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AGENDA OF THE SPECIAL MAYORAL COMMITTEE MEETING 27 JULY 2017

13.
SIGNED PERFORMANCE AGREEMENTS OF THE SECTION 54A AND 56
APPOINTEES FOR 2017/18

2/12/1
R Louw (028) 313 8071 Corporate Head Office
11 July 2017

1. Executive Summary
The purpose of this report is for Council to note the signed performance
agreements of the Section 54A (Municipal Manager) and 56 (Directors)
appointees for the 2017/18 financial year.

2. Service Delivery and Budget Implementation Plan - IGNITE

Management Services
Strategic Services

3. Compliance with Strategic Priority

Provision of democratic, accountable and ethical governance
4. Delegated Authority

None
5. Legal Requirements

Section 53(3)(b) of the Local Government: Municipal Finance Management
Act, 2003 (56 of 2003) [MFMA]

6. Background/Introduction/Discussion

Section 53 (3)(b) of the Local Government: Municipal Finance Management
Act, 2003 states “ The Mayor must ensure-

(b) that the performance agreements of the municipal manager, senior
managers and any other categories of officials as may be prescribed, are made
public no later than 14 days after the approval of the municipality’s service
delivery and budget implementation plan. Copies of such performance
agreements must be submitted to the council and the MEC for local
government in the province.”

The said performance agreements are attached as Annexure A for Council
notification.

7. Financial Implications

The documents were compiled in-house by our own staff.
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8. Staff Implications
Internal Staff
9. Comments from other Departments, Divisions and Administrations

The respective Section 54A and 56 appointees were involved in the drafting
and subsequent signing of their performance agreements.

10.Annexures

Annexure A: Signed performance agreements of the Section 54A and 56
appointees for 2017/18

RECOMMENDATION TO THE COUNCIL.:
that the signed performance agreements of the Section 54A and 56 appointees for
2017/18 be noted.

RESPONSIBLE OFFICIAL : R LOUW

TARGET DATE FOR IMPLEMENTATION : 28 JULY 2017



Ahnhexure A
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OVERSTRAND MUNICIPALITY

Performance Agreement
for the financial year
1 July 2017 - 30 June 2018

DIRECTOR: FINANCE
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Performance agreement made and enterad into by and between

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

and

Santie Reyneke Naude, the Director: Finance {hersin and after referred as
Employee) for the period 1 July 2017 to 30 June 2018

Where as

a. 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 Systems Act"). The Employer
and the Employee are hereinafter referred as “the Parties”;

b. 8ection 87{1Xb) of the Systems Acl, read with the Confract of
Employment concluded betwsen the parties, requires the Parties to
conclude an annual performance agreement;

¢. The Parlies wish t0 ensure that they are clear about the goals to be
achieved, and secure the commitment of the Employee to a set of
outcornes that will promaote local government goals; and

d. The Parties wish to ensure that there is compliance with Sections
57(4B) and 57{5) of the Systems Act.

1. INTERPRETATION
1.1 Iri this Agreement the followings terms will have the meaning ascribed
thereto:
111 ‘“this Agreement” — means the performance agreement
between the Employer and the employee and the Annexuras
thereto;

1.1.2 “the Execuiive Authority” — means the Mayoral Comimittee 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 Employes” msans the Director appeinted 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 Empioyse.
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PURPOSE OF THIS AGREEMENT

2.1

2.2

2.3

2.4

2.5
2.6

2.7

To comply with the provisions of Saction 57(1)(b),(4B) and (5) of the

Systems Act as well as the Contract of Employment entered into
hetween the Parties;

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

To specify accountabiliies as set out in the Performance Plan
{Annexure A);

To monitor and measure performance against set targeted outpuls
and outcomes;

To sstablish a ransparent and accountable working refationship;

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

To give effect to the Employers commitment 10 a performance-
orientated relationship with the Employee in alaining improved
service delivery.

COMMENCEMENT AND DURATION

3.4

3.2

3.3

3.4

35

This Agreement will commence on 01 July 2017 and will remain in
force until 30 June 2018 where-after a new Performance Agreement
shall be concluded between the parties for the next financiat year or
any portion thereof, '

The Parties will conclude a new Performance Agreement that replaces
this Agreement at least once a year by not later than 31% of July of the
succesding financial year;

This Agreement will terminate on the termination of the Employea’s
contract of employment for any reason;

If at any time during the validity of the agreement the work
environment alters {o the extent that the contents of the agreament
are no longer appropriate, the contents must by mutual agreement
between the parties, immediately be revisad; and

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

PERFORMANCE OBJECTIVES

4.1

Thie Performance Plan {Annexure A) sets out —

3 t
Dir.: _E ~ MM
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41.1 The performance objeciives and targets that must be met by
the Employes;

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

4.1.3 The competencies (Annexure B - definitions in terms of
Reguiation 21 of 17 January 2014) required to operale
effectively as senior managers in the local government
environment.

