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Performance agreement made and entered into by and between

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

and

Roderick Willlams, the Director. Communily Services (herein and after referred as
Employee) for the period 1 July 2015 to 30 June 2016

Where as

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

Employes in lerms of saction 57(1)(a) of the Local Govarmment: Municipal
Systems Act 32 of 2000 (“the Systems Act”). The Employer and the
Employee are hereinafter refarred as “the Pariies”;

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

Employment concluded between the parfies, requires the Parlies fo
conclude an annual performance agreement;

. The Parties wish to ensure that they are clear about the goals to be

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

. The Parties wish to ensure thal there is compliance with Sections 57(48)

and 57(5) of the Systems Act

1. INTERPRETATION

1.1

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

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

1.1.2 “the Executive Authority” — means the Mayoral Committea of the
Municipality consfituted in terms of Section 55 of the Local
Government: Municipal Structures Acl 117 of 1998 (“the
Structures Act”) as represented by ils chairperson, the Executive
Mayor;

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

1.1.4 “the Employer” means Overstrand Municipality, and

1.1.5 “the Parties™ means the Employer and Employes.

173
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PURPOSE OF THIS AGREEMENT

21

22

23

24

2.5

26

2.7

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;

To specify objectives and targets established for the Employes and to
communicale o the Employea the Employer's expsciations of tha
Employee’s performance largets and accountabilities,

To specify accountabilities as set out in the Performance Plan (Annaxure
A,

To monfler and measure parformance against sel fargeted oulpuls and
outcomes,

To establish a transparent and accountable working relationship;

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

To give effect to the Employer's commitment to a pedormance-onantated
relationship with the Employee in attaining improved senice delivery.

COMMENCEMENT AND DURATION

31

a2

3.3

34

335

This Agreement will commence on 01 July 2015 and will remain in force
until 30 June 2016 where-after a naw Performance Agreement shall be
concluded between the parties for the naxt financial year or any portion
thereof,

The Partles will conclude a new Performance Agreement that replaces
this Agreement at least onca a year by not later than 31% of July of the
succeeding financial year,

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

If at any time during the validily of the agreement the work environment
alters to the exlent that the contents of the agreement are no longer
appropriate, the contanls must by mutual agraemeént between the parties,
immediately be revised, and

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

PERFORMANCE OBJECTIVES

4.1

4.2

4.3

4.4

The Performance Plan (Annexure A) sels oul —

4.1.1 The perdormance objeclives and targels thal must be mel by the
Employes;

4.1.2 The timeframes within which those performance objectives and
largels must be met; and

4.1.3 The competencies (Annexure B - definitions in lerms of
Regutation 21 of 17 January 2014) required to operate effectively
as senior managers in the local govermment envirgnment.

The performance objectives and targets reflected in Annexure A are sl
by the Employer in consultation with the Employes and based on the
Integrated Development Plan, Service Delivery and Budgel
Implemantation Plan (SDBIP) and the Budget of the Employar, and shall
include:

4.21 Key cbjeclives that describe the main tasks thal need {o be done;

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

4.2.3 Targel dates that describe the timeframe in which the targeis musl
be achieved; and

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

The Personal Developmeant Plan (Annexure C) seis oul the Employea's
personal development requirements in line with the objectives and targets
of the Employer; and

The Employee's performance will, in addition, be measured in lerms of
contributions to the goals and stralegies set out in the Employers
Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

The Employee agrees {o parficipale in the performance management
system that the Employer adopted for the employees of the Employar;

The Employee accepts that the purpose of the performance management
system will be 1o provide a comprehensive system with specific

& H
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53

54

55

58

57

performance standards to assist the employees and service providers 1o
perform to the standards required;

The Employer must consult the Employes about the specific performance
standards and f{argets that will be inciuded in the performance
management system applicable to the Employes;

The Employee undertakes (o actively focus on the promotion and
implementation of the key perdormance indicators (including special
projects relevant to the employee’s responsibiiities) within the local
government framewark;

The criteria upon which the performance of the Employee shall ba
assessed shall consist of two components, Operaltional Performance and
Competencies both of which shall be contained in the Performance
Agreament;

The Employes’s assessment will be based on his performance in terms of
the outputsioutcomes (performance 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 Employee:

8 O §) /0 S,

The Competencies will make up the other 20% of the Employes's
assessment score. The Competencies are spilt into two groups, leading
compelencies (indicated in blue on the graph below) thal drive sirategic
intent and direction and core competencies (indicated in green on the
graph below), which drive the execution of the lsading competencias.
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PERFORMANCE ASSESSMENT
6.1 Tha Performance Plan (Annexure A) to this Agreement sets out —

8.1.1 The standards and procedures for evaluating the Employee’s
performance; and
6.1.2 The intervals for the evaluation of the Employee’s parformanice.

