSTEM
51  The Employee agrees to parficipate in the pedormance management
system thal the Employer adopted for the employees of the Employer;

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

! Drir: __,/l‘*_} MM: %;
O
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5.3

5.4

bb

56

a7

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

The Emplayer musi consult the Employee aboul the specific performance
standards and largets thal will be included in the perdormance
management system applicable to the Employee,

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

The crlera upon which the performance of the Employes shall be
assessed shall consist of two components, Operational Perfarmance and
Compelencies bolh of which shall be contained in the Perdormance
Agresment;

The Employee’s assessment will be based on his pedormance in terms of
the outputs/outcomes (performance indicators) identified as per attached
Perdormance Flan, which are linked to the KPAs, and will constitute B0%:
of the overall assessmenl resull as per the weightings agreed o betwean
the Employer and Employee:

e hortnd ieniiid Vi),

809%

The Competencies will make up the other 20% of the Employes's
assassment score. The Competencies are spilt inlo two groups, leading
competencies (indicated in blue on the graph balow) that drive strategic
intent and direction and core competencies (indicated in green on the
graph below}, which drive the axecution of the leading compatencias.
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PERFORMANCE ASSESSMENT

8.1

6.2

6.2

6.4

6.5

66

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

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

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

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

Personal growth and developmenl needs identified during any
porformance review discussion must be documented In a Personal

Development Plan as well as the actions agreed to and Implementation
must take place within set time frames;

The Employee's performance will be measured in terms of contributions
to the goals and strategies set out in the Employer's Integrated
Development Plan {(IDP) as described in 8.6 = 6.13 balow;

The Employee will submit quarterly performance reports (SDBIP) and a
comprehensive annual performance report at least one week prior fo the
performance assessmant meetings 1o the Evaluation Panel Chairperson
for distributicn 1o the panel members for preparation purposes;

Azsasamenlt of the achisvement of resulls as oullined in the performance

plan:
6
Dir MM:
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6.7

6.8

6.9

6.6.1

6.6.2

6.6.3

6.6.4

6.8.5

Each KPI or group of KPIs shall be assessed according o the
extent 1o which the specified standards or performance targels
have been met and with due regard to ad-hoc tasks thal had to be
performed under the KPI;

A rating on the five-point scale described In 6.9 below shall be
provided for each WPl or group of KPls which will then be
mullipliad by the weighting o calculate the final score;

The Employee will submit his self-evaluation to the Employer prior
1o the formal assassment;

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

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

Assessment of the Competencias:

-

6.7.2

673

Each Compelency will b2 assessed in terms ol the descriptions
provided (Annexure B) on a 360 degree basis during the mid-year
and year-end reviews and will inform the final score awarded by
the avaluation committee. 360 degree means that the employee’s
peers -and managers reporting to him will assess hisher
Compeatencies;

A rating on the five-point scale described in .10 below shall be
provided for each Competency which will then be multiplied by the
weighting to calculate the final score; and

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

Owerall rating

6.8.1

682

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

Such overall rating represents the oulcome of the performance
appraisal.

The assessment of the pedormance of the Employee will be based on the
following rating scale for KP|s:

L

7223
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Terminociogy Descriplion

Pardommance {ar exceeds the siandard expected of an employes

al this level. The appraisal indicates thal the Employae has

Dutstanding achégved anava fully effeclive rosulls against all pedormance

periormance crileria and indkcators as specified in the PA and Perdormance

plan and mainained thes in all areas of rosponsibility throughow

Ihe year,

Farfarmance iz significantly highar than the standand expected in
Parformance the job, The appraisal indicates that the Employes has schiavad
significantly above | above lully eHective results against more than hall of the
expeciations performance eritedin and indcatars end ully aghieved all others

| throughouttheyear ;

| Pedormance fully meets the standards expecied in all areas of
the job. Tho apprafsal indicates that the Employes has tully

Fully effective achioved eMective results againsl all signdicant perommance

criteria and indcators AL specified in the PA Bnd Perdommance

Pian,

Perfarmance & below the standard raguired for the jobr in kay

areas, Poformance meets some of Ihe standards expociod lor

the job. Tha roviewiassessmant indicates that the amployes has

Not fully efective | achieved belaw fully eMactiva results against mora fhan hall 1he

key pedommance criteria and indicators as specilied in the PA

and Perormance Bian, . o

Parormence does nol mest the standard sapected for the job

The reviewassessment indicates that they employee has

achisved bolow Tuly elfective results agams! aimost all of ne

| pardommance criena and ndicalons as specitied in the PA and
| Unacceptable Perdormance Plan. The employee has laibed 190 demonstrale the
| parformance commiment of ability to bring pedormance up to the lavel
| expacted in fhe job despite managemeant affors to encourage
| Improvement

