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Perlormance agreement made and entered inlo by and between

The Overstrand Municipality and represented by Coenie Groenewald, the Municipal
Manager {(herein and affer reforred as Employer)

and

Desires Arison, the Director: Management Services (herein and after referred &s
Employes) for the period 1 July 2015 to 30 June 2016

Where as

a. The Employer has enlered into & conlract of employment with the
Employes in terms of section 57(1)a) of the Local Government: Municipal
Systems Act 32 of 2000 (“the Systems Acl”), The Employer and the
Employee are hereinafter referred as “the Parties”;

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

€. The Parties wish to ensurs thal they are clear about the goals to be
achieved, and secura the commilmenl of the Employes to a set of
outcomes thatl will promote local government goals; and

d. The Parties wish to ensure thal there s compliance with Seclions 57{48)
and 57(5) of the Systems Act,

1. INTERPRETATION

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

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

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

1.1.3 ‘“the Employes™ means the Director appointed in terms of Seclion
8% of the Structures Act;

1.1.4 “the Employar” means Overstrand Municipality; and

1.15 “the Parties” means the Employer and Employee.

._QLH



179

183/302

Performance Agreement  2015/15

PURPOSE OF THIS AGREEMENT

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

2.2 To specify objeclives and largets established for the Employee and o
communicate o the Employes the Employer's expectations of the
Employee’s performance largels and accountabililies,

23  To spedly accountabililies as sel out in the Performance Plan {(Annexure
Al

24  To monitor and measure performance against set targeled outpuls and
oulcomes;

25  To establish a transparent and accountable warking ratationship;

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

27  To give effect to the Employar's commitment to a performance-arientated
retationship with the Employee in attaining improved service delivery.

COMMENCEMENT AND DURATION

31 This Agreement will commence on 01 July 2015 and will ramain in force
untll 30 June 2016 where-after a new Performance Agreement shall be
concluded between the parties for the next financial year or any portion
thereof;

32  The Parties will concluda a new Parformance Agreement thal replaces
this Agreement al least once a year by not later than 31" of July of the
succeading financial year;

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

34 If at any ime during the validity of the agreement the work environment
alters lo the extent thal the contents of the agreement are no longer
appropriate, the contents must by mutual agreement between the parlies,
immediately be revised; and

35  Any significanl amendments or devialions must take cognizance of the
reguirements 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 The Performance Plan (Annaxure A) sels out -

41.1 The performance objeclives and targets thal musl be mai by the
Employee;

4,12 The timeframes within which those performance objectives and
targets must be met; and

413 The compatancies [(Annexure B - definitions in terms of
Regulation 21 of 17 January 2014) required to operate effectively
as senler managers In the local govermment environment,

4.2  The performance objectives and targets reflected in Annexure A are sel
by the Employer in consultation with the Employee and basad on the
Inlegrated  Development  Plan, Service Delivery and Budget
Implementation Plan (SDBIP} and the Budget of the Employer, and shall
include:

421 Key objectives thal describe the main tasks that need 1o be done;
4.22 Key perormance indicators that provide the delsils of the

evidence [hal mus! be provided to show thal a key objective has
been achieved:

4.2.3 Targe! dates that describe the timeframe in which the targels must
be achieved; and

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

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

of the Employer, and
44  The Employee's performance will, in addilion, be measured in terms of

contributions 1o the goals and stralegies sel oul in the Employer's
Integrated Development Plan,

5, PERFORMANCE MANAGEMENT SYSTEM
51 The Employee agrees to participate in the performance management
system thal the Employer adopled for the employees of the Employer,

52  The Employee accepls that the purposea of the performance management
syslem will be to provide a comprehensive system with specific

‘ (%%
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53

54

5.5

56

57

performance standards to assist the employees and service providers (o
perform to the standards reguired;

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

The Employee undertakes to aclively focus on the promaotion and
implementation of the key perdormance indicators (including special
projects relevant to the employee's responsibilities) within the local
government framework;

The critefia upon which the performance of the Employee shall be
aszessed shall consist of two components, Oparational Performance and
Competencies both of which shall be contained in the Perdformance
Agreemeant;

The Employes's assessment will be based on his performanca in terms of
the cutputsfoutcomes (perfarmance indicators) identified as per attached
Performance Plan, which are linked to the KPAs, and will constitute 80%
of the overall assessment result as per the weightings agreed to between
the Employer and Employes:

e -
80U % i sl

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

1esfaua
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PERFORMANCE ASSESSMENT

6.1

8.2

63

6.4

65

6.6

The Perdformance Plan (Annexure A) {o this Agreement sals oul -

6.1.1 The slandards and procedures for evaluating the Employee's
performance; and
61.2 The intervals for the evaluation of the Employee’s performance,

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

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

The Employee's performance will be measured in terms of contributions
to the goals and sirategies set out in the Employers Integrated
Davelopment Plan (IDP) as described in 6.6 — 6.13 below:

The Employes will submit quarterly performance reperts (SDBIP) and a
comprehensive annual performance report al least one week prior to the
performance assessment mestings to the Evaluation Panal Chairperson
for distribution to the panel membsers for preparation purposes;

Assassment of tha achisvement of resulls as oullined in the performance
plan:

0
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6.7

6.8

6.8

6.6.1 Each KP| or group of KPls shall be assessed according lo the
extent bo which the specified standards or performance targels
have been met and with due regard to ad-hoc tasks that had to ba
perfarmed under the KPI;

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

6.6.2 The Empleyee will submit his seli-evaluation to the Employer prior
to the formal assassment;

G.8.4 In the instance where the employee could nol perform due to
reasons outside the control of the employer and employes, the
KPl will not be considered during the evaluation. The employee
should provide sufficient evidence in such instances; and

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

Assessment of the Compelencies:

6.7.1 Each Competency will be assessed in terms of the descriptions
provided (Annexure B) on a 360 degree basis duning the mid-yaar
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 repording fo him will assess his/her
Competencies;

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

6,73 An overall score will be calculaled based on the tolal of the
individual scores calculated above.

Owerall rating

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

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

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

==l
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6,10

]

Terminology

Cutstanding
parformance

Dascription

| Perdormmance far exteads the standard axpacied of an smplioyas
al this levsl. The appraisal indicales thal the Employes has
achieved above (ully effective resulls against all pedormance
criteria and Indicators as specified in the PA and Perdarmance
plan and maintainod ihis In ol areas of responsibility throughout
tha year

| Performance
| significantly above
| expectations

Fully effective

Not fully effective

Unacceptable
performance

The assessment of lhe competencies will be based on the following rafing

scale;

_Pian e} .
| Performance is beiow the slandard requined for the ob in key

Iha job  The appratsal indicales thal the Employee has acheyved
pbove fully effective results sgainst more than hall of the
pedormance crijena and Indicators and fully achiaved a3l othars
throughaout the year

Parfarmanca 15 significanily Righer than ihe standard expected in |

‘Perdormance fully meets the siandards expocied in all areas ol
the job. The appraisal indicates thal the Empkiyes has fully
achieved elffactive resuls against all signiicant performance
criteria-and indicators as specfied in the PA and Perdormance

argas. Perdormancs meots some of the standards sxpacied for
tre job,  The review/assessment indicalas that the employee has
| achieved below fully effective results #gainst mone than half the
kay perlormance criteria and indicators as spocifled in the PA
and Perdormance Plan.

Peroemance does not meel tne standard expacted for the job
Tha roview/assessment ndicales thal they amployes has
achsrvad balow Tully ofecthe results apains a'most all of tha
perormance criteria and indicators as specificd in the PA and

| Performance Plan. The employoe has fafled to demonstrate he

commitmant or ability 10 being pedormance up o he level
expeciad in the joh despte management elfors o encwrage

1 imgrovemen
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il]ll

Pogr Campatent  Advancéd Supertor

Achigvemeant

Lavel Dascription
LOVEe

Do mot apply the Basic conoepls and methods to proof a basic |

Poor uncerstanding of local governmen] opedtions and roquites
L — ___| extenshva supervision and deveiopment inlaryentions
| Applies basic concepls, mathods, and undesstanding of Jocal
;Ba.:.h: govemment  cpefalions.  bul  requines supervision  and
e — developmen mensention
Develops and apples more progressie concepts, methods ard
lm:mpmm undersianding. Plans and guides the work of olhers and
executes progressiva analysis

Devedops. and  epplies complex  concapts, methods  and
Advanced understanding  Effoctively directs and keads & group and
| Bxecuies in-degth analysis
Has & comprehansive urdnrstAnding "ol local government
Superier oparations, oftical in siralegic shaping SraGgc direclion and
changn, develops end apphes comprehensive concepls 2l
| methods

6.11 For purpeses of evaluating the perfarmance of the Employee for (he mid-
year and year-end reviews, an evaluation panel constiluted of the
following persans will be established -

6.11.1 Municipal Manager,
6.11,2 Municipal Manager from another municipality;

6.11.3 Chalrperson of the Performance Audit Committee or in hisfher
absence thereof, the Chairperson of the Audit Commitiee; and

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

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

? Dir: _&—)\.I-_MMZ fﬂ_
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613  The Municipal Manager will give performance feedback to the Employee
within fiva (5) working days afler each quarerly and annual assessment
mealings.

T SCHEDULE FOR PERFORMAMNCE REVIEWS

8 The performance of the Employee in relation lo his performance
agreement shall be reviewed on the following dates with the
undarsianding that tha reviews in the first and third quarter may be verbal
if performance is salisfactory:

Cluariar Raview Pariod Raviaw to bo completed by
2 Oclober — December February 2016
!
4 Ape - June Septembar 2018

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

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

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

75  The Employer may amend the provisions of Annexure A whenever the
performance managemenl system |5 adopted, implemented andfor
amended as the case may be. In thal case, the Employes will be fully
consulted befare any such change is made.