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

6.3 Personal growlh and development needs identified during any
performance review discussion must be documented in 3 Personal
Developmeant Plan as well as the actions agreed to and implemeantation
must take place within sat time frames;

6.4  The Employee’s performance will be measured in terms of contributions
to the goals and sirategies sel oul in the Employer's Integrated
Development Plan (IDP) as described in 6.6 - 6.13 balow;

6.5  The Employee will submit quarterly performance reports (SDBIP) and a
comprehensive annual performance report at least one week prior to the
parformance assessmeant meetings to the Evaluation Panel Chairparson
for distribution to the panel members for preparation purposes;

6.6  Assessmenl of the achievemenl of resulls as oullined in the performance

74
¥
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6.7

6.8

6.9

6.6.1

6.6.2

6.6.3

6.6.4

6.6.5

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

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

The Employee will submit his self-evaluation lo the Employer prior
to the formal assessment;

In the instance where the employee could not perform due to
reasons outside the contral of the employer and employes, 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 fotal of the
individual scores calculated above.

Assessment of the Compelencies:

8.7.1

6.7.2

6.7.3

Each Competency will be assessed in lerms of the descriptions
provided (Annexure B) on a 360 degree basis during the mid-year
and year-end reviews and will inform the final score awarded by
the evaluation commiltee. 360 degree means that the employee’s

pears and managers raporting 1o him will assess hisfher
Competencies;

A rating on the five-point scale described in 610 below shall be
provided for each Competency which will then be multiplied by the
weighting to calculate the final score; and

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

Cwarall rating

6.8.1

6.8.2

An overall raling is calculaled by adding the owverall scores as
calculated In 6.6.5 and 6.7 3 above; and

Such overall rating represants the cutcome of the performance
appraisal,

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

i =
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5
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Terminology Description

Perfarmance far exceeds the standard expected of an employes
at this lovel The appraisal indicates that the Employes has
Outstanding achieved above fully effective resulls against all perfomance
performance criteria and indicators as specified In the PA and Performance
plan and maintained this in all areas of responsibilty throwghoul
L _ |theyear i st e e S— :
Performance & significantly higher than the standard axpected in
Performance the job. The appraisal indicales (hat the Empioyee has achieved
significanlly above | above fully effective résults egainst more than hall of the
expactations performance criteria and indicators and fully achieved afl others
— throughoul the year.

Parformance fully meats the standards expected in ol areas of
the job. The appraisal mdicates that the Employeo has Rully
Fully effective achigved effective resulls against all significant padomance
criteria and indicators as specified in the PA and Performance
Plan.
Performance is below the standard required for the job in key
areas. Performance meels some of the standards expected for
thir job. The raviewlassessment indicates thal the emplayee has
Not fully effective | achieved below fully effeclive nesulls against more than hall the
key pedormance criteria and indicators as specified in the PA
| and Parformance Plan. o
Ferdormance does not meet the slandard expected for the job. |
The mviewassessmenl indicates thal they employee has |
achieved balow fully effective resulls against atmost all of The
performance crileria and indicators as specified in the PA and

Unacceptable Porfermance Plan. The employee has filed to demonstrate the |
performance commitment or ability 1o bring perdformance up 1o the bewel |
expecied in the job despite management elfods 1o encourage |

6.10 The assessment of the competencies will be based an the following rating
scale:

Y @«
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611

612

M“‘I | I

Achigvement

L

Poor

Baslc

Competent

Competent®  Advanced® Superiar®

iption

Do not apply the hasic concapts and meathods o pmol a basic
undarstanding of local govemmment operations and requires
extanshwe suparvision and devalopment intansentions.

Appiles basic concopts, methods, and understanding of local

government  operalions, bul  roquires  supervision  and

_development intervention.

Develops and applies miare pmgresmrc concopls, mathods and |
underslanding. Plans and guides the wok of others and

s E-fbgl'ﬁssl\'l: anaysis,

Advenced

Superior

Dwmiops and applles complex concopts, mathods and
understanding, ENecthaly deocts and loads 8 group and
oxbrutas in-deplh analysis

Has & comprehensive understanding of local gu'mmrmnl:
oparations, Critical in strateqgic shaping stralagic direchion and
changa, devedops amnd applies comprehensive concepls and
| mathods. |

For purposes of evaluating the performance of the Employee for the mid-
yaar and year-end reviews. an evaluation panel constituted of the
following persons will be established —

6.11.1 Municipal Manager;

6.11.2 Municipal Manager from another municipality;

6.11.3 Chairperson of the Performance Audit Commiltee or in his/her
absence thereof, the Chairperson of the Audit Commiltes; and

6.11.4 The Member of the Mayoral Committee (Portfolio Chairperson)

The Municipal Manager will evaluate the performance of the Employes as
at the end of the 1% and 3™ quarlers; and

Y 14
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613 The Municipal Manager will give parformance feedback o the Employee

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

7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2

7.3

7.4

[

The performance 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:

Quarter Raview Period Raeview 1o be completed by
72 |  October— December February 2016
4 Agril -.Iunu Sa{mnbar 2018

The Employer shall keep a record of the mid-year and year-end
assessmanl meatings;

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

The Employer will be entitled o review and make reasonable changes lo
the provisions of Annexure A from fime to time for operational reasans
Tha Employee will be fully consulted before any such change is made;
and

The Employer may amend the provisions of Annaxura A whenevar the
performance management system is adopted, implemented andlor
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 Plan (POP) for addressing developmental gaps is
altached as Annexure C. Such Plan may be implemented and/or amended as the
case may be after the each assessment. In that case, the Employes will be fully
consulted before any such change or plan is made.