610 The assessmenit of the competencies will be based on the following raling

scale:
4
Diir.: — M

()

‘e



110

Bz

Performance Agreement  2015/16

.|1|I

Basic Competent Advanced EupErion

Achiovement

Description
Lavel L

Do net apply the basic concepts and methods to proof 8 bass |
Poor understanding ol local govemmenl operatlions and raquines |
axansive supanision and davalopment infensentions

Apples basic oconcepls, methods, and understanding of ocal
Basic govemmani  oporabions, bBot  requies  supenvision  and
developmant interveniion
Develops and applies more progressive concepls, methods and |

Competent underslanding. Planz end guides the work of othérs and
engoules progressine analysis.
Developn and applies complex  concepts, methods and
Advanced understanding. Effecthvely directs: and leads a group and

= | moeguies in-depth analysis
Has a comprehenswe undersiandmg of focal govemmon |
Superior opgratong, crtical in sliralegic shaping stmlegie direclion and
change, develops and applios comprehensive concepts and
methods,

611 For purposes of evaluating the performance of the Employee for the mid-
year and year-end reviews, an evaluation panel constifuted 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 Pedormance Audit Committes or in his/hear
absence thereof, the Chalrperson of the Audit Committes; and

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

6.12 The Municipal Manager will evaluate the performance of the Employee as
al the end of the 1" and 3 gquarters; and

MM:
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.13 The Municipal Manager will give performance feedback to the Employaa

within five (5) working days after each quarterly and annual assessmeant
maatings.

7. SCHEDULE FOR PERFORMAMNCE REVIEWS

T4

7.2

7.3

7.4

15

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

Cuariar Roview Period Rewiew o be completed by
2 Deotober — Decamber February 2016
4 April - Juna Saplember 2018

The Emplover shaill keep a record of the mid-year and year-end
assessment meelings;

Perdormance feadback shall be based on the Employer's assessment of
the Employes’s perdormance;

The Emplover 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 lully 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 andior
amended as the case may be. In thal case, the Employee will be fully
consulted before any such change is made.

a DEVELOPMENTAL REQUIREMENTS

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

9. OBLIGATIONS OF THE EMPLOYER

9.1

The Employer shall-
811 Creale an enabling environmant to facilitate effective performancea
by the employes; :
i
10
Dir: 2= Mm
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10,

1.

9.1.2 Provide access lo skills development and capacity building
apponunities;

9.1.3 Work collaboratively with the Employee o solve problems and
ganerate selutions lo cormmon problems that may impaat on the
parformance of the Employes;

8.1.4 On lhe request of the Employes delegate such powers reasanably
required by the Employes to enable him to meet the pardormance
ohjectives and targets established in terms of this Agreement; and

9.1.5 Make avallable to the Employee such resources as the Employee
may reasonably require from time to time assisling him o mest
the performance objectives and targets eslablished in terms of this
Agreement.

CONSULTATION

101

10.2

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

10.1.1 A direct eflect on the pedomnance of any of the Employee's
functions;

10.1.2 Commil the Employee to implement or to give effect to a decision
made by the Employer. and

10.1.3 A substantial financial effect on the Employer,

The Employar agrees to inform the Employee of the outcome of any
decisions laken pursuant to the exgrcise of powers contermplated in
clause 12.1 as so0on as is practicable to enable the Employee to take any
necessary aclion with detay,

REWARD

ma

11.2

The evaluation of the Employes's performance will form the basis lor
acknowledging cutstanding performance or correcling unacceplable
performance;

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

The Employer will submil the results of the annual assessment and the
scoring repor of the Employee, 1o full Council for information purposes.

Ve

bz
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12.

13.