8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is
attached as Annexure C. Such Plan may be implemented andfor amended as the
case may be after the each assessment. In that case. the Emplovee will be fully
consulted before any such changs or plan is made.

8. OBLIGATIONS OF THE EMPLOYER
81  The Employer shall-

8.1.1 Create an enabling environment to facilitate effective performance
by the employes;

" Dir.:@' MM
L
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9.1.2 Provide access to skills developmen! and capacity building
opportunities;

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

8.1.4 On the request of the Employee delagate such powers reasanably
required by the Employee to enable him to meel the performanca
objectives and largets established in terms of this Agreement; and

9.1.5 Make available to the Employee such resources as the Employes
may reasonably require from time to time assisting him to meel
tha parformance objectives and largets established in terms of this
Agreement.

10. CONSULTATION

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

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

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

10.1.3 A substantial financial effect on the Employer

10.2 The Employer agrees to inform the Employee of the cutcome of any
decisions tsken pursuant to the exercise of powers contemplated in
clause 12.1 as soon as is praciicable (o enable the Employee 1o fake any
necessary action with delay.

i11. REWARD

11.1 The evaluation of the Employee's performance will form the basis for
acknowledging culstanding performance or comecling unacceptable
perfomance;

112  Itis recorded that by mutual agreement the Parties have decided thal no
performance bonus will be paid to the Employes as the Employee's total
cost of employment package is deemed to be adequate; and

11.3 The Employer will submit the results of the annual assassment and the
scoring report of the Employee, to full Council for information purposes.

NN
w. >
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12,

13.

MANAGEMENT OF EVALUATION OUTCOMES

12.1  Where the Employer is, any lime during the Employee’s employment, not
salisfied with the Employee's performance with respect to any malter
dealt with in this Agreament, the Employer will give nolice to the
Employee to attend a meeling;

12.2 The Employee will have the opportunity at the meetfing lo satisfy the
Employer of the measures baing taken o ensure thal his performance
becomes salisfactory and any programme, including any dates, for
implamenting these measures;

12.3 Where thers is a dispute or difference as to the perormance of the
Employee under this Agreemenl, the Parties will confer with a view to
resolving the dispute or difference; and

12.4  Inthe case of unacceplable pedormance, the Employer shall -

12.4.1 Provide systematic remedial or developmenlal support to assist
the Employes lo iImprove his performance; and

12.4.2 Afier appropnate performance counselling and having provided
the necessary guidance and/or support as well as reasonable time
for improvement in performance, the Employer may consider
sieps (o larminate the contract of employment of the Emploves on
grounds of unfitness or incapacity to carmy oul his or her duties,

DISPUTE RESOLUTION

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

132 If the Parties cannot resolve the issues within 10 (ten) business days, an
indepandant arbitralor, scceptable to both parties, shall be appointed to
resolve the matter within 30 (thirty) business days,

133 In the instance where the matters referred to in 13.2 were not successiully
resglved, the matter shall be referred to the Executive Mayor to mediate
the issues within 30 (thirty} business days of receipl of a formal dispute
fram the Emplayes.

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

parties; and ey
12 I
D’Jr.'gﬁ _ MM:
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13.5 In the event thal the mediation process conlemplated above fails, the
ralevant clause of the Contract of Employment shall apply.

14. GENERAL

14.1 The contents of this agreement and the outcome of any review conducted

in terms of Annexure A may be made available lo the public by the
Employer; and

142 Mothing in this agresment diminishes the obligations, duties or
accountabilities of the Employee in terms of his contract of emplaymant,
or the effects of exisling or new regulations, circulars, policies, direclives
or other instrumants.

Thus done and signed at \4""“""—'- on the / @ day June of

2015
AS WITNESSES:
1. ﬁ/ -ml‘-ﬂ!-.i _,..-""'_H

IPAL MANAGER

2,
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. y ir
Thus done and signed at u"f’-i WA, onthe q day June of 2015

