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ol

Performance agreement made and entered into by and between

The Overstrand Municipality and represented by Coenie Grosnewald, the Municipal
Manager (hersin and after referred as Employer)

and

Solomzi Madikane, the Director: Local economic development (herein and affer referrad
as Employee) for the period 1 July 2015 to 30 June 2016

Where a5

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

Employee in terms of section 57(1)(a) of the Local Government: Municipal
Systems Act 32 of 2000 (‘the Syslems Act’). The Employer and the
Employee are hareinafter referred as “the Parties”

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

Employment concluded between the parties, requires the Farties to
conclude an annual performance agreement;

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

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

1. INTERPRETATION

11

In this Agreement the followings terms will have the meaning ascribed
therelo:

1.1.1 “this Agreement” - means the performance agreement betwesn
the Employer and the employee and the Annexures thereto;

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

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

114 “the Employer” means Overstrand Municipality; and

1.1.5 “the Parties” means the Employer and Employee.
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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 objectives and targets established for the Employee and to
communicate to the Employes the Employer's expectations of the
Employee's performance targets and accountabilities;

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

24  To monitor and measure performance against set targeted cutputs and
cutcomes,

25  Toeslablish a ransparent and accountable working relationship;

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

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

COMMENCEMENT AND DURATION

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

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

33  This Agreement will terminate on the termination of the Employes's
coniract of employment for any reason;

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

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

Dir: _¢_J  MM:
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4.

PERFORMAMNCE OBJECTIVES

ai

42

4.3

4.4

The Performance Plan (Annexure A) sets oul —

411 The performance objectives and targets thal must be met by the
Employes;

4.1.2 The timeframes within which those perférmance objectives and
targats must be met; and

413 The competencies (Annexure B - definitions in terms of
Regulation 21 of 17 January 2014) required lo operate effectively
as senior managers in the local government enviranment.

The performance objectives and largets reflected In Annexure A are set
by the Employer in consultation with the Employee and based on the
Integrated Development Plan, Service Delivery and Budgel

Implementation Plan (SDBIP) and the Budget of the Employer, and shall
include:

4.2.17  Key objectives that describe the maln tasks that need to be done;

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

423 Targel dales that describe the timeframe in which the targets must
be achieved; and

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

The Personal Development Flan (Annexure C) sets out the Employee's
parsonal development requirements in line with the objectives and targets
of the Employer; and

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

PERFORMANCE MANAGEMENT SYSTEM

51

g2

The Employes agrees to padicipate in the perormance management
systemn that the Employer adopted for the employees of the Employer;

The Employee accepts thal the purpose of the performance management
system will ba to provide & comprehensive system with specific
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2.3

54

x5

56

&7

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

The Employer must cansult the Employes about the specific performance
standards and largets thal will be included in the performance
management system applicable tc the Employes,

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

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

The Employee's assessment will be based on his performance in terms of
the outputsioutcomes (performance indicators) idenlified 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 Employee:
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The Competencies will make up the other 20% of the Employee's
assessment score. The Competencles are spilt into two groups, leading
compelencies (indicated in blue on the graph below) that drive stralegic
intent and direction and core compelencies (indicated in green on the
graph below), which drive the execution of the leading compelencies.
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PERFORMANCE ASSESSMENT
6.1 The Perfarmance Plan (Annexura A) to this Agreement sets out —

6.1.1 The standards and procedures for evaluafing the Employee’s
performance; and
612 The intervals for the evaluation of the Employee’s performance.

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

6.3 Personal growth and development needs |dentified during any
performance review discussion must be documented in a Personal
Development Plan as well as the actions agreed to and implementaticn
must take place within set time frames,

64  The Employee's performance will be measured in terms of contributions
tc the goals and sirategies set out in the Employers Integrated
Development Plan (IDP) as describad in 6.6 — 6.13 below,;

B5 The Employee will submit quarterly performance reports (SDBIP) and a
comprehensive annual performance report at least one week prior to the
performance assessment meetings to the Evaluation Panel Chairperson
for distribution to the panal members for preparalion purposes;

668  Assessmeni of the achievement of results as outlined in the performance
plan:
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6.7

648

68

66.1

6.6.2

6.6.3

G.6.4

6.6.5

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

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

The Employee will submit his seif-evaluation ta the Emplayer prior
to the formal assessment;

In the instance where the employee could not perform due to
reasons outside the control of the employer and employee, the
KP! 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 lotal of the
individual scores calculated above

Assessment of the Compeatencies:

871

68.7.2

6.7.3

Each Competency will be assessed in terms of the descriptions
provided (Annexura B) on a 360 degree basis during the mid-year
and year-end reviews and will inform the final score awarded by
the evaluation committee. 360 degree means that the employee’s
peers and managers reporfing to him will assess higher
Competencies,

A rating on the five-point scale described in 8,10 below shall be
provided for each Compeatency which will then be multiplied by the
weighting to calculate the final score; and

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

Owerall rating

6.81

682

An overall rating is calculated by adding the overall scores as
caiculated in 6.6.5 and 8.7.3 above; and

Such overall rating represents the outcome of the performance
appraisal.