MANAGEMENT OF EVALUATION OUTCOMES

12.1

12.2

123

12.4

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

The Employee will have the opportunity at the meeting 1o satisfy the
Employer of the measures being taken to ensure that his performance
becomes satislactory and any programme, including any dates, for
implementing these measuras;

Where there is a dispute or diference as to the perlormance ol the
Employee under this Agreement, the Paries will conler with a view to
resglving the dispute or difference; and

In the case of unacceplable performance, the Employar shall —

12.4.1 Provide systematic remedial or developmental support to assist
the Employes to improve his perfermance; and

12.4.2 After appropriate performance counselling and having provided
the necessary guidance andfor support as well as reasonable tims
for improvernent in performance, the Employer may consider
steps lo terminate the contract of employment of the Employee on
grounds of unfitness or incapacity lo carmry out his or her duties.

DISPUTE RESOLUTION

131

13.2

13.3

134

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

Il the Partias cannot resolve the issues within 10 (ten) business days, an
independeant arbitraler, acceplable to both parties, shall be appointed ta
resolve the matter within 20 (thirty) business days;

In the instance where the matters reterred to in 13.2 were not successtully
resclved, the matter shall be referred lo the Executive Mayor to madiate
the issues within 30 (thirty) business days of receipl ol a formal dispute
from the Employee.

The decision of the Execulive Mayor shall be final and binding on both

parties; and
12 s
. % MM:
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13.5 In the evenl that the mediation process contemplalied above falls, the
relevant clause of the Conlract of Emplayment shall apply.

14. GENERAL

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

14.2 Mothing in this agreemenl diminishes the obligations, duties or
accountabilities of the Employee in terms of his contract of emplayment,

or the effects of existing or new regulations, circulars, policies, directives
ar other instruments.

L
Thus done and signed al an the / day June ot

2015,

AS WITNESSES:

1, & = RGLWH
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Thus done and signed at_HC{T X ks onthe |C day June of 2015