AS WITNESSES: — H.f ﬂ % ;[
: _ v
1. CM “\—%{L
= DIRECTOR
2
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Annexure B 2015/16
Cluster Leading Compelencies
Competency Name | Stratesic Direction and Leadershio
Provdide and direct a vision for the instiution. and ingpire and depioy others
Compatency Definition | i, Jaiver on Ihe siraegic instiufional mandate
ACHIEVEMENT LEVELS
BASIC COMPETENT  ADVANCED SUPERIOR 1l
= Understand = Give dwection 1o a |« Evaluate oll activites to |» Struclure and position
ingtitutional and | team in realising the | determine  walue  and | the institution to local
departmental ingtitubior’s  strategic | alignmem o siratagic | govemnment pricrities
sirategic mandate and get| Intent = Actively Uuse in-depth
chiectives, but | objectives » Dispiay in-depth | knowledge and
lacks the abillty |« Has a positive impact | knowsedge and | undarstanding 1
1o inspire others | and influence on (he |  understanding of siretegic | develop and implement
o acheve set morale.  engagement | planning a comprehensive
mandate and paricipation of | « Align siralegy and goals | instilulional framewon
= Describe  how | 1sam members scross 8l functonal areas |« Hold self accountabls
specific  taeks | « Develop aclions plans | « Actively define | for stralegy execution
fimk to o execute and guide |  performance measures to | 8nd resulls
invstituticanul strategy momited the progress and [« Provide  impact and
strategies  but | implementation effeciveness  of  the | influsnce thraugh
has imited |« Assist in  defining | institution buibdng and
infiusnce in | performance « Consistenlly  challange | maintaining  sirabegic
direcling measures to monitor | strategic plans Io enswee | redalonships
slralagy the pogiess and | mievance + Creste an emircnment
sHas @ besic effectiveness ol the |« Understand  nstivtional | that facidates loyalty
understanding of |  institution stucives and  pofilical | and innovation Display
instiutional » Displays an | factors and the | & supsdor level of seif-
performance: AWATRNGES of | corsequences of Bclions discipline and nlegrity
management instutional struciuses | « Empowar others o foliow | 0 aclions
bul lacks fthe | and polilical faciors sirategic  direction  and | Integrate VAt
ability 1o | » Effacivaly deal with compiax | Byatams nia ]
integrate communicate bamiers | sluations collectve  whole 1o
gystems jnto a 10 execution 0| = Guide fthe inshtution | oOptimise  institutional
calisctvie whale resenanl partes through  complex  and | performance
= Demanstrale a3 | « Provide guidance fo | ambiguous concem management
basic all stakeholders In the | « Use  understanding  of [» Uses understanding of
understanding o | achievement of the | powes relationships and | compeling interests to
key  decishon- strategic mandate dynarec tensions among | manoewws
makers « Undersiand Ihe am | kay playeis 1o frame | suctessfhully o @
and objectivas of the | communications and | ‘winiwin outcome
insttution and refate it | develop sirategies,
ED Co) Wik positions and alliances
2 =
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Annexure B 2015/1%
Cluster Leading Competencies
Competency Name | t
| Effectively manage, inspire and encourage people, respect diversily,
Competency Definition | optimise takenl and build and nurture relationships in erder to achieve
instiutional objsctives .
B __ACHIEVEMENT LEVELS
BASIC [ COMPETENT ADVANCED [ SUPERICR |
«Participale  |n | =Seex opporunibes o | « identify ineffective team | « Develop and
team geal- | increasa team | and work processes and | incoporale  best
seting and | contribution and | recommend remedal | practce  people
problem | responsibility Misrveniions management
s0hving |sRespect and support | » Recognise and m-..n.zza@n:lI processes,
slnleract  and the diverse nalure of | eoffective and desired | approaches and
| collaborate others and be aware of |  behewviour foois acfoss ihe
| with people of | the benafite of a diverse | « Provide mentorng and | inslituiton
diverss | approach guidanca to others m | » Foster a cullure of
backgrounds | « Effectively delegale | order 1o increase | discipline,
» Aare of | tasks @nd empower | personal effectiveness responsibikty and
guidefines for | olhers  to Increase |« jdentfy  development | accountabifty
emplyes | contribution gnd | and learming needs | Undesstand  Ihe
development, execute functions | within the team impact of diversity
but  requires optimally s Build a8 work | 0 performance
suppart m | «Apply relevant | environment conduche | and actively
implamanting employes  legislation | to sharing, innovation, | inCorporate a
fairly and consistently etfiical behaviour and | Siversity strategy
initiatives | =Faciitate team goal- | professionalksm in thes institution
sefiing and problem- |« (nspire &  culture  of |« Develop
s0iving performance excellence | comprehensive
= Effactively identify | by ghving positve and | integrated
capacity fequirements | constructive feedback o | stalegies  and
to fulfil the stateglc | theteam approaches (o
mandate sAchieve agreement or | human  capital
CONSensus in | developmenl and
adversarial et
anyironmants » Actively  identify
sLead and unile diverse | Lrends and predict
leams across divisions | CEpRCly
o achleve institutional | requirements to
transition and
performanca
managament
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Annexure B 2015/16
(1= Cluster Leading Compeiencies
Competency Name | Program and Project Management
Able to understand program and project management methodobogy
Competency Definition | plan, manage, monilor and evaluate specific activities in order to
deliver on sed objectives
ACHIE LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Initiate projacts |« Estabhish beoad [« Manage multiple Understand and
after approval from elakehoider programs and cancaptushse
higher authorities imvalvement  and batance pricrities the  long-term
Understand communcate the and confiicts impications  of
procadures of project slatus and accarding ta desited  project
program and key milestonas institutional goals oulcomes
proje + Define the roles |« Apply effective risk Direct &
management and responsibitiies managemant comprahensive |
rmethodology, of the project team strategies  thiough stralegic  macro |
implications  and and create clarity impact  assessmient and micro |
slakeholder around and resource | enalysis and
invaivement expectations requiremants scope  projects
Understand  the |- Find a balence | s Modily project scope | accortingly  to
rational of projacts ahwvesn propect and budgal when realise
in relation 1o the deadine and Ihe requirad without institutional
instifutson's qealty of compromising  the objectives
siraleqic chisctives deliverables uality and Consider  and
Docurment and |« [|deniify appropriale objectives of the initiale  projects
communicate project resaurces o | project that focus on |
factors  and  risk facilitate the | = Involve top-fayel acheevement of |
Bssociated with effeclive authcrities and the  long-term
£ WOrK compieton of Ihe rejevant abjectives
Use resufis and daliverables stakeholders in Iinfluence people
approaches of |« Comply with | seeking project buy- |  in posions of
successhul project S ifi authority ]
implementation as requirements and | « Identify and apply implement
quide apply policles in a conemporary ollcomes of
consistent manner praject managameant projects
| = Monifor  progress methodology Lead and direcl
and use of | & Influence and tranglation  of
TESOUICES and mativale project policy into
make neaded tsam to  delbver workable
adjustments o exceptional resulls actions plans
timelines,  sfaps, | « Monitor poicy Ensures  that
and fuwrml implementation and programs  are
allocation epply procedures to monitored 1o
manage riaks frack  progress
and oplimal
PESOUTCE
utifisation, and
that adjusiments |
are made as
neaded