The assessment of the performance of the Employee will be based on the
following rating scale for KPIs:
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6.10

Catabunis g
gefurm sree

Terminology

Outstanding
performance

Feeknrrzder  Fal v elTeitve gt Pty U1n:-\'.r..
prdlLarly eWeglive pertoiance
supeLbirteoe

Performance o exceeds the standard expected of an employee
al this level The appraisal indicales tha! the Employes has
achieved atove fully effective resulls against all performance
critetia and mdicators s specified in tha PA and Parformanca
plan and maintained this in all areas of respansibility throughow
| the year.

Performance
| significantly above
expectations

Fully effective

Performante 5 signicanty higher than the standard axpected in |
the job. The appraisal indicales that the Employes has dchieved
ahove fuly eflective results against more than half of e
performance criteria and indicators and fully achieved all others
throughout the year

Parformance fully meets the standards expected o all areas of

criteria and indicators as spectfied in the PA and Parformance
Pian

the job, The appraisal indicetes thal the Employes has fully |
achieved effactive results sgainst ai significant pedformance |

Haot fully effective

Unaccoptable
| performance

Performance is below the standard requirad for tha job in key
areas, Performance meels some of the standards expectad for
the job, Tha review/asseasmeant indicates that the employes has
achigved balow fully effective results against more than half the
key performance criteria and indicators as specified in the PA
and Perfarmance Plan,

“Perormance does not meel e standard expecled for the job
The reviewiassessment indicales ihal they employee has
achieved balow lully effecte results egainst almast all of the
performance critéria and Indicators as specified in the PA and
| Perdormance Plan. The employes has taled to demonstrate the
commitmant o absly {0 brng performance up 1o the leved
expacted in the job despie management efons 1o encourage
!npr:-vamant

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

scale:

E_mm;
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611

6.12

Achlavement
Laval

Poor

50
' I

BagicT Competent® Advancedd Superiord

Description

De net apply the basic concepts and methods to proof 8 base

undarstanding of local governmenl operations. and reguires |

exlensive suganision and development interanticns

Basic

Competent

Apples basic concepts, mefhods, and understanding of koeal =1

govemmenl  operabons,  but  requies supafvision and

| development intervention

Develops and applies mora progressive concepis, methods and
understanding  Plans: and guides the work of others and

| ExmCuSes progresdive snalysis

| Advanced

Develops and apples complex concepls methods and
understanding  Efectrealy deecis and leads & group and

Superior

Faor purposes of evaluating the performance of the Employee for the mid-
year and year-end reviews, an evaluation panel constituted of the

pracilas n-dapth analysis .

Haz a comprebwnsve understanding of local govemment
operabions, criical in stralegic shapng stratagic direction and
change, develops and applies comprehensie concepls and
mathods

following persons will be established —

6.11.1 Municipal Manager;

6.11.2 Municipal Manager from another municipality’

€.11.3 Chairperscn of the Performance Audit Committee or in histher
absence thereof, the Chairperson of the Audit Committes; and

£.11.4 The Member of the Mayoral Committee (Portfolio Chairperson)

The Municipal Manager will evaluate the perdformance of the Employee as

at the end of the 1* and 3™ quarters; and

W
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6.13 The Municipal Manager will give performance feedback to the Employees

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

T. SCHEDULE FOR PERFORMANCE REVIEWS

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

Qusarier Review Period Review 1o be completed by
2 Detobar - Dacember  February 2016
4 Agri - June September 2016 |

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

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

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

5 The Employar may amend the provisions of Annexure A whenever the
performance management system is adopted, implemented andfor
amended as the case may be. In that case, the Employee will be fully
consulted before any such change is made.

8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Pian (PDP) 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. |0 that case, the Employee will be fully
consulted before any such change or plan is made.

9. OBLIGATIONS OF THE EMPLOYER
91 The Employer shall-

911 Creale an enabling environment to facilitale effective performance
by the employes;

10

Diir.: C‘:C:} MM

M: S N @G_
A



225

Performance Agreement  2015/16

10.

1.

812 Provide access to skills development and capacity building
opporiunities;

9.1.3 Work collaboratively with the Employse 1o solve problems and
generate solutions to common problems that may impact on tha
performance of the Employee,

8.1.4 On the request of the Employee delegate such powsars reasonably
required by the Employee to enable him to meel the performance
objectives and targets established in terms of this Agreement; and

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

CONSULTATION

101

10.2

The Employer agrees fto consull the Employee tmegusly where the
exerciging of its powers will have amongst others-

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

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

10.1.3 A substantial financial effect on the Employer,

The Employer agrees to inform the Employes of the outcome of any
decisions taken pursuant to the exercise of powers contemplaled in
clause 12.1 as soon as is practicable to enable the Employee to take any
necessary action with delay.