AS WITNESSES:
| ™
1. OXLJ
DIRECTOR
2.
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Annexure B 2015/16
Cluster C-nmpﬂlnm
Compelency Name mtmmw
Provide and direct a viseon for the mstitution, and inspire and deploy cthers
Competency Definition | 1o deliver on the ic institutional mandae
ACHIEVEMENT LS
_____ BASIC COMPETENT _ADVANCED SUPERIOR
* Understand » Gre dwection 1o a | = Evaluate all activibes Io (= Structure and posdion
institutional and team in realising the | determine value &nd| the instilution to local
I insteubion’s  siradegic | algnment to  strategic | govemnment priorities
strategic mandate and set| Intent = Actively use In-depth
bust objecthes = Display in-depth | knowledge and
lacks the abilty | = Hes & positve Impact | knowledge and | understanding b
o inspire cthess | and influence on the | understanding of sirategie |  develop and implement
o achieve &l morale, engagement | planning B comprehansive
mandate end  paricipation of | « Align strategy and goals | institubional framewark
= Describe  how team members across all funchonal areas |+ Hold sell accountable
specilic  fasks | » Develop actions plans | « Actively define | for stralegy execution
link o 1o execute and guide | pedormance measaes o | and results
institulional sirategy monitor the progress and |« Provide impact and
strategies  but | implementation effectiveness of the | influence through
ras imited |« Assist i defining | insBtution building and
influence in | performance * Conaistenlly  challenge | manlaining  sirategic
directing measures to mondos | strategic plans fo enswe | relatonahips
Eiratagy the and | relevance + Create an environment
«Has a basic | effectiveness of 1he |« Understand  instituional | hat facii@tes |oyaty
understanding of | instituthon slructures  and  political | &nd innovation Display
institutionsl = Displays an| facioms, and the | a supenior level of self- |
perormance EWATETESS of | consequences of actions discipline and integrity
management, insiftutional structures | « Empower othirs to foliow | in actions
but lacks fthe and poiitical factore mu: directiocn  end |» Integrate VANOUE
ability i |« Effectiely with  complex | sysiems inta @&
integrate communcale barmiers shu:um collecthe  whole o
systems into & o executon 0|« Guide (he instlubon | opbmse  instilubonal
colectivie whoie relevan parties through  complex  and | perormance
* Demonstrale @ | » Provide guidance 10| amblguous concem managament
basic ﬂiﬁh&ﬁdﬂumm[.m understanding  of [» Uses understanding of
understanding ¢! | achievement of the | power relatonships and | compeling interests to
key  declsion- | sirategicmandate | dynamic lensions among | MAnoeuvte
makers « Undersiand Ine alm| key players to frame | Successhlly o a
and objectives of the |  communications and | win'win oulcome
institution and relate it |  develop strategies,
10 cwn work posifions and aliances
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Annexure B 2015/18
Cluster Leading Competencies
Competency Name | People Management
Effectively manage, inspire and encourage people, respect diversity,
Competency Definition | optimise talent and builld and nurture redationships in order o acheve
mstitutional i
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
sParlicipate  in | «Seek opporundies to | « identify ineffective team | = Develop and
team goal- | Increase team | and work processes and | Incorporale  best
safting and | coabribution and | recommend remedial | practice  peophe
problem responsdhikly Interventions management
sohving sRespect and suppor | » Recognise and reward | processes,
einteraclt and | lhe diverse nalure of | effective and desired | approaches and
collaborate others and be aware of | - behaviour toois across the
with peopie of | Ihe benefils of a diverse | « Provide mentoring and | Institution
diverse approach guidance to olhers in | » Foster a culture of
backgrounds s Effectively delegele | order (o incresse | discipling,
=« Aveane of | laske and empower| personal affectivensss respansibility and
guideines for | others o increase |« ldentfy  developmani accountability
amployes contribution and | and learning needs | sUnderstand  the
development, exacute functions | within the team impact of diversity
but  requires | optimally « Build a work | in perfarmance
support in | wApply relevant | environment conducive | Bnd aciively
implementng legisiation | to sharing, innovation, | incorporate a
development fairly and consistently athical behaviour and | diversity strategy
mitsatives s Faciflate team goal-| professionalism in the institution
selting and problem- | einspire a culure of | * Develop
salving performance excellence | comprehensie
» Effactively identity | by giving positive and | integrated
capacity requirements | constructive feedback to | stralegies  and
to fulfil the strategic | the team approaches [}
mandate «Achieve agreement or | human  capital
CONSENSUS in | development and
adversarial managemean
environments = Activaly  identify
»lead and unite diverse lrends and predicl
teams across divisions | Capacity
to achieve institutional | requirements fo
transition and
performance
_management |
3
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Annexure B 2015/16
Cluster Leading Competencies
Com MName | Program and Project Managament
Able to understand program and project management methodology,
Competency Definitlon | plan, manage, moniior and evaluate specilic sctivities in order 1o
defver on set ok
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Initiate  projects |« Establish broad | = Manage miktipbs Understand and
afler approval from stakeholder programs and conceptualise
higher authorities involvement  and balance  prioribes the longterm
+ Linderstand communicate  the and conflicts implications  of
procedures of project status and according e dasited  project
program and key milestones institutional goals pulcomes
progesct = Define the robes « Apply effective risk Direct a
management end responsibiities |  management COMprehansve
mathodology. of the project team | sirategies  through stralegic  macro
implications  and and create clarity impact assessment and micrd
stakehoider aund and resource | mnalysis  and |
invoivement expectalions requiraments sCOpE  projects |
« Undesstand the | Find a balance | s Modiy project scope |  accordingly to |
rational of projects betwean  project and budget when reakse
in relation 1o the deadline and the required without insttutsonal
institution’s quuakity of compromising  the objectives
strategic objectives deliverables quality and Consider  and
« Documant and |+ Idantfy appropriate objectives of the Initlate  progects
communicate project resources 1o project thai focus on
factors  and sk facilitate the Involve top-leved achievement of
associpted with efiective authorities and the long-term
W Wk completon of the redevant objectives
» Use results and detiverables slakeholders in Influence people
approaches of |« Comply with mhlng project buy- in  positons  of
successful  project statutony autherity to
implamentation as requirements  and Idianhf;.l and apply implemeant
guide apply policies in a| contemporary cutcomes  of
consistent manner project managemanl progects
+ Monilor  progress methodology Lead and direct
and use af Influance and transiation  of
TESOUMCES and miotivate project poticy into
make needed team to  delver workabbe
adjusiments to exceptional results actions plans
tmelines,  steps, Monitor policy Ensures  that
and resoufce | implementation and | programs  ane
aliocation apply procedures to | monitored o
manage riaks lrack  progress
and optimal
MESOurce
utilisation, and
that adjustments
are made a5
L needed
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Annexure B 2015/16
Cluster I_.mdmn Competencies
| Competency Name | Financial Managemant TR
Able to compde, plan and manege budgets, conirol cash flow,
institute financial riek management and administer procurement
Competency Definition | processes In accordance with recognised financial practices. Further
to ensure thaet all financial ransactions are managed in an athical
mannes — =
o ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
+ Understand basic | = Exhibit = Take aclive Develop planning
financial concepis of ganeral financial ownership of fools bo assist in
and methods as concepts, planning, planning, evalualing and
they retate to budgeling, and budgeting, and miasviboring lutura
institutional forecasting and forecast processes expenditure
processes and how they inlerretate and provides lrends
activities Assess, idenlify credible answers to Set budget
» Display and manage queries within cwn frameworks for
awarensss into financial risks responsibiiity the institution
the various Assume a cosl- = Prepare budgets Sel strategic
sources of saving approach to that are algned lo direction for the
financiat data, financial the stralegic institution on
reporing managemeni abjectives of ihe expenditure and
mechanisms, Prepare nancial institution other linancial
financi raports hased on = Address complex processes
govemance, specified formats budgeting and Build and nurture
processes and Consider and financial parinerships o
EySIEMS understand the management improve financial
+ Understand the financial CONCEms management and
importance of implications of = Put systems and achieve financial
financial decisions and processes in place savings
accouniability suggestions o enhance the Actively idantify
+ Understand the Ensure lhat quality and integrity and mplament
importance of delegation and of financial néw methods 1o
assel control instructions s manageman improve assel
required by praclices cantrol
Mational Treasury | » Advise on policies Display
guldelines are and procedures professionalism in
revigwed and regarding asseal dealing wilh
updated cantrol financal data and
Iderdtify and +* Promate Nationad processes
impéement proper Treasury's
menitoring and regulatory
evaluation practices framewaork for
10 enswne Financial
i Management
spanding agains
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Annexure B 2015/16
Cluster _ Leading Competencies — -]
Competency Name e Leadership - ]
Able 1o divect and initals institutional transformation on all levels n
Competency Definition | order to successhully drive and implement new iniiatives and
ﬁeﬂm%ﬁ_ﬁﬂmﬂmm sarvices 1o the cormmunity
ACHIEVEMENT LEVELS }