>



204

neliel
Annexure B 2015/156
Cluster Leading Competencies
Competency Mame | Financial Management =
Abke o compile, plan and manage budgets, control cash flow,
mstitute financlal risk management and administer procurément
Competency Definition | processes in accordance with recognised financial practices. Further
| to ensure that all financial transactions ae managed in an ethical
- b1
ACHIEVEMENT LEVELS
BASIC | COMPETENT |  ADVANCED __SUPERIOR
« Understand basic | » Exhibil knowledge | » Take active Develop planning
financial concepls of genaral financial awnership of tocts o assist in
and melhods &5 concepts, planning, planning, evalualing and
Ihey rakate to budgeting, and budgeting, and monioding fulure
| insfitutionat forecasting and forecast processes expenditure
processas and how they interrelate and provides trends
aclivities + Assess jdentily credible answers o Sel budget
= Dlispiay and manage quernes wilhin own fTarmeworks lor
awarenass inlo financial nsks responaibiity the inebiution
the varous *  Assume a cost Prepare budgets Sal sirategic
sources of saving approach to that are aligned to direction for the
linancial data, financial the strategic imslitution on
repording managermeant objeclives of lhe expandiure and
machanisms, » Prapare financial institution other financial
flinancial reports based on Addrass compla processes
govermnancs, spacified formals budgeting and Build and nurture
processes and  Consider and financial parinerships o
syslams understand the management imprensi financial
« LUndarstand the financal CONCEImS management and
impariance of implications of Put systems and achieve financial
financial decisions and processes in place AVINGS
accountability suggestions to enhance the = Actively identify
o Undarstand the « Ensure that quality and integrity and implement
imperlance of detegation and of financial new methods to
assal control instructions a8 managemeant improve assel
required by practices conirol
Mationa! Treasury Advise on pofcies Display
guidetines are and procedures professionalism in
reviewed and regarding asset dealng with
updated control financial data and
| » Idenlify and Promote Natonal prOCEsses
implement prope: Treasury's
menitoring and reguigtory
evalualion practices framawork for
to ensure | Financial
appropriate Management
spending against
budget
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Annexure B 2015716
|- Cluster Leading Compelencies B — ]
Competency Name Change Leadarship T
Abls to direct and initiate institutional transformabon on all levels n
Competency Definition | order to successfully drne and implement new mnifistives and
delver professional and quality serices o the commilmity
BASIC COMPETENT ADVANCED SUPERIOR |
+ Display an Perform an analysks |« Actively monitor Sponsor
awarenass of change of i change impact change impact and change
rlarventions, and an the socal resulls and convey agents and
tne bensfits of political and progress to relevant creale a
transformatian aconomic slakehakders network of
intiatives environment *  Secure buy-in and change
+ Able to idantify basic Mainiain calm and sponsorship lar leaders who
reeds for change focus during change changa mitiativas support the
« Identily gaps Able to assist tleam  |=  Caontinuously intercantions
between the curent members during evaluate change Actively
and desived state change and keep siralegy and design edapl current
» |dentify potantial nsk them focused on the | and introduce new structures l
mnd challenges o delnverabies approaches to and
transformation, Violunteer (o lead anhance the pincesses in |
including resisance change afforts instilution’s Incorporate
1o change [aciors outside of own wark | electiveness the change
«  Participale in change team » Buid and nurture intervantions
programs and Able 1o gain buy-in refationships with Menrtor and
piloting change and approval for varioug stakeholders guide team
intervenhong change ram 1o esigbhlish strategic membars on
s Understand the redgvant alliance in facdlitaling the efects of
impact of change stakeholders change s:hmge
interventions on the identify change s Take the lead in resstance
inalitution within the teadiness levels and impactul changs faciors and
broader scope of assist in resahving programs how 1o
Elocal Ggovernment fesistance to change |«  Benchmark change integrate
factors inlerventions against | change
Design change beast change Maotivate and
mnferventions thal praciices inspire others
are aligned with the |«  Understand i arcund
institulion's strategic impact and change
objechives and goais pasychology of wiliatvas