REWARD

11

11.2

1.3

The evaluation of the Employes’s performance will form the basis for
acknowledging outstanding performance or correcting unacceplabie
performance;

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

The Employer will submit the results of the annual assessment and the
scoring report of the Employes, to full Council for information purposes

1
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Jeoland

12

13.

MANAGEMENT OF EVALUATION OUTCOMES

121

122

123

12.4

Where the Employer is, any time during the Employee's employment, not
satisfied with the Employes's performance with respect te any matter
dealt with in this Agreement, the Employer will give notice to the
Employee to attend 2 mesting;

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

Where there is a dispute or difference as to the performance of the
Employee under this Agreement, the Parties will confer with a view 1o
resolving the dispute or difference; and

In the case of unacceptable performance, the Employer shall =

12.4 1 Provide systematic remedial or developmental support lo assist
the Employee to improve his performance; and

12.4 2 Atter appropriate performance counseliing and having provided
the necessary guidance and/or support as well as reasonable time
for improvemenl in performance. the Employer may consider
steps to terminate the contract of employment of the Employes on
grounds of unfitness or incapacity to carry oul his or her duties.

DISPUTE RESOLUTION

131

13.2

133

134

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

If the Parties cannot resolve the issues within 10 (ten) business days. an
independent arbitralor, acceptabie to both parties, shall be appointed o
resalve the matter within 30 (thirty) business days,

In the instance where the matters referred to in 13.2 were not successfully
resolved. the matter shall be referred 1o the Executive Mayor to mediate
the issues within 3D (thirty) business days of receipt of a formal dispute
from the Employee.

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

Iir.: E 3 WIM:
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135 In the event that the mediation process contemplated above fails. the
relevant clause of the Contract of Employmeant shall apply.

14, GENERAL

141 The contents of this agreemenl and the outcome of any review conducted
in terms of Annexure & may be made available to the public by the
Employer, and

142 Nothing in this agreement diminishes the obligations, duties or
accountabiliies of the Employea in lerms of his contract of employment
or the effects of existing or new regulations, circulars; policies, directives
or other instruments.

Thus done and signed at \i’““‘-"&‘- on the _{d day June of

2015,
AS WITNESSES:
2
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Thus done and signed at HEEMWI on the C"} day June of 2015

AS WITNESSES:

i it @@f

2. MP%
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Annexure
B 15716

Cluster | Leading Compelencies
Competency Name | Sbatege Direction and Leadershi
Compatsncy Definttion ;mnqemmm-w nm;m.wmmw deploy cthers
- daliys institutior VB E al mandate
BASIC COMPETENT. ADVANCED SUPERIOR
= Understand « Give diection o a |« Evaluate ali activibes to |« Structure and position
imsblubonad and team in realfsing the | determing wvalue and | the ireStubon o local
depanmantal instiution's - sirategic | alignmant o straleglc | Sovemment priofites
strategic mandate and  set | intant « Actively use in-depth
chiectives,  but | objectives * Display indepth | knowledge and
lacks the abiity | » Has a posstive impact | knowledge snd | understandng 5]
o nspire ciheds | and influence on the | undarstanding of siralegic |  develop and implemant
o achiave set mosEe.  engagement | planning # ;
miandate and paricipation of | » Align strategy and goals | institulional framework
= Descibe how E=am members across 3 lunchana! anaas |« Hold saif accountabla
specific  tasks | « Develop actions plans | « Activaiy define | for strelegy execubon
ink o | o executs and guide | perdormance measures o | and results
inshitutional slrategy manitor the progress and |« Provide  mpact  and
sirategles  but | Emplementation effectianess  of  the | influence thicasgh
has Emited |« Assigl  in defining | InstRution bauilding g
infuence in | performence » Consistenlly  chalienge | maintaning  siralegic
dineting measures lo moniter | sieslegic plans 1o ensue | retationships
slralegy the: progress  and | relovance + Creale an grvamonment
«Has a basic | eflectiveness of (he |« Understand  Institubonal | that faciimtes  loyahy
| understending o | instihstion structures and poltical | end innowvtion Diaplay
Ingdifuticmal = Displays an | tactors, and the | @ supanicr lovel of seif-
peformance SNBSS ol | conesguences of aclions discipline and integrty
managemant, Institutional structires | « Empower oihers to foliow | [N achions
but Iacks e | and poliical faciors strafegic  direction and |+ Inbegiaie various
abidy o | = Effectvely deal  with complex | systems o @&
integrate communicate bariers | sluations collecthve  whole 1o
systems inlo @ o execution 10|« Guide fthe  insblution | Oplimsa ml.ml
coleclive whote rekvant parlies thiough  complex  ana | performdnce
« Demarstrate @ | « Provide guiddnee i | ambiguus Concern managemant |
casic all stakeholders in the | « Use  understanding  of |* Uses understanding of |
undersianding of | achievement of the | powsr selationships and | competing imberests fo
kay  decision- sirabegc mandate dynamic tenskons among | mancauwne
makera « Understand the aim | key playess to Fame | successhully o @
and objectives of the |  communications and | winisin culcoms
institution and reiate 1| develop siralegies,
| 10 owh work | positons and afanoes
2
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Annexure
B 204515
Cluster Leading Competencies
Competency Name | People Management
Effectively manage, insple and encourage pecple, respect diversiy,
Competoncy Definition | optimise taien! and build and nurure redabionships in order o achieve
institutional -
ACHIEVEMENTLEVELS
~ BASIC [ COMPETEN I ADVANCED | SUPERIOR
«Pamicipale mn | «Seek opporiunibes to | =identiy ineffective 1eam | » Develop and
team poal- Increase leam | and work processes and | incorporale  best
satting and | contrbaton and | recommend  remedial | prectice  people
probbem responsibiiity intervemiions management
soiving I-ﬂuped and supporl | = Recognise and reward | processes,
sinferact and | the divesse nalure of | effective and desired | @pproaches  and
collaborate olhers and be aware of | | behawiour tools across the
with pecple of | the benefits of & diverse | « Provide mentonng and | Institubion
diversa approach guidance fo others in | = Fosier a culture of
batkgrounds = ERfectively delegate | order  to  increase | discipling,
 Aware of | lasks and empowsr | personal effectivaness rnpnmbliliw and
guidelines for | others 1o  Incresse |« dently  development | accountability
employes coninbuticn and | and leaming needs | «Understsnd  the
developmenl, | execule functions | within the team impact of diversity
byt requires | opbimally » Build a wnrtl in  performance
support in |« Apply relevant | environment conducive | Snd actively
implementing employes legislation | to  sharing. innwnuun.! InCOrporate a
dovelopment fairty and consistently gthical behaviour and & diversity sirategy
initiatives sFaclitate team goal- | professionakism | in the institution
safting Bnd  problam- |« Inspire & cullute  of | = Develop
sohving performance axceliance | COMprehansns
» Eflectively identfty | by giving positive and | Integrated
capacly requirements | constructive feedback o | stralegles and
o Uil the strateglc| the team approsches 1o
mandate sAchisve agreemeni o | human  capital
| CONSENSUS in | develapment and
adversanal management
envircnments vActively  identify