BASIC COMPETENT ADVANCED SUPERIOR
Drsplay an » Parform an analysis |« Acfively monitor Sponzor
avarenass of change of the change impact change impact and change
interventions, and on the social, results nd convey agants and
Ihe benefits of political and progress to relavant creale 8
transformation Boonomic stakehaolders nebwork ol
inkiatives environment = Secure buy-in and change
Abis o wenlify basic |+«  Maintain calm and sponsorship for leaders who
naeds for changs focus during change change inlliatives suppod the
Identity gaps « Able o assist team [« Conlinucusly interventions
betwean the curment mambers during evaluate change Activaty
and desired siale change and keep sirategy and design adapt current
identify potential risk tham focused on the and introduce new slructures
and challenges o deliverables approaches fo and
transformaticn, +  Volentess lo lead enhance the processes o
including resistance change efforts institution's mMCorporate
1o change factors cutside of own work effectiveness the change
Participate in change feam ¢ Bulld and nurture interventions
programs and = Able lo gam buy-n relationships with Mentor and
pilofing change and approval for varicus stakeholders puide team
interventions change from i establish strategic membears on
Understand the refevant alliznce in facilitating the effects of
impacl of change slakeholders change change,
interventions on the |«  Identify change = Take the lead in resistance
ingtitution within the readiness lavels and impactiul change tactors and
broader scope of assist in resolving programs haw o
Llocal Goovarnment. resistance lo changa |= Benchmark change integrate

taciors interventions against | changa
»  Design changs best change Molivate and
interventions that praciices inspire others
are abgned with the |« Understand the arcund
institution's strategic |  impact and change
objeclives and goais of miliatves
change, and put
remedial
ntersentions in
place Io faciitate
effective
transformation
« Take calculated rsk
and seek naw ideas
from best praclice
scenanas, and
idantify the potantal
for implementation