9. OBLIGATIONS OF THE EMPLOYER

8.1

Tha Employer shall-

9.1.1 Create an enabling environment ta facilitate effective perdormance

by the amployes,
10 §o o -
Dir, 7 MM/
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10.

1.

9.1.2 Provide access to skills development and capacity building
cpportunities;

89.1.3 Work collaboratively with the Employee to solve problems and
generate solutions lo common problems that may impact on the
performance of the Employee;

8.1.4 On the request of the Employes delegate such powers reasonably
required by the Employes 1o enable him to mest the performance
objectives and largets established in lerms of this Agreement; and

9.1.5 Make available to the Employee such resources as lhe Employes
may reasonably require from fime to fime assisting him to meel
the performance objectives and largets established in terms of this

Agreement.

CONSULTATION

101  The Employer agrees lo consult the Employee Umeously where the
exercising of its powers will have amongst others-

10.1.1 A direst effect on the performance of any of the Employee's
functions;

10.1.2 Commit the Employee to implement or to give effect to a decision
made by the Employer, and

10.1.3 A substantial financial effect on the Employer.

10.2 The Employer agrees to inform the Employes of the outcome of any
decisions taken pursuant to the exercise of powers contempiated in
clausa 12.1 as soon as is practicable to enable the Employves to take any
necessary action with detay.

REWARD

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

11.2 It is recorded thal by mutual agreement the Parties have decided that no

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

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

\Q &
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12,

13.

MANAGEMENT OF EVALUATION OUTCOMES

1214

12.2

12.3

124

Where the Employer is, any time during the Employee's employment, not
salisfied with the Employse's performance with respect to any maller
dealt with in this Agreement, the Employer will give notice lo the
Employes to attend a mesting;

The Employes will have the opporlunity at the meeating to satisfy the
Employer of the measures being taken to ensure that his perormance
becomes salisfactory and any programme, including any dales, for
implementing these measures;

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

In the case of unacceptable performance, the Employer shall -

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

12.4.2 After appropriate performance counselling and having provided
the necessary guidance andfor support as well as reasonable time
for improvemenl in performance, the Employer may consider
steps to terminata the contract of employment of the Employee on
grounds of unfitness or incapacity to carry out his or her duties.

DISPUTE RESOLUTION

131

132

13.3

13.4

In the event thal the Employee is dissatisfied with any decision or action
of the Employer in lerms of this Agreemenl, or where a dispula or
difference arises as to the extent to which the Employee has achieved the
performance objectives and largels established in lerms of lhis
Agreement, the Employvee may within 3 (three) business days, meeal 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
independenl arbitrator, acceplable 1o both parties, shall be appointed lo
resolve the matter within 30 (thiry) business days;

In the instance where the matters referred to in 13.2 were not successfully
resolved, the matler shall be referred lo the Exsculive Mayor 1o mediate
the issues within 30 (thirty) business days of receipt of a formal dispule
from the Employee.

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

parties; and
—
N Dir.: i:ﬁ; 7@,_
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13.5 In the event that the mediation process conlemplated above fails, the
relevant clause of the Contract of Employment shall apply.

14. GENERAL

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

142  Mothing in this agreemenl diminishes the obligations, duties or
accountabilities of the Employes in terms of his contract of employment,

or the effects of existing or new regulations, circulars, policies, directives
or ather instrumanis.

%ﬂw ptL
Thus done and signed at _ y on the / day June of

2015

AS WITNESSES:

1. _é.E-" Rer Lows

2
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1

| T
Thus done and signed at __— = ¥~ Wwash onthe _|C ' day June of 2015

AS WITNESSES:
‘___%M:‘:J _

1. %‘Pﬂlﬂv

s DIRECTOR

2,

14 ’":_:':% —
Dif: 3 MM
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Annexure B 2015/16
Cluster Leading Competencies
Competency Meme Strategic Durection and Leadership
Provide snd direct & vision for The institubion, and rspire snd deploy others
Compatancy Befinition Ingﬂ-mnnlhl:_h%g inglitutional mandate
. __ACHIEVEMENT LEVELS S
I BASIC COMPETENT ADVANCED SUPERIOR
= Understand « Give direction (o a |« Evaluate all actvwims 1o [« Structure and position
Institutional and team in reaksing the | determine wvalue and | he sStution to local
depanmental instiution's  &trategic | alignment  to  Elrategic | govemmant prionlies
strategic mandate and st | inteént « Actively use in-depth
objechives.  but obyectvey = Désplay in-depth |  knowledpe and
tacks the ability |« Has & positve impact |  knowledge and | undersianding o
to inspire others and influence on the | understanding of sbrategic |  develop and implemnent
o achieve set | morale engagement [ planning a comprehensive
miandate a@nd paticipation of | « Algn stralegy and goats | imstautional framevwork
+ Describe  how team membeis across al functional areas |« Hold self accountable
specific  tasks | « Develap actions plans | » define | for strategy execution
lirvke o | to execute and guide | performance measures to | and results
Institutional stralegy maniter the progress and |« Provide impact  and
sirategies  but implementation efecliveness of  the | influence Ihrough
hag imited (e Assist i defining | instiluticn badlding and
infusnce  in s Consistently  chabenge | mantaining  sirategic
diretling maasures 1o monitor | strategic plans to ensure | relationships
siralegy the progress  and | relevance « Create an enwronmuent
sHas @& basc effectivencss of the | » Understand  instibilonal | Ihat faciitates loyalty
understanding of |  inshaution slructures and pollical | and innovation Display
Instibutional » Displays an| factors and tha | a supenor level of salf-
performance awarensss of | consaquances of actions disciping and integrity
management institubional struciures | « Empewer others 1o folow | in aclions |
but lacks Ihe | and political tactors siralegic  direction  and |« Integrale VENOUS
ability fo | « ERectiveiy deal  with  complex | syslems mo @
integrata communicale barriess | slituations collective  whoke 1o
gystems into & o ececulion o |« Guide the inshtution | Oopbmise  nslibubonal
collective whole | pelevanl parties through  complex  and | pedormance
« Domonelrate 3 | o Provide guidance o | ambiguous concern management
bagic all stakgholders in the | » Use  undérstanding  of |+ Uses understanding of
undarstanding of | achievement of the | power relabonships and | compeling inleresis to
key  decigon | sirategic mandate dynamic IBnsions among | Manoeuvwre
makers « Understand the &im | key payers fo frame | successfuly lo  a
and objectives of the | communications and | winfwin culcome
inestitution and relate it | develop siralegias,
1 1o owm Wik postions and alliancas
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Annexure B 2015/16
Cluster Leading Competencies o B
__Competency Name | Peopiz Management =— ]
| Effectively manage. inspire and encourage people, respect diversily, |
Competency Definition | optimise talent and build and nurture relationships in order to achieve
o institutional objectives |
ACHIEVEMENT LEVELS ___ ——=
BASIC COMPETENT | ADVANCED SUPERIOR
» Participate in | » Seek opportunities 1o | « ldentify ineffective team | » Develop and
team goal- increase team | and work processes and | incorporate best
getting  and | coniribution gnd | recommend remedial | practice  people
prablam resporshidity Imterventions management
solving sRespect and support | « Recognise and reward | processes,
sinteract  and the diverse nalure of | effective and desired approaches and
collaborate others and be aware of | behaviour Inols across  the
with peopie of | the benefils of a diverse | « Provide mentoring and | institution
dhverse approach guidance 1o others n | = Foster a culture of
backgrounds » Effectively delegate | order o increase | discipline,
= Aware of tasks a&nd empower | personal efectiveness respansibiity and
guideines for | others 1o increase | s Identity  development | accountabilty
employes confribulion and | and Ieaming needs | « Understand  the
development, | execiuie functions |  within the leam impact of diversity
but  requires optimally & Build B work | h performance
suppoert in | = Apply relevant | envronment conducive | and actively
implementing employee  legislation | to sharing, innovation, | Incorporale a
development fairly and consistently ethical behaviour and | diversity sirategy
inftiatives « Facilitate team goal- | prolessionalism in the inslitution
setting and problem- | «inspire a cultwe of | * Develop
solving performance excellence | comprehensive
« Effactively identify | by giving posiive and | integrated
capacly reguirements | constructive feedback to | siralegies  and
o fulfil the stategic | the team approaches 1o
mandate s Achimes agresment of | Fuman - capital
EONSENSUS n dewvelopmenl and
adversarial management
environments « Actively  identify
sLead and unite diverse trends and predict
leams across divisions | Capacity
1o achieve institulional | requiremenis o
transition and
performance
| managemant
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Annexure B 2015/16
Clustar Leading Competencies -
| Competency Name Program and Project Harﬂgmnl
Abie to understand program and project managaﬂm mhuduluny
Competency Definltion | plan. manage, rmn]bur and evaluate specific aclivities in order to
B defiver on set o 5
hCI-HEUEIlEHTLE\rELB
BASIC COMPETENT ADVANCED SUPERIOR
+ Intiate  projects Estabkeh  broad |« Manage  multiple | « Undesstand and
atter approval fram stakeholder programe and conceptualise
highes authonties involvement  and balance  priodities fhe  Iong-tenm
« Understand communicate  the and confiicts implications  of
procedures of project slatus and acoording to desired project
program and key milestones institutional goals outcomes
project Define  the rcles | = Apply effective risk | » Direct a
management and responsibilies  management comprehensive |
methodology. of the prosect team strategies through shrategic macic |
implications  and and creale clasity impacl  assessment and Micro |
stakeholder around and resaurce analysis and
Involvement expactations requiremeants scope  projects
= Understand the Find a balance |« Modify project scope accordingly  to
rational of projects between  project and budget when realise
in relation to  the deadiine and the resquired wilthout institutional
mstitution’s quality of compromising  Lhe objectives
sirategic obpectives delverables quality and |« Consider and
+ Document and Identfy appropriate | objectives o the inltiate  projects
communicaie project resources to | project that focus on
factore  and  risk facslitate the | + Involve op-tavel achievamenl of
associated with effective authorities and the  long-tem
LA Wk completion of the relevant abjeclives
# Use mesults and deliverables stakeholders in|= Infiusnce peopke
approaches of Comply with geeking project buy- i positons - of
successful  project statutory in aulnority o
implementation as requirements and |« Identify and apply impiemant
guide apply policies In a cantemparary oulcomes of
consistent manner project managensent projects
Moniter  progress methodology « Lead and direct
and use of | » |nfluence and translation  of
reSources and mativate project policy inlo
make nesded team  to  delver wixrkable
adjustments o exceptional results actions plans
timelines, steps, |« Monitor policy | = Ensures that
and rEsource implemantaton  and programs  are
allocaton apply procedures lo monitcred 1o
manage risks track progress
anrd oplimai
TESOUE
utiisafion, and
| that adjustments
ae  made as