sLoad and unite diverse | trends and predict

teams across divisions | Capaciy

o achieve Insttutional | requiremaents  to

objactes faciitale  unfied
transition and

perfomance
management |

2131z
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Annexure
B 2015/ 1
Cluster Leading Compstencies = I
| Competency Name | Program and Project Management
Abde o understand program and prosec! management methodology
Campetency Definition | plan, marage, monitor and evaiuate specific activities in order lo
1 deliver on set objectives .
ACHIEVEMENT LEVELS -
BASIC COMPETENT ___ ADVANCED SUPERIOR
« |nitiate  peojects |« Eslablish broad |« Manage muttiple | » Undersiand and
ater approval from slakeholder prograims and concepiualise
higher authoanties imolvemanl  and halance peiorities this  long-teim
= Understand communicate  the and conflicts imphcations  of
procedures of project status and ascording o desired  project
program and | key milesiones institutional goals oulcomes
project » Define Ihe roles |« Apply efoctive risk |« Direct a
management and responsibiiities management compehensive
mathodology, of the project leam | stralegies  Through strabegic macio
implications  and and creale charnity impact Bssesamen| and micro
stakehalde: arcund and resource analysss and
irvalvermant expactalions requiremenis scope  projects
¢ Undersland the |« Find a balance | « Modify project scope accordingly 1o
rational of projects betwaen peoject, and  budget when Teakse
in relation o the | deadine and the reguines without Institutonal

institution's gualdy of | compromasing  the objectves
sirategic objectives delrverables quakity and |« Consider and
= Document and |« |dentify appropriate | ohjectives of the iniiate  projecls