0
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Annexure B 2015/16
Cluster Leading Compatencies
Competency Name Governance Leadership
Abla t promole, direct and apply professionalam in managing risk
and compliance requirements and apply 8 thorough underslanding
Competency Definition | of povernance praclices and cbligations. Further, able to direct the
conceplualisation of relevant policies and enhance cooperative
aovernance ralatonships
ACHIEVEMENT LEVELS = |
BASIC COMPETENT ADVANCED ] SUPERIOR _
« Displayabasic |+ Displaya +  Abile to fink risk + Demonsirate a
awarenoss ol | thorough initiatives inlo key high leved of
risk, compliance understanding of institubonal objectives commilment n
and governance governance and and drivess complying with
Fesctors but risk and s |dantify, analyse and governance
requine guidance compliance measure risk, create requirements
and faciors and wvalid risk forecasts, » impiement
development in impiement plans and map risk profiles governance and
implamenting o address these |« Apply risk control comphance
such * Demansirate mathodalogy and stratagy lo ensure
requirements understanding of approaches (o prevent achievament of
+ Understand the Ihe lechniques and reduce rigk Ihat instituthonal
structure of and processes for impeda on the cbjectives wethin
cooperative optimising risk achievement of Lha legisiative |
government but taking decisons institutional obectives framework
requires withan the s Demonsirale a « Able to advise
guidance on inshiution thorough Local Government
fostaring | =  Actively diive understanding of risk on risk
workable poicy formulation retantion plans
relationships within the « identify and sirategies. best
betwean | instinution to implement practice
stakeho'ders ansure the | comprehensve rsk interventions and
=  Provide input achievement of management sysbems compEance
inta palicy objectives | and processes management
formalation «  Implement and [+ Abie toforge
monitor the positive
formulation of policies, refationships on
idantify and analyss
constraints and govemance leve! to
challenges with enhance the
implemantation  and effectiveness of
provade Hoeal govarnmant
| |  recommendations for |+ Able to shape,
Improvement direct and drive the
' formulation of
policles on & maco
v
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Annexure B 2015/16