change. and put
remedial
ntervantions in
place 1o faciifate |
effective
transformaton
» Taie calculaled rmk
and seek new ideas
from best practice
scenarios, and
identify the potential
far implementation l
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| Cluster  |Leading Competencies i .
| Competency Name Governance Leadership
Ab'a fo promote, direct and apply professionalism In manoging risk
and compliance requirements snd apply a thorowgh understanding
Competency Definition | of governance practices and obligations. Further. abie to direct 1he
conceplualisation of relevanl policies and ephance cooparabive
- relatonshi s
| BASIC COMPETENT ADVANCED BUPERIOR
« Display abasic |+ Displaya +  Abls o link nek « Demonstale a
awaraness of | tonough initiadives into key high laval of
risk, compliance understanding of institutional objectves commament in
and governance governance and and drivers comphying with
factors but risk and « [(dantify, analyse and Qovernancs
require guidance compliances MEASUTR NSk, creale requirements
and Factors ang valed rigk lorecasts. = |mplament
development in implement plans and map risk profiles governance and
implemeanting o address these (o Appiy risk control compliance
such |+ Demcnstrate methodalegy and strateqy lo ensure
requiraments understanding ol | approaches toprevent | achenement of
s Undarstand the the techniques ant reduce risk that institutional
structurs of and proceasaes for impede on the abjectvas within
coopaiative cptimising rigk achievement of the legslative
government but taking decizions institutional obyectives framework
requires within the s Demonstrate a = Abie to advise
guidance on institutien tharough Local Govarnmant
fostenng e Actively drve understanding of risk o riek
wut kb policy fermulation retention pians management
relationships wilhin the = idantity and stralegies, besl
betwean irstiution to implemert practice
slakeholders ensure the comprehensive nsx interventions and
=  Provide nput achievement of managemeant systems compdiance
ko polsty | obieclives and processes AN |
formulaton | s Implement and |* Able to forge
[ monitor the |  positve
formulation of policies. redationsmips on
idemify and analyse | cooperatve
constrants and govENance evel o
challanges with | enhance the
implermentation  and | effectiveness of
provide Liocal govarnment
recommendations for (= AbiE 10 Shapa,
improvement diwect and drive the
termulabon of
policies on @ mamo
(]
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Annexure B 2015/15
_ Cluster Care Compelencies. |
|_Competency Name | Moral Competence - |
Compeatency Able o entify moral triggers, apply reasoning thal promoles honesty
Dafinition and integrty and consistently display behanviow that refiects moeal
| competence _ __ R
== ACHIEVEMENT LEVELS
—_ BASIC "COMPETENT |  ADVANCED SUPERIOR
« Reakse the =« Conduct salf in = ldentify, devesop, and Create an
irmpact of akgnment with the apply measures of self- environment
acting with values of Local correction conducive aof
integrity, but Gowarnmeant and = Able to gain trest and moral practices
reguires the instituilon raspact through abgning Actively develop
guidance and + Abée o openly actions with and implement
| development in admil own commitments measures o
| implamenting mistakes and & Make proposals and combat fraud
principies weaknesses and recommendations that and cormuption
l + Foliow the | seek assistance are ransparen) and gain Set integrity
basic rules and frowm oihers whan ine approvat of relsvant standards and
regudationsof | unable to dalivar slakaholders shaoad
the instituton |« Actively report *» Present values, belefs accountabiity
= Able to identrty fraudulent activity and ideas that are MEEUTES
basic moral and corruption congruent with the BCoss the
situations, bt | within kocal instilution's rules and instiution 12
requires governmen regulations suppar the
guidance and s Undarstand and » Takes an active stance obygctives of
gevelopmant in hanaur the against corruption and locai
understanding confidential natune dishonesty when noted povernment
and reasaning of matiers withoul |« Actively promole the Take
with moral seeking persanal value of the institution lo | fesponsibifity for
intent gain Internal and extermnal owmn Bctions and
» Able to deal with stakeholders decisions, even
situations of «  Abie 16 wark In unity with i the
confhet of intarest a team and not sesk CONSequances
premally and in the sonal gain are
best interegt of e i:,a,. mp;’:m.a{ maral unfavourable
local government principles consistently 1o
achigve moral decisions