communicate pmiemtesuumesml project that focus on
factors and sk facilitate » lwvolve top-tevel achievement of
W work completion ol the reigvant objectives
=« Use resulte and delverasbies slakeholders in|= Infiuence paopis
approaches of | = Comply with sesking profecl buy- in positions of
successful  project sialutory in authorty to
implementation as requiremenis  and |« Identify and apply imiplement
guide apply policies in a CONtBMmporary outcomes of
consistent manrer project management projecis
| * Monitor  progress | methodoiogy * Lead and direct
and use ol | = Influence and translation  of
TESOLITRS and molivale project | policy inta
miaske neadad team (0 deliver workatie
adjusiments e exceptional results aclions plans
timelines,  steps, | « MonRor policy | = Ensures  that
and resource | implementation and | programa are
akocation apply procedures lo monitcred o
manage risks track  progress |
and optemal
FESOUTCE
| utilesation.  and
that adjustments
L ara made as
needed
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Annexure
g8 115716
Cluster Leading Competancies
.Competency Nama | Financial Management i
Abte 1o compide, plan and manage budgels. control cash faow,
institute financial risk managemant and adménister procurement
Competency Definition | processes in accordance with recognised finencis! practices. Furiher
o ensure that ad hnancial ransactions are managed in an ethical
mannes
ACHIEVEMENT LEVELS
BASIC COMPETENT |  ADVANCED ~ SUPERIOR
+ Unterstand basic |« Exhibil knowiadge |» Take active « Develop planning
financial concepls o ganeral financial ownership of toals 1o assiel In
and mathods as concepts, planning, planining, evaluating and
lhey relate to budgeting. and budgeting. and manibofng fulure
institutionad forecasting and forecast processes expandiure
processas and how they nterrelate and provides trands
activities * Assess |dentify credible answersto | « Set budgeal
« Display and manage quernes within own framenaorks for
awareness inta fmancial risks responsibiity the instiulion
the vanous *» Assume a cost- + Prepame b « Sol strategic
sources of saving approach 1o that are aligned o direction for the:
financial dota financial the sirategic inetitution on
reporting management objectives of the expendilure and
mechanisms « Prepara financial institution ciner fmancial
financial repacts based on s Address complex processes
govenance, specified formals budgeting and + Buiid and nuriure
processes and « Consider and financial parinerships to
sysl=ms understand the managemaont imprewe financial
= Undersiand the financial concenmns management and
importance of implscations. of = Pul systemns and achieve financial
financial decisions and processes i place savings
accountability suggestions o enhance the | = Actively dentify
*  Undersiznd the » Ensure hat gualty and inlegrity and implement
impartance of delegation and of financial new methods o
asset control nstruchons as managermant improve assst
required by practces control
Mabonal Treasury | » Advise on policies |« Display
pusdebnes are and procedures prafessonatam in
rervigwed and regarding asset dealing with
updated control financial data and
« Identify and « Pramote Mational DOCesses
implement proper Treasury's
menitering and reguatory
evalualon practices framework for
o ensure Financial
appropniale Management
spending Aagains
5
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Annexure

B 2015/16

]

.. Cluster | Leading Compelencies
___Competency Name Change Leadership el
Able 1o direct and inrtiate instiulional transformation on e levels in
Competancy Definition | order to successfully drive and implemant new inibatives and

dediver professional and gualiy services to ihe communiy
ACHIEVEMENT LEVELS

|______BASIC _COMPETENT ADVANCED | SUPERIOR |
= Display an = Pesform an analysis |« Actively monior «  Sponsor
awarenass of change of ihe change impac! | change impact and change |
intenventions, and on the social | resulis and convey agentsand |
the banefits of poliical and progress to relevant creale a |
transformation econamic stakabalders network of |
initiatives emvironmant »  Secure buy-in and changa '
+ Abie towentify basic |+  Mantain calm and sponsorship for Ieadars who
nends for change focus dunng change change inliatves support thie
« |dently gaps o Abke o assistteam |« Continuously intarvantions
between the curment members dufing ovaluate change & Actively
and gesied siae change and keep strategy and design adapt current
a  \dentity potantisl rish them focissed on the ard introduce new struclures |
and challenges to delverables approaches to and
transformation, = Volunteer lo lead enhance the procasses io
including resistance | change efforts frstitulion’s Incofporate |
to change factors oulside of own work effectiveness tha change
« Participale in change team +  Buid and nurture nfersentions
programs and *  Able Lo gain buy-n relationships with = Mentor and
plloting change and approval for vanous stakeholders | Quide team |
intervenbons change from 1o establish stralegic members on |
+  Undersland the relavant aliance in tacilitating the effects of
impact of change slaknholders change change. ‘
iMerventiong onthe [«  |dentfy change + Take Ihe lead in e slance
institution within the readiness ievels and | impactful change factors and
broader scops of assisl 0 reaolving pADGRNMS hosw 1o ‘
Llocal Ggoverniment resstance lo change |«  Benchmark change wtegrale
factors inferventions against | change
»  Dasign chbnge bast change . Muu_m: and |
Intarventions thal practices inspig ofhors
are aligned with the  |=  Uinderstand the around
institubion's strategc impact ang change
ohjectives and goais paychoiogy of miliatives \
change, and put
. | rermedial
inferventions. in |
place 1o faciltate
effective
transformaton
+« Take calculated sk
and seek new dleas |
from best praclice |
scenarics, and
identify the polential