[ Cluster Core Compelencies
Compatency Name_| Maral Compatence
Com . Able 1o identify meral triggers, apply reasoning that promoles honesty
m"“'ml" '“ and integrity and consstently display behaviow that reflects moral
COMpAtance
— BASIC | COMPETENT |  ADVANCED SUPERIOR
+ Realiss the + Conduct salf in + |dantify, develop, and s Create an
impact of alignment with the apply maasures of self- environment
acting with values of Lecal cofrection conducive of
integrity, but Governmentand |« Able to gan trust and maral practices
regquines the Instituton respact through aligning | » Actively develop
guidance and » Abie to openly aclions with and impement
development in admit own commitments measures 1o
implementing mistakes and + Make proposals and cormbal fraud
principles weaknesses and recommeandations that and comuption
+ Follow the seek assislance are transparent and gain | = Sel mbegrity
besic rules and fresm clhers when the approval of relevant slandards and
regulations of unabie lo daliver slakeholders ghared
the institution *  Actvely report « Presant values, belisfs accountabiity
& Able lo dentify fraudulent activily and eas that are MEASLINES
basic moral and coffuplion congruant with the atross the
situations, but within lacal institubon’s rules and institution to
requires government regukations support the
guidanceand |« Understand and » Takes an active stance objectives of
development in honour the agains! corruption and local
understanding confidential nature dishonesty when noted government
and reasoning of matiers withoul |« Actively promote the o Take
with moral seaking personal value of the nattution 1o responsibility for
intent gain internal and external own actions ard
» Able o deal vwith stakehohders decisions, even
situations of » Able to wark in unity wilh i the
conflict of w & leam and nod seek consequences |
promplly and n perscnal gain are
best interest of « Apply HHIE\!I‘SH maral unfavourable |
local government | principles consistently to |
achieve moral decisions |
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Annexure B 7015/16
[ Ciuster Core Compelencies e
| Com ncy Name | Plan and
- y Able to plan, %Mnmmhiﬁﬁxmﬂmwdmmmmmlr
Definition o ensure lhe quality of senvice delivery and build effcient contingency
e ""‘1?.‘@.“
ENT LEVELS
BASIC COMPETENT ADVANCED | SUPERIOR
Able to follow »  Actively and |- Able 1o define |« Focus on broad
basic plans and Bpproprately Inestitutional strategies and
organise tasks organise cbjectives. develop initkatives when
around set information and comprahensve developing
objectives FESOUNCEs plans, integrate and plans and
Undesstand the required far a coordinale activities, actions
procass of ek and assign +  Able to project
planning and «  Recognise ihe appropriate and forecast
argantsing bul urgency and resources for short, medium
requires importance of suceesstul and long term
gudance and tasks implementation requirements of
developmantin |« Balance shor » |dentify in advance the institution
providing and long-ferm required stages and and Iocal
delailed and plans and goals actons to complete gorsemment
comprehensive and incorporaie tasks and projects «  Translate poicy
pians into he team's « Schedule realistic into refevant
Able ta follow parformance imelines, ohyectives projects to
existing plans objeclives and milestones for facilitate the
and ensure thal [«  Schedule tasks to {asks and projects achevement of
nbyucﬁ'm are ensure they are |« Produce clear, institutional
performed within dataiied and objectives
Fm on short- budgel and with comprehansve
term chjectives efficient use of plans lo achieve
in developing time and institutional
plans and resourcas obyectives
actions s Measures = ldentify possible risk
Amrange progress and factors and design
information and manitor and implement
FESOUMTRs performance appropriate
requited for @ results conlingency plans
lask, but requira = Adapt plans in light
further structure of changing
and organisation circumatances
=  Prioritise lasks and
projects according to
treir relevant
urgency and
impaordance
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Annexure B 2015/16
Cluster Core Compatencies
Compstency Name | Analysisandlnnovabon |
Able to crilically anslyse information, chalienges and trends to
establish and implement facl-based solutions that are innovalive
Definition o improve institutional processes in order (o achieve key strategic
lives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Understand the |+ Demonsirate logical |« Coaches team + Demonstrate complex
basic cperalion prebiem solving members on anakytcal and problem
of analysis, but techniques and analytical and solving approaches
lack detad| and approaches and innovative and technigues
thoroughness provide rationale for approaches and |« Create an envircnment
= Able to baiance recommendations lechnigques conducive to anatytical
indapandant » Demanstrate » Engage with and facl-basad
analysis with objectivity, insight, appropriate problem-salving
requesting and thoroughness individuals in |= Analyse, recommend
assistance from | when analysing analysing and solutions and monitor
olhers problems resolving complex | trends in key
s Recommend = Able to break down problems challenges o prevent
new ways to complex problems |« ldentify sclutons and manage
perfomm lasks ino manageable On varous areas occumence
within own parts and identify in the institution | = Create an environmeant
function solutions +» Formulate and thal fosters innovative
+ Proposesimple  |= Consullinternal and | implement new thinking and follows a
remedial extemal ideas throughout | learning organisation
interventions slakeholders on the institution | approach
that marginally opportunities o * Able tc gain « Be a thought leader on
chailenges the improve processes approval and buy- | innovative customes
staluz quo and senice delivary in for proposed service delnvery, and
= Listan lo the = Clearly interventions from | process optimisation
ideas and communicate the refevant « Play an active role in
perspechves of benefils of new stakeholders sharing best practica
others and ities and = |dentily rends and | sofutions and angage
explore innovative solubons best prachoes in in nalional and
opporunities (o to stakeholders process and international local
enhance such « Continuously identify | serice delivery government saminars
nnovative opporiunities to and propose and conferences
thinkirg enhance intarnal institutional
processes application
= identify and analyse |= Conlinuously
opportunities engage in
conducive to research to
innovative identify client
| approaches and needs
propose ramedial
intervention
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Annexure B 2015/16
Cluster Core Compatencies
__ Competency Name | Knowledge and Informalion Management _ = |
Able to promols the generation and sharing of knowledge and
Competency Definition | information through various processes and media, in order to
enhance the colieclive knowledge base of local government
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
»  Collect, Use appropriate | = Effectively predict Create and
categorise and irformation future information support a vision
track ralavant sysiems and and knowladge and cullure whare
information technology 1o management team membears
required for manage requirements and arg ampowered (o
specific lasks inafitutional aystems seik. gain and
and projects knowiedge and Davelop standards share knowledge
* Analyse and infarmation and processes to and information
interpret sharing meet fulure Establish
information (o Evaluste dala knowledge parinerships
draw from varicus managament across kocal
conciusions sources and use needs government to
» Seek new infermation Share and facilitate
sounces of effectively to promote best- knowiedge
information to influence praclice management
increase the decisions and knowledge Demonstrale a
knowledge provide solutions management mature approach
base Activaly create across vanous 1o knowledge and
« Regularly mechanisms and institutions informatian
share structures for Establish accurate sharing with an
informaticn sharing of measures and abundance and
and knowledge information monitoring assistance
with internal Use external and systems for approach
stakeholders internal knowledge and Recognise and
and team resources io information exploit knowladge
members research and management points in
provide relevant Create a culture interactions with
and culting-edge conducive of internal and
knowledge to learning and external
enhance knowledge sharing stakeholdars
ImHll.lluonral Hold regular
ed'hqlnm and knowledge and
efficiency Information
sharing sessions
1o elicit new ideas
and share best
prachos
approaches