N

¥
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Annexure B 1015/i6
| Cluster Leading Competencies
Competency Name | Fnancial Management
Abla to compile, plan and manage budgels control cash flow,
institute financial risk managemant and administer procurement
Competency Definition | processes in accordance with recogniged financial prachices. Further
o ensure that all financial transactions are managed in an ethical
mannes
ACHIEVEMENT LEVELS _
BASIC COMPETENT ~ ADVANCED SUPERIOR |
» Understand basic |« Exhibif knowledge |« Tehke acive = Develop planning
financial concepts of ganeral financial ownership of tools to assist in
and methods as concepts, planning, planning, evaluating and
they relate to budgeting, and budgeting. and monitoring fulure
institutonat forecasting and forecas! processes expenditure
processes and hon they interrelate and provides trends
actvities v Assess ldentify credible anawers to |« Sel budget
= [ and manage guernes within own frameworks for
awareness into financial risks regponsibility the institution
the various » Assume a cost « Prepare budgets + Sel strategic
sources of saving approach lo that are aligned Io direction for tha
financial dala, financial he strategic institubon on
repaoring management abjectives of the expendiure and
mechanisms, + Prepare financial institution cther financial
financial repors basedon |+ Address complax processes
Qovernance, specified formats budgeting and = Buitd and nuriure
processes and « Consider and financial parinerships to
Tyslems understand the managemeni impreve financial
= Lindarstand the financial concems managemant and
impartance of implications of « Put systermns and achieve financial
financial decisions and Processes in place savings
accouniability suggestions to enhance the o Actively identity
+ Undemtand the « Ensure that quality and integrity and imgiement
impontance of delegation and ol inancal new methods to
assel condrol ingtructions as management improve assel
required by practices | contol
Maticnal Treasury * Advise on poiicles | « Display
guidelines are and procedures professionalism in
reviewad and regarding asset dealing with
updatad control financial data and
= [dentify and + Promote National processes
implement proper Treasury's
menitoring and regulaory
evaluation practices framework for
e ensure Financial |
approprate Management
spending against
budget

S
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Annexure B 2005/16
- Clustar | Leading Competencies
Compelency Name | Change Leaderahl -
Abie to direct and initiate instilutional transformation on el levels in
Competency Definition | order to successfully drive and implament new miiatives and
o deliver prolessional and qualily services fo the community
_ ACHIEVEMENT LEVELS o e
EASIC COMPETENT ADVANCED SUPERIOR
+  Diapiay an s Perform an analysis |« Aclively monitor Spensor
awarenass of change of tha change impact change impact and change
interventions, and on the social, results and convey agents and |
the benefits of political and progress to relevant create @
bansformation economic stakaholders nedwork ol !
inftiatives environment «  Secure buy-in and change
= Ableloidentify basic |+ Maintain calm and sponsarship for leaders who
needs for change focus dufing change | change initiatives support the ]
« Idantily gaps s Able to assist tgam |« Continucusty intarvantions
between the current marnbers during eveluzte change Activaly
ang gasired stata change and keep sirategy and design adapt current
»  |dantify potentiai risk them focused on the and introduce new siruciures
and challenges ta deiverables approaches o and
Iransformation, + ‘olunteer to lead enhance (he processzas o
inchuding resistance change efforns mstitution’s incorporate
1o change faciors oulside of own work effeclivensss tre change
+ Participate in change |  leam » Huild and nurture interventions
programs and I « Able to gain buy-in redationships with Mentor and
pénting change and approval for vanous stakehobders guita taam
imerventions changs from 10 establish strategic members on
« Undersiand the relevant alliance in facilitaiing ihe effects of
impact of change stakanclders change change.
iterventicns onthe  |s  [dentily change = Take the lead in resistance
imstitution vathin the readiness ievels and impactfl change factors and
|  broader scope of asgis! In resalving programs how to
Lincal Ggovernmen resistance to change [« Benchmark change infegrate
faciore interventons against | change
+ [Design change bes! change Motivaie and |
mtervenhons that practices ingpire others. |
are aligned wilh the |« Understand the around
ingtitution’s strategic impact and change |
ohjectives and goals psychology of mitiatrses
change, and put
remedial
mlarventans
place to facilitate |
effective
| transformation |
= Take calcuiated rsk
and seek new ideas
from best praclice I
scarancs, and !
idennify the potential |
for impiemeniation
= é 3]