J far implemeniation
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. Cluster | Leading Compatencies R
Competency Name | Governance Leadership
Able to pramots, dinect and apply professonalism in managing righ
and compliance requirements and apply 2 thorough understanding
GCompetency Definition | of governance prachces and cbligations Further able o direc! the
concepluafisation of reievant pobces and enhance cooperstve
_ ipovemancerelalionships 00 0000000000000
BASIC CONMPETENT ADVANCED SUPERIOR
» Displaygbesic |« Displaya »  Able 1o link rigk Damonstrate &
awareneas of thoroughn initiatves o key nigh keesl of
sk, complignee untersianding of instituticnal obiecives commitment in
and gowernance governance and and drivers complyeng wilh
factors but risk ard « idantify analysa and fovemance
FEQLENe QuItaNCE compliance measuna risk, craals requitemenis
and factors and walhd rak forecests Impbement
dervalopment m impéement plans and map nsk profiles governance and
impiesmanting o address \hese | Apply rish contiol Comphands
such +  Demonsirate methodology and sirategy io ansur
requirements undersianding of approaches (o prevent | achisvemant
= Undarstand the the techniques and reduce risk thal institubonal
structure of and processes for impade an the abjectives withn
cocperative optimiging risk achevement of the legislative
gowernment but 1aking decisons inshilutional chisctives framenwork
TequIres within the + Demonstrate o Abie 1o advse
guidance on ingtitution tharoligh Local Gevernmnil
fostering s Actively ditve understanding of nsk an risk
workable policy formaulation redantion pians mansgement
relationships welbn tha lo identity and strategies, best
bebween insbluton to Irnpharment prachice
slakahaiders ensue he COMprEhenssve sx interventions and
l=  Prowde input achievement af rmansgement syshms compliance
into policy obietines and processes manggamant
Farmuiaton »  |mplement and |+ Abie toforge
mhitar he Ve
formutation of policies, | refationships on
identify and analyse | cooperalive
Constrants and |  QOvEMance ieve! o
chalenges with enhance the
impiementation  and | effectiveness of
provide Liocal government
|  recommendations fot [+ Abietoshape,
improvement direct and drive the
formutatson of
policles on a macro |
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Annexure
B 2015716
Cluster Core Compelencies _i
_Competency Name M..’-‘-"‘?.‘.“.E.!"
Competency Wmﬁmvmm.mpummmgﬂmwmhmﬂm
Mmﬂ 1 m;ny ndmumbﬁmﬁwmmmmﬂ
o  ACHIEVEMENT LEVELS I —— i
BASIC mpﬁ ] ADVANCED | BUPERIOR |
» Reakse the |- Conduct gelf in « igentily, cevelop, and | = Create an |
imipact of alignment with the apply measures of saif- erpvironment
acting with values of Local comection conducive of
inbegrily, but Govemmentand |« Able 1o gain trust and miral praclices
requines the institulon raspact through aligning |« Actively dovelop
guidance and & Able o openty BLons with and implament
dewelopment in admit own I commitments measures o
inglernentmg mistakes and * Make proposals gnd comiat froud
principles wagkresses and recomimendations thal ond cormuption
|« Followthe | seek sasistance are ransparent and gain | «  Sat integrity
basic rules and | froim others wihan the approval of relevant slandards and
I regulations of | unable 1o defiver stakeholders shared
the insstuton |« Actvely repor + Presen| values, beliels accouniability
= Able 1o igentdy fraudulent activily and ideas (hat are measuses
basic moeal and cofruption congruent with the across fhe
situabions bul within lacal irstituTan's rules and institution to
requines | govemment regulations sUpport the
guidanceand |« Understandend |« Tawes an active siance obyectives of
deévelopment in | honour tha against earmuption and ot
understanding | confidential nature dishoniaty when nated govemment
and reasoning | of mafters withowd |« Actively promote the » Taxe
walty il sepking personal value of the institubion o responsihility lor
incant gan internal and exienal o actons and
» Abke to deal with slakeholders decisiong. even
silusations of = Able bo wisk in cnily with if the
conflict of interest a team and nol sesk ConsaqUEnces
peomplly 2nd in the personal gain ane
best interest of o Apply Lniversal mosl unfavourabls
local govartmant prnciphes consistently to
—: | achisve moral decisions i)
8