s
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Annexure B 2015/16
= Cluster Core Compatencies
| Competency Name | Planning and Organising . .
Able to plan pricitise and organise mioimalion and resources effectively
cm to ensure the quality of service defvery and bulld efficient contingancy
B pians 1o manage risk o
= — EVEMENT LEVELS =
BASIC ~ COMPETENT | ADVANCED SUPERIOR
« Able to follow = Actively and s Able 1o define Focus on broad
basic plans and approprately InEttutona sirategies and
organise tasks organise objectives. develop initislives whan
| around sat information and comprehensive developing |
objectives FESOUICES plans, integrate and plans and |
s« LUndsrstand [he required for a coordinate activihes actions
process of task and assign Able o project
planning and s« Recognise the appropriate and lorecasi
oeganising bul urgency and resoLuces fof short, medium
requires imporiance of successful and lang term
guidanca and tazks implemenlation requiraments of
aavelopment in |« Balance shor s [dentify in advance 1he institution
provading and long-term required slages and and local
dafailed and plarie and goals achons 1o complets gavetrment
comprehensive and incorporate tasks and projects Transiate palicy
plans inte the team's « Scheduls realistic it redevarni I
»  Able to follow pefarmancs melnes, objectives projects to
enisting plans jectves and milestones for faciilate the
and ensura thal |« Schedule taske 1o tasks and projects achirsament of
chjeckves are ensure they are |« Produce clear, inshituticnal
et parformed withn detaded and olyectives
|+ Focus on shor- budget and with comprehansve
| tarm objectives efficient use of plans to acheve
in devetoping time and instilutional
plans and TESOUTCES objectives
actons s Measunes s jdentify possible sk
«  Arrange progress and faciods and design
information and mcnitor and implament
eS0Urcas performance appropnale
required for a resiite contingency plans
tazk, but require « Adapt plans In light
furthar structune of changing
and organisation
« Prigntise lasks and
projecis according to
their relevant
wrgenty and
— impariance
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| Cluster Core Compelences
| Competency Name | Analysis and Innovation e
Able lo cribcally analyse wmformaben, chalienges and lends 1o
Competency establish and implement fact-based solutions that are innovative
Definition o improve institutiona! processes in order (o achieve key strategic
eCilives
T ACHIEVEMENT LEVELS S i
BASIC | COMPETENT ADVANCED EUPERIOR
+ Understand the |« Damonstrate logical |« Coaches team « Demonstrate compléx
basic operation problem sobving members on analytical and protilam
of analysis, but techniques and analytical and gohlving approaches
tack detall and approaches and innovalive and technigues
horoughness provide rationale for approaches and » Create an anvinonmen
« fble 1o balance recommendations techniques conducive to analytical |
indepandant + Demonstrats » Engage wath and fact-based
analysis wilh obectivity, insight. | appropriale problem-solving |
requesting and thoroughness mdividuals in | » Analyse, recommend |
assistance from | when analysing analysing and solubions and monitor
athars problems resolving complex | trepds in key [
= Recommand » Able to beeak down problems challenges 1o prevent
new ways 1o complex problems » ldantidy solutions and manage |
perlom tasks into manageable on varkius argas oocurence
within own parts and idenify Inv the inshitution « Create an enviconman! |
function solufions =« Formulate and that fosters innovative |
» Propose simple  [» Consult nfernal and implemenl new thinking and follows a |
ramedial extarnal Ideas throughout learming argansation
imtarventions stakehoiders on the institution approach
thal marginally opportunities to | « Abie to gain + Be a thought ieader on |
challenges the Improve processss approwal and buy- | innovative customer
stalus quo and sarnce dalvarny im for proposed service delivery, and
= Liaten o the s Clearly inferventions lram | process optimisation |
ideas and communicate the retevant + Play an actie role in
parspactives of benefits of naw stakeholders sharing best practice
oihers and opportunities and = [dentily lrends and | solulions and engags
explore innovative solubons best practices in in national and
opporiunhes o o stakeholders process and internaticnal iocal
enhance such « Contnuously idently | serace delivery GOVEMMEnt Seminars
mnGvatve opporunities to and proposs and conferences
thinking enhance jaiermal ! institutional |
PIOCesses | application
= Identify and analyse |« Continuously
cpporunities engage in
conducive 1o research o
innovative identify client
approaches and needs
propose rameds]
. | intervention |
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Annexure B 1015/16
Cluster Core Compstencies
Compotency Mame Knowledge and information Maragement 00
Able to promole the generation and sharing of knowledge and
Competency Definition | information through vanous processes and media, in order to
__| enhance Ihe collactiva knowledge base of local governmant
ACHIEVEMENT LEVELS
E BASIC ~ COMPETENT ADVANCED SUPERIOR
» Caollect, = Useappropriate | » Efactively predict | « Creale and
categorise and information future infarrmation SUPPOM & vsion
track ragvant syatemns and and knowledge and cullure where
mfarmation tachnology to managemeni team mambes
required for Manage requirernants and ale empowered o
specific tasks institutional syslems seak, gain and
and projects knowiedge and | » Daevalop slandards share knowledge
« Analyse and information and processes 1o and information
interpret sharing maet future « Establish
infarmatian bo * Evaluate data knowledge parinarships
draw from vanous management across ocal
CONCILSHONS BOWCES and use needs govemment to
* Seek pew infermalsan + Share and tacilitata