e
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Annexure B 2015/ 16
___ Cluster Leading Compelencies — =1
Competency Name | Governance Leadeiship |
Able lo promote, direct and apply professicnalism in managing risk |
and compance requirements and apply a tharough understanding |
Competency Definition | of governance praciices and obligations, Furiher, able to direct the |
concaplualisation of relavanl polices and enhance cooperative |
govemanca relationships ____ : - |
R ____ACHIEVEMENT LEVELS e |
BASIC | COMPETENT ADVANCED SUPERIOR
+ Display a basic « Dispaya *  Able to link risk ¢« Demonstrate 8
awareness of tharough Initiatives into key high bewad of
risk, compliance understanding of | institutional objectives COMMitmant
and governance governance and and drivers complying wih
factors bul rigk and » Idenlify, analyse and Govemance
fequire guldance compliance MeasLra ek, create requirements
and factors and yalid risk forecasts, »  Implement
develcpment in Implement plans and map risk profies governance and
imptementing ‘o addiess these (o Apply risk control comphance
such » Damonsirate metnodology and sifategy lo ensure
requiraments understanding of approaches to prevent achievement of
» Understand the the lechngues and reduce risk that institutsonal
siructire of and processes for impede on the cbpecinves wathin
cooperative optimesing risk achievernent of thi bagislalive
gowernment but taking decisions insttutional objectives framework
reguines withir (he » [Damonsirale 3 = Ablsto advise
guidance an intitulan through Local Government
fostering o Actively drive understanding of risk on risk
warkable policy formulation retention plans managenmnt
relationships within the » Idantily and slrategies basl
| between institution to implEment practice
| slakeholdars ensure he comprehensive rigk Intenvenhons and
|=  Provide mput achievement of management systems comphance
Into policy objectives and processes roanagarment
formulatron « |mpement and [* Able toforge
monitor Ihe | positive
fermulation of policies retatronships on
identify and analyse cooperabve
constrants and governance level io
challenges wath enhance the
implementation  and elfectveness ol
| provide | bipeal governmant
recommendatons. for |« Able o shape.
improvemant direct and drive the
formulation of
policies on @ macro
leyel
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Annexure B 2015/18
Cluster Core Competencies E— ]
Competency Name | Moral Competence .
Competenc: Able to identify moral tnggers, apply reascning that promotes honesty
mﬂmu", and integrity and consistently deplay behaviow that reflects moral
compatence

acling with
integrty, hut
rEquires
guidance and
developinerd in
implemanting
principles
Foliow the
basic rules and
regulations of
the insbitution
+ Able to dentfy
basic moral
situatons, bul
reguires
guidance and
development mn
undarstanding
and reasaning
wilh maral
intant

alignment with tha
values of Local
Government and
the istiution
Able 1o openly
atmil own
mistakes and
waaknaesas and
seek assistance
from others when
unable o deliver
Aclively regor
fravduient scimnty
and comuption
within local
governmaenl
Undersiand and
honour the
conlidential nature
of matters without
seeking persanal
gain

A 1o deal with
situations of
confiict of intarest
promptly and in the
best interest of
focal government

ACHIEVEMENT LEVELS

ls
|

__ ADVANCED |  SUPERIOR
Identify. develop, and f- Craate an
apply measuras of salf- enyiranmant
correction conducive of
Able to gain trust and moral practices
respect through aligning | = Actively develop
actions with and implement
commitrnents measures (o
Make proposals and combat fraud
recommendations thal and comuplion
afe transparent and gain |«  Set Integrly
the approwal of relevant standards and
stakehoiders ahaned