7
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Annexure
B 2015/ 16
Cluster | Core Compatencies e = =
Competency Name | Planning and Organising
Competency Abse i plan, pribrtise and organise information and resources electhvaly
Definition 1o ensung Ihe quality of service defivery and build efficient contingency
planslomaragerisk
ACHIEVEMENT LEVELS =
| BASIC COMPETENT | ADVANCED SUPERIDR
= Able to follow o Actively and oAbk o defime s Focus on broad
basic pians and appropristely Iinstitutanal strafeghes and
oganize tasks gEnise obyectives, develop iniiatives wher
around sat infarmation and comprehensve devalaping
objectives FEROUITES plans, integrate and plans and
+ Understand the required for a coordinate achvities achons
process of {ask and asagn s Able to progect
planning and s Recognisethe | appropriate and forecast
oFganising but urgency ard resources far shoet. medium
reguires importance of succassiul and long term
guidance and tasks implemantation regquinsments of
deveiopmen in |»  Balance shon s ldentify in advance the institulion
provding and long-lerm reguired stages and and local
detaled anc plans and goals ackons to complede govemment
comprehensave and incorporate tasks and projects = Transiste policy
plang mio fhe team's Scheduls reafshic into redavant
= Able o follow performance timalines. chjeclives projects o
exisling plans Abjectives and milestones for faciitate the
and ensurg thal [« Schedule tasks 1o tasks and projects achiavement of
objectves are onsure they ane [« Produce clear, Inelitutional
met performed within detailed and chjectives
s Focus on shor- budgatl and wilh compiehensve
Ierm objectives effickent use of plans 1o achieve
in daveloping lime and institubonal
plans and TESCHITCES objectives
actons »  Maasurec ls  identify possibie risk
= Amange progress and factors and design
information and Traniter and implement
resources padormance appeopeiate
requined for a results contingancy plans
task, but require o Adapt plans in light
furiber structyre of changing
and cigamisation cicumetances
s Prioritise tasks and
projects according b
thiosr relgvant
urgancy and
imponance

219) w3
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Annexure
B 015716
T Cluster |Coe Competencies ==
Com MName | Analysis and Innowvation i
Abie to cnbically anaiyse information, challenges and trends to
Competency establish and implement fact-based selutions thal ade innovative
Definition 1o improve nstitutional procasses in ouder to achieve key strategic
| ACHIEVEMENT LEVELS -
. BasIC COMPETENT | ADVANCED SUPERIOR
s Understand the |« Demonstrate laogical |« Coaches team + Demonstrate complex |
basic operation probiem sohing members on analytcal and problem |
of analysis. but techniques and anaiyiical and sohving approaches
lack detad and approaches and Inmevative and techniques
fhoroughness prawde rabonale for | approaches and |« Create an environment
+ Able 1o batance recommendations lachniques conducive to analytical
indapandant + Damonstrate = Engage with and faci-based
analysis with objectivly, insght, appropriate problem-solving
requesting and lhorolghness indwviduals in « Analyse, recomimend
assistance from | when analysing analysing and salulions and maalior
others probiems resolving complex | {rends n key
= Recommend = Able to beeak down probiems challenges to pravent
new ways o complex problems | » identify solutions and manage
perform lasks inle manageable On varous aeas ceCunence
within oan parts and identify In the institulion = Creéate an environmen!
function salutions s Formulate and that fosters Innovative
= Propase smpia |« Consult internal and implament new thirking and follows a
rermischial exlemal Ideas throughout fearning organesation
intervantions siauehalders an thar mnstitution approach
that marginaily opportunibies 1o = Able lo gain = Be a thought leader on
challenges the improve processas approval and buy- | innovalive cusiomer
status quo and senoce delivery inforproposed | service dalivery, and
= Listen o the = Clearly interventions from | process optimisation
ideas and communicate the relevant « Play an active rofe-in
perspacives of benefits of new stakehoiders sharing best practice
clhers and opporiuniies and | = identity trends and | solutions and angage
expiore innovative salutions sl practices in | in national and
opporiunibes 10 Io stakeholders process and | international local
anhance such « Continuously idenilly |  senvice delvery govemment SemMinars |
innovative oppartunities to and propose | and conferences
thinking anhance inernal natitutional |
processes applicaton
= [dentify and analyse |« Confinuously |
opportunites angage i |
conducive to I research 1o
innovative identify clemt
approaches and necds |
propose remedal
| interveston o -
10
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Annexure

B 2015/16

Cluster Core Compelencies
Competency Name | Knowledge and information Management
Able o promole the genemton and sharing of knowledge and
Competency Definltion | information through vardous processes and media, in order o
- enhance Ihe collective knowedge base of local govermment
— . ACHIEVEMENT LEVELS
| BASIC _ COMPETENT | ADVANCED SUPERIOR
+ Collect, = Lseappropriste | « Effectively predict | » Create and
categonise and information future information suppon & vision
rack relavant SySAms And and knowiadge and cullure whare
information technology o managameni team members
regquired for angge requirements and are empowered 10
spacific tasks institutional systams spak, gain and
and projects knowledge and + Davalop slandarcs share knowtedge
s Anaiyse and infatmation and processes to and Information
interpret sharing meet future = Esiablsh
information to » Evaluate data knowledge partnerships I
draw from varicus management across oozl
canclusions sources and use neads government o
= Segk new nformation s Share and [acilitate
sources of effectvely 1o promole best- knowledge
infarmation o influgnce praclice management
incregss the decisions and knowiedge « Demonsirate a
knowledge provide solubons managemen mature appraach
basa » Aclivaly create ACIMES various 1o knawladge and
* Regutary mechanisms and institubons information
thare struciures for + Establizh sccurats sharing with an
information I ghanng of measures and abundance and
and knowledoe information manfdaring assistance
with internal = Ligeexternal and systems for approach
stakehoiders infernal knowledge and + Recognrise and
and laam MESOUrCEs o infosmation exploit knowdedgs
members research and managerment peAns iin
provide relevant  «  Create a culture interactions with
and cultng-edge conducive of internal and
knowisdge to leaming and axiamnal
enhance knowledge sharing stakehoiders
insbitutioral « Hold regutar
cffectiveness and knowiedge and
efficiancy information
shating sessons
to eficit new ideas
and shane besgt
practice
approaches
11
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Cluster