sources of affectively to promode best- knowdedge
infosmaticn o influence pracice management
increasa the decisions and knowledge « Demonstrate a
knowiedge provide solulions mianagemant mature approach
base s Achvaly creale | ACross vanous o knowiedge and
+ Regulary mechanisms and | mstitutions infermation
shame structures for « Establish accurate sharing with an
Information sharing of measuras and abundanse and
and knowledge informabion monikaring asgslance
with nlernal s Lise esternal and systems for approach
slakehoiders intarnal knowiedge and + Recognise and
&nd team resources o | Information exploit knowledge
members | research and managemeni poinis in
provide relevant | « Create a cullure Interactions with
and cutting-edge conducive of internal and
knowledge to leaming and exfernal
anhance knowledge shanng stakeholders
Insttutional » Hald regular
| affectiveness and knowledge and
afficency |mformation
sharing sessions
to elicit new ideas
and share besl
practice
approaches
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Annexure B 2015716
___ Cluster [E_o_rg Competencies =
Competency Mame | Communication
Able to share information, knowledge and weas in a clear,
Com focused and concise manner eppropriaie for the audience In
Definition oder to effectively convey, persuade and influence slakeholders
) | to achieve the desired oulcome _
B ACHIEVEMENT LEVELS
_ BASIC | COMPETENT ADVANCED SUPERIOR
« Demonstrate an | = Expressideas | « Effeclively Regarded 33 a
understanding to individuals communicale high- specialist in
for and groups in risk and sensitive negoliabons
communication formal and matters lo relevant and
levers and tools imforrmal stakeholders represenung the
appropriate for sattings in an + Develop a well- instituton
the audence, manner that is defined Able to Inspira
bul requires interesting and communication and mativate
guidance in motvating strategy others through
utilesing such « Ableto « Balance polical positive
toots understand, peTspecives with communication
+ Express deas in Ioterate and inetitutional needs that s impactiul |
a cigar ard appreciale when communicating and relevani
focused mannar diverse vipwpainls on Creates an
bat does not porspectives, compla mauRs environmaent
atways take the attitudas and * Able lo effeclively ondutive to
needs of the | ‘belefs direct negoliations ransparent and |
audience into = Adapl around complex | productive
consiceration communication mattars and armve at gommunicalion
» [Dwssaminate and content and & win-win situation and critical and
conveay | styie to sull the that promotes Batho appreciative |
Information and sudience and Pale principles corversations |
knowledge facyitate + Markel and promole Able to
adaquately optimal the Instilution to coordinate
information external stakeholdars nagialions al
transfer and seak to enhanca different levals
+ Detiver conlent a positive image of within kecal
in @ manner fhe institution governmenl and
that gains « Able lo communicate extarrally
suppon. with the meda wilh
commitment high levels of mora
and agreement competance and
from relavant discinéing
| stakehaiders
| « Compile clear,
| ovused
| concise and
| well-struclured
wiiftan
1 documents |
I I |
12
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Cluster Core Compelancies i
Competoncy Name Results and Qualily Focus
Abig lc mandain high qualily slandards, fotus on achigwing
resulis and cobjectivés while consistenily striving 0 exceed
Competency Definition | expectalions and encourage ofhers 1o mesat qually standards
Further, to achvely monilor and measure results and quakly
against idenified = ——
- ACHIEVEMENT LEVELS
__BASIC COMPETENT _ AMOVANCED SUPERIOR
Understand Focus on high- « Consislently venly Coach and
gualty of work prionity actions o standards guide others to
but requires and does nol and outcomas o excesd qualily
guidanca DECOmE ensune quabty standards and
attanding 1o distracted by ouipul resuits
imponant lower-priority = Focus on the end Davelop
matters acinilies rasuit and avoids challanging
Show a basic Casplay firm baing distracted cheni-focused
commitmeant to commulment « Demonstrate a goals and sels
achleving the and pnde in datermined end high standards
comect resulte achswing tha commitied for personal
Produce the cormac] resulls approach o | performance
mtinimum lgvil Sel quality athleving resuils Commit 1o
ol results standards and and quality exceed the
required in the dasign standards rasults and
ke processes ana « Follow task and quality standards,
Produce {agks argund prajects through manfior own
outcomes that achieving set ta completion performance and
is of & good standards = Gat chalienging implemen:
standard Produce output goals and remedial
Focus on the of hagh guahty objectives to self interventions
quantity of Able 1o balance and teans and when requirad
output bul tha quantity and dispiay Work wath team
requires quality of results commitment 1o to sel amticus
development in in order to achigving and challenging
incorparaling achieva expeciations tmam goals,
the guality of objecives = Mainlain & focus communicating
work Maonitors on quality outputs long- and shor-
Produce quality prograss. quality whan placed teym expactalions
work in genaral ol work, and use under pressure Take appropriate
circumsiances, of resources; « Eslablishing risks o
but fails 1o meet provide slatus institutional accomplish goals
expectation updates. and systems for Crarcomea
when under make managng and salbacks and
ressure adusiments as ALBIQRINg wark adjust achon
needed defining plans {2 realise
responsibilites. goals
tracking, Focus peophke on
manitaring and critical activitios
measunng | Ihat yieid a high
EUCCHsS | mpact
evaluating and |
valuing the work |
W | of the msttubon |
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