Present values, beliefs accountabiity |
and ideas that are measures
congruent with the across the
instilution’s rules and institution to
reguiatons support the
Takes an active stance objectives of
against comuplion and Tocal
dishonesty when noted govermmaent
Actvely pramale the « Take

value of the institution to responshbility for
mbernal and external oW .?c.liun!n and
stakenalders decisions, aven
Abée Lo work in unity with if the

a leam and not seek consequences
personal gain are

Apply universal maral unfawourable
prnciples consstently o

achisve moral decisions
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Annexure B 2015/16
~ Cluster Core Competencies # = =
Competency Name | Plansingand Organisng
Competency Abla to plan, priorkise and crganise information and resources elfectively
Dafinition to ensure the quality of service delivery and build afficient contingency
__ | planstomanagersk
ACHIEVEMENT LEVELS o
BASIC COMPETENT ADVANCED SUPERIOR
Abke to follow Actively and = Able o define Focus on broad
basic plans and appropnately institutional sirateqies and
organise tasks organise chbjectives, deveiop nltiatives when
around sat infarmatian and COMpEntnsve
objectives [ESOUMCEs plans, integrate and plane and
Understand the required for a coordinale activities, actions
process of task and assgn Able to project
planning and Recognise the appropriate and foracast
organising but UIgEncy ana resources for short, madium
requings importance of successiul and long term
guidance and lasks implementaton requirements of
development in Balance short = |dentity In advance the institution
provading and long-erm | required stages and and local
detailed and plans and goats actions to complete govermment
compratensive and incorporate lasks and projects Transiate poicy
plans imo the leam's ls  Schedule realistic into refevant
Abie o Toliow performance limelines. objectives projecis o
axisting plans abjectives and milastones for facsitate the
and ansura (hal Schedula tasks io tasks and projects achieverment ol
objecives are ensure thay are «  Produce clear, inslitutional
met performed within detailed and objectives
Focue on ghor- budgel and with comprahensie
term chiectives efficient use of plans lo achieve
in devedoping time and nstitutional
plars and resources objectives
actions Measures = |dentity possibie risk
Arrange progress and factars and design
information and mignitor and imphament
ME0Urcas performanca appropriate
required for a results | contingency plans
task, bul require |« Adapl plans In light
futher structure of changing
and organisalion | circumstances
|*  Pnontise tasks and
projects according 1o
their relavant
urgency and
importance
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Annexure B 2015/ 16
| Cluster Core Competencies |
Competency Name | Analysis and Inncvation -
Able to criically analyse informaticn, chabenges and frends to
Compatency establish and implement fact-based sojutions that are innovatie
Definition to improve instilutional processes in order lo achieva key strategic
objectives .
ACHIEVEMENT LEVELS o
BASIC COMPETENT ADVANCED SUPERIOR
= Understand the |« Demonstrale logical |« Coaches tgam + Demonsirate complex
basic operation problem solving members on analybicai and probilem |
of analysis, but lechnigues and analytical and solving approaches
lack detall and approaches and inmcrative and techniques
theroughress provide rationale for | approaches and |« Craate an enviranment
= Able 1o balance recommendations technigues conducive to analytical
independent « Demanstrate » Engage with and facl-based
analysis with obectivity, insight appropnate problem-solving
requesiing and thoroughness individuals in « Analyse, recommentd
assistance from when analysing analysing and solutions and manitor
cthiars problems regolving complex | trands in key
= Recommand = Able to break down | problems challenges o prevent
A Ways to complex problems » jdentify solutions and manage
perfonm lasks into manageabls on varkus ameas DCoUTEnce
wilhin own paris and identify In the instilution « Creale an enironmenlt
function solutions « Formulate and that fosters innovative
« Propose simple |« Consull internal and i implement new thinking and foflows a |
remedial extamal ideas throughout l@arning organsation
Irteryentions stakehoiders on the institution approach
that rarginally opportunities to l= Able to gam « Be a thought leader on
challanges the improve piocesses | approval and buy- | inndvative customar
slatus quo and service defivary in for proposed sarvice delivery, and
s Listen tothe s Clearly imerventions from process optimssation
ideas and communicate the relevant = Play an active role in
perspectives of benefits of new stakeholders sharing bes! practice
others and opporunities and i» Identity trends and | solutions and engage
explore nnovatve solubions best practices in in national and
opporunilies to to stakeholders ‘ process and | international local
enhance such | » Continuously idenlify | servce delvery govermnment seminars
innovative opporunites to | and propose and conferences
thinking enhance internal institutional |
processes application
= |dentify and analyse |- Conbinucusly
opporunities engage in I
conduciva (o research to
inncvative identify client
approaches and needs |
propose remedial |
| intervention [ .

=
¥

3
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Annexure B 2015/16
Clustar Cere Compatancies
Competency Name | Knowledge and Information Management
Able to promote the generation and sharing of knowledge and
Competency Definition | information through various processes and media, in order 1o
. enhance the colieclive knowledge base of local government |
b ACHIEVEMENT LEVELS
___BASIC ~ COMPETENT ADVANCED SUPERIOR
« Callect, Use appropriate | » Efectively pradict | « Create and
categorise and Information fulure information support a vision
frack relevant systems and and knowledgea and culture whera
information lechnoiogy o management lsam mambers
required for manage requirements and ale empowered to
specific laske instilutional systems seek. gain and
and projacts knowledge and s Devalop standards share knowledge
« Analyse and information and processes 1o and information
interpret ghanng meaet future = Establish
information 1o Evaluate dala knowladge partnerships
draw from varnious management across ocal
conclusions sources and use needs government 1o
« Seek new informatian « Share and facilitzte
sources of effectively to promote best- knowiedge
informatian to influence practice managemant
increasa the decistons and knowledge + Damonstrate a
knowiedge provice solutions management mature approach
base Achvely creale across varous to knowledge and
= Regulary mechanisms and | institulions information
sharg structures for « Establish accurate sharing with an
infeematicn shafing of measures and abundance and
anrd knowledge information manitaring assistance
with miernal Use external and systems for approach
slakehoiders internal knowledge and +« Recognise and
and leam resources to infermation axploit knowladge
membears resaarch and management points in
provide relevant | » Create 3 culiure interactions with
and culting-adge conducive of internal and
kncwiadge o learning and extermnal
enhance knowledge sharing slakeholders
insttutonal - =« Hold reguiar
effectiveness a knowiadge and
efficiancy information
sharing sessions
to elicit new ideas
and share pest
practice
approaches
—
b —
S 11
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Annexure B 2015/16