L4 -

bg-
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Annexure B 2015/16
Cluster | Core Compelencies !
Competency Name | Communication |
Able lo share information, knowledge and ideas in a clear, |
Competency focused and concize manner approprate lor the audience in
Definition order to effectively convey, persuade and influence siakeholders
. to achieve the desired outcome =
MHEME
BASIC COMPETENT |  ADVANCED SUPERIOR |
= Demonstrate an = Express ideas | « Effectively + Ragarded as a
understanding to indwidualks commisnicate high- spacialst n
for and groups in risk and sensitive negotiations
communication formal and matters to relevant and
levers and lools imformied stakeholders representing the
appropriate for selfings in an Develop a well- institution
the audence, manner Ihat is defined « Able to inspire
but requires interesting and communication and malvale
guidance in motivating strategy others through
ubiksing such = Abjeto Balance political positive
laols understand, perspectives with commumcation
+ Express ideas in tolerate and mstitutional neads that ks impactful
a clear and appraciate when communicating and rejevant
focused manner, diverse viewpoinls on = Creates an
but does not perspecives, COMPIBX BELES anvirenment
ahways take the attitudes and Able to effectively conducive to
needs of the bebats direct negotiations transpasent and
audience into . around complex preductive
consideration communication matters and arrive at communication
= Disseminate and content and & win-win situation and critical and
convey style ko suit [ha thal promotes Batho sppreciative
inforration and audience and Pele principles conversations
knowladge facilitale Market and promote | = Able Lo
adaquately optimal the institution to coordinate
information external slakehoiders negotiations at
transfer and seek o enhance diffarant isvels
+ Daliver contant a positive image of within local
In & manner the institution governmenit and
that gaing Able to communicate externally
suppart, with thve media with
commitment high levels of moral
and agreament competence and
from relevant discipline
slakeholders
= Complle clear,
focused.
concise and
wall-struciured
written
documants

by
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Annexure B 2015/16
Cluster Core _ 1
Competency Name | Results and Cuality Focus
Able o mainlain high qualily slandards, focus on achaeving
results and objectives while consislently striving o exceed
Competency Definition | expectations and encourage ofhers to mest qualty standards
Further, to actively monitor and measure results and quality
against identified objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ~_ADVANCED __SUPERIOR

» Understand Foows on high- s Consistently verify Coach and
quality of work priority actions own standards guide others to
but requires and does not and cutcomes to exceed qualily
guidance in become ensure quality standards and
attending to distracted by output results
impaortant lower-pricrity Focus on the end Develop
maliers aclivities resull and avoids challenging,

+ Show a basic Diaplay firm being distracted chent-focused
commitment 1o commitment Demonstrate a goals and sels
achleving the aned priche i determined and high standards
correct resulls achieving the commitied for parsonal

« Produce ihe | corect results approach to performance
radnimum kevel Sel quality achleving resulls Commit to
of results standards and and quality exceed the
required in the l design standards results and
robe processes and Fallow task and quality standards,

= Produce tasks arouwnd projacts through monitar own
oulcomes thal achieving set 1o complation performance and
ig of a good standards Set challenging implament
standard Produce oulput goals and remodial

= Focus on the of high guality objectives o seif interventions
quantity of | = Able o balance and team and when requirad
output bul the quantity and display Work with leam
requires quality of results commitment to to sat ambitious
developmenl in in order to achieving and challenging
incorporating achieve expectalions team goals,
the quality of objectives Maintain a focus communicating
work Monitors on quality cutputs lang- and short-

» Produce quality progress, quality when placed terrn expectations
work in general of work, and use under pressure Take appropriate
circumstances, of resources, Estabkshing risks to
b fails to meet provide status ingtitutonal sccomplish goals
expectation updates, and syslems for Overcome
whenunder | make managing and setbacks and
pressure adjustments &5 assigning work, action

needed defining plans o realise
responsibilties goals
tracking. Focus people on
menitoring and critical activities
maasunng that yield a high
BUCCESS, impact
evaluating and
valuing the work
of the nsttution

’
13
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