Competency Name | Communication

Core Eum_pg_l_éﬁ:cm_n

Able to share information, knowiedge and ideas in a clear,

Competency | focused and concise manner appropniate for the audience in
Definition order to eMfectively convey, persuade and infiuence stakeholders
to achieve the desired oulcome
___ACHIEVEMENTLEVELS |
~__BASIC  COMPETENT ADVANCED SUPERIOR
Demonstrate an | « Expressideas | « EMfectively Regarded B3 a
undersianding 1% iIndnidusls communicate fagh- specialst in
for and groups in risk and sensitive negoliations
COMIMUNICALISn formad and matters to relevant and
levers and loals informal sinkahaldars rapresenting the
appropoake for satting® in an » Davaiop a weil- institubon
the audience, manner that s defined Able o inspire
bul requires interesting and communication and mofivale
gusdance in mcdivating sirateqy athars Inrough
uhiliging such « Ablato + Balance poltical positive
10is understand, perspectives win communication |
Express deas in toferate and nstitutonal needs that is impactu!
acless and Appraciate when commumcating | and relevant
focused mannss, diverse viawpoints an Creates an
but does not parspactives complex Saues envirenment
always take the altdudes and * Abls to effectively conducha to
needs of the bediafz direct negolistions transparent and
atdience into + Adapt arpund complex productive
conssierabon COMMUTICAton mattars and amive at communicabon
Dhsseminate and conlent and & win-win situation and critical and
Corviy Shyle K Sui the that promotes Batho appreciative
informaton and audience and Pale principlas comversalions
knowledge facilitate « Market and promote Able to
adequately optimat the iInstfution o coordinale
information @xtarnal slakaholders negofiations st
trangfer and seek 1o enhance differanl leveis
+ Deliver conten! a positive image of within local
in & manner the ingtituton government and
that gains « Able to communicate extarnally
support, with the media with
commitment high levwels of moral
and agreamant compelence and
from retevant discipline
| stakeholders
= Compile clear,
focused.
concise and
well-structured
written
documents

72223
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Annexure
B 2015/15
Clustor Core Competencies = ——— —;
Compatency Name | Results snd Qually Foous
Able to maintein high quelily standards, focus on achiaving |
tesults and objsctives while consistently striving to exceed |
Competency Definition | expectabons and encourage othars lo meet quality standards
Further, to aclively monitor and measure rasults and quaelty
against identfied objectives
=) _ACHIEVEMENT LEVELS i
BASIC COMPETENT ADVANCED _SUPERIOR |
« Understand + Focus on high- + Consistenily verify Coach and
qualty of work priority actions own slandards guide olhers to
bt requires and does not and outcomas to exceed quality
guidance in become ensure quality standands and
attending to distracted by cutpul | resulls
Imperiant lower-prionty s Forusanineend |« Develop
malters attivities resull and avoris challengmng
» Show a basic » Display firm being distracted chent-fotused
eommitment i commilment + Demonstrate a goals and sste
achieving the and pride in determined and high standards
comec! resulis acheving the commitied for personal
» Produce the cormac! resulls approach 1o performancs
minimum level « Selqualilty achieving resulls Commi to
of results standards and and quality . exceed the
required in the design standards résults and
rale processes dnd » Follow task and guality standards
s Froduce tasks around projects through maonitor cwn
ceormes that | achieving sel 1o complatian performance and
Is of a good standards « Set challenging impéement
slandard » Produce outpul godls and remedial
s Focus on the of high quatity cbjectives 1o self intervenlions
quantity ol » Able ic balance and taam and when reguired
oulput bul the quantity ana display Work wiln leam
FeUires gualty of resublts cormmitmen o to sat ambitious
development in in order to achiaving and challenging
incorparaling achigwe expasialions team goals
tha quality of objectives « Mantain a focus communicating
wWork s Monitors on qualty cutputs long- and sharl-
= Produce quality progress. quality whaan ptaced term expectations
work in genaral of work, and use under prassure Take appopriala
circumstances, of resources, « Establishing fisks 1o
but fails 1o mest provide sistus institutianal atcomplish goats
expectation updates, and syslems for Cvercama
when under make managing and selbacks and
pressure adustments a8 ASSIGMNG work. adjust action
needed dafining plans to reatise
| ratponsbdities goals
| tracking Focus people on
| manitoring and critical aclivilies
measuring that yieid a high
| SUCCESS, impact
evaluating and
valuing the work
I of thie institution
13
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