_ Cluster | Gors Compelencies
Competency Name | Communication
Able to share information, knowledge and ideas In & clear
Competency | focused and concize manner approprate for the audience in
Definition order 1o effectively convey, persuade and influence stakeholders
1 1o achieve the desired oulcome
ACHIEVEMENT LEVELS
- BASIC | COMPETENT ADVANCED SUPERIOR
« Demonstrate an = Expressideas |« Effectivaly » Regarded as a
understanding 1o individuals commuricate high- spacialist in
far | and groups in gk and sensilve negotiations
communication formal and matiers o retevant and
levers and toois informal stakeholders represanting the
appropriate tor seflings inan | » Devalopa wel- institution
the audience, manner 1hat is defined « Able o Inspinge
b requires interesting and communication and motivate
guidance in j metivaling sirategy others through
ulilising such « Ablatc « Balance political positive
tools understand, perspecives with communication
= Express ideas in tolerate and mstitutional needs | that is impactiul
a clear and appraciate | when communicating and relevant
focused mannes, diverse wiewpoints on a Createsan
but does not Perspecives COmplex BEues anviramment
| ahways take the alitudes and « Able o efectively conducive 10
naeds of the belefs direct negoliations lransparent and
audience into + Adapt around complex productive
consideration communication matlers and arrive at communicalion |
» [Dhssaminate and contant and a win-win sltuabon and critical and
convey shyle to sull the thal prometes Batho appreciative
Information and axdlenceand | Pele panciples conversations
knowledge facilitale » Markel and promote | » Able fo
adequately optimal the institulion to coordinate
information axternal stakaholders negotiations at
trarslar and seek 10 anhance different levels
» Deliver content a positive image of within local
ina mar el the institution government and
that gains » Able to communicate externally
suppor, with Ihe media with
commitment high levels of moral
and agreement compelence and
from relavant discipline
stakeholders
« Compile clear,
focused
concise and
wall-structured
written
documarits
|
= 12
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Annexure B 2015/16
Cluster Core Competencies -
Competency Name | Results and Quaiity Focus
Able o maintain high quality stendards, focus on achiaving
resul's and objectives while consislently striving lo escesed
Competency Definition | expectations and encourage others to mesl quality standards
Further, to actively monilor and measure resulls and quality
_| agains! kentfied objectives .
ACHIEVEMENT LEVELS
BASIC | COMPETENY ADVANCED SUPERIOR
+ Lindarstand * Focus on high- « Consistently venfy | « Coschand
quality of work priority actions own slandards guide others to
but requires and doas not and culcomes 1o exceed quality
guidance in become ensure quality standards and
attending 1o distracted by output resuits
Important lowear-priority Focuson theend | = Develop
malters aclivities result and avoids challanging
+ Show a basic « Display firm being distracted client-focused
commitment to commitment Demaonstrate a goals and sets
achiaving the and pride In datermined and high standards
corract results achieving tha cormmitted for personal
» Produce the cormect resulls approach to performance
minimum level » Sel quality achieving resuits + Commil to
of resulle standards and and quality exceed the
required in the design standards resulls and
role processes and Follow task and quality standards,
* Produce tasks around projects through monitor cwm
outcomes thal achigwing set o complabon parfarmance and
is of a good standards Set challenging implement
standard = Produce output goals and remadial
« Focus on the of high quality objectives to sell imterventions
ruantity of = Able to balance and team and whan required
outpul but the guantity and display = Work wath team
requires quality of resulis cormmitment to to sel ambdious
development in in grder to achisving and challenging
incorporaling aChieve expectations team goals,
the quadity of objectives Maintain a focus communicating
work + Menitors on quality outputs long- and short-
« Produce quality progress, quality when placed term expectations
| work In general of work, and use under pressure = Take appropriate
circumstances, of resources, Establishing risks 1o
but fzils o meet provide status inshitutional accomplieh goals
expectation updates. and syslems for + Owvercome
when under make managing and salbacks and
pressure adjustments as assigning work. adjust action
needed aefining plans Ip reglise
responsiylities goals
fracking, « Focus pecple on
maonitering and critical activilies
measuring that yield a high
HUCDRSS, impecl
avaluating and
valuing the work
of the institution

o M
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