4.2 The parformance ohjectives and targets reflected in Annexure A are
set by the Employer in consultaticn with the Emiployese and based on
the Integrated Development Plan, Service Delivery and Budget
implementation Plan (SDBIP) and the Budgst of the Employer, and
shall inchude:

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

4.2.2 Key porformance indicators that provide the details of the
evidence that must be provided to show that 2 key objective
has been achieved;

4.2.3 Target dates that describe the timeframe in which ths targets
must be achieved: and

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

4.3 The Personal Development Plan (Annexure C) sets out the

Employee's personal development reguirements in line with the
objectives and targets of the Employer; and

4,4  The Empioyee's performance will, in addition, be measured in terms of
contributions to the goals and strategies set out in the Employer's
Integrated Development Plan.,

PERFORMANCE MANAGEMENT SYSTEM

51 The Employee agrees to participate in the performance management
system thal the Employer adopted for the employees of the Employer;

5.2 The Employee accepts that the purpose of the performance
management system will be to provide a comprehensive system with
specific performance standards to assist the employees and service
providers to perform to the standards required;

53 The Employer must consult the Empioyee about the specific
performance standards and targets that will be included in the
performance management sysiam applicable to the Employes;
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54  The Employee undertakes te actively focus on the promotion and
implementation of the key performance indicators (including spacial
projects relevant (o the employee’s responsibilities) within the local

government framewori;

5.5 The criteria upon which the performance of the Employee shall be
assessed shall consist of iwo components, Operational Performance
and Competencies both of which shali be contained in the

Pesrformance Agresment;

56  The Employse's assessment will be based on his performance in
terms of the outputs/outcomes (performance indicators) identified as
per attached Performance Plan, which are linkad to the KPAs, and will

constiiute 80% of the overall assessment result

as per the weightings

agreed to between the Employar and Employee:

B Sorvice Dulivery anl
Infrastucure

= puntcipal Transiorninbon
and Instilution
Develupment

Lawead Lenoniic Develaprend

= Mvansdpal Finaneral Visbiticy
antd Manapmnent

# Good Gowrnie, Pubic ;
PFarucipation Accomntability E
and Transparency :

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

competencies.
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8 strglegic direction and leadarship
¥ Feople management

e Pragrarm and profect management
B Flma neiaf mangpemant

¥ Chonge leadership

-+ Gove rnaince leadersip

8 Moral sernpatance

& Plwaning and erganking

: Analysis and nnovation

-/ Knowledge and informanon
mandgament

* Commirmisation

LiAesults and guality locus
20 %

PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

6.6

The Performance Plan {Annexure A) to this Agreement sets out ~

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

68.1.2 The intervals for the evaluation of the Empioyee's
performance.

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

Personal growth and development needs identified during any
performance review discussion must be documented in a Personal
Development Plan as well as the acltions agreed to and
implementation must take place within set time frames;

The Employee's performance will be measured in terms of
contributions to the goals and strategies set out In the Employer's
integrated Development Plan {IDP) as described in 6.6 — 6.13 below;

The Employes will submit guarterly performance reports (SDBIP) and
a comprehensive annual performance report at the fourth evaluation at
least one week prior to the performance assessment mestings 1o the
Evaluation Panel Chairperson for distribution to the pansl members for
praparation purposes;

Assessment of the achievement of resuits as outlined in the
performance plan;

8.6.1 Each KPl or group of KPis 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 performed under the KP,
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6.7

6.8

6.9

6.6.2 A rafing on the five-point scale described in 6.9 below shall be
provided for aach KPI or group of KPis which will then be
multiplied by the weighting to calculate the final score;

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

8.6.4 In ihe instance where the amployee could not perform due to
reasons outside the control of the employer and employes, the
KPI will not be considered during the evaluation. The

employee should provide sufficlent evidence in such instances;
and

B.6.68 An overall score will be calculated based on the {otal of the
individual scores calculated above.

Assessment of the Competencies:

6.7.1 Each Competency will be assessed in terms of the
descriptions provided {(Annexure B) on a 360 degree basis
during the mid-year and year-end réviews and will inform the
final score awarded by the evallation cominiites, 360 degree
means that the employee’s peers and managers reporiing to
him will assess histher Competencies;

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

B8.7.3 An overall score will be calculated based on the total of the
individual scores calculated above.

Overall rating

6.8.1 An overall rating is calculated by adding the overall scores as
calculated in 6.6.5 and §.7.3 above; and

6.82 Such overall rating represents the outcome of the pedormance
appralsal.

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

tAot dafily HUEART AT B
el netive putfarstanee

asgppec L

Performance far exceeds the standard expeclted of an
empioyee at this level. The appraisal indicales thet the
Cutstanding Employee has achieved above fully effective results against
pariormanca all pariormance crileria and indicalors as specified in the PA
and Performance plan and maintained this in all areas of
responsibility throughout the year,

Performance is significanily higher than the standard
:i:':?f:?;"r:f; expected in the job. The appraisal indicates that tha
abova Employee has achieved above fully gff@cthre resuits against
expeciations more than half of the performance criteria and Indicators and

fully achieved all others throughout the year,
Performance fully meeis the standards expected in all areas
of the job. The appraisal indicates that the Employed has fully
Fully effective achioved effective resuits against all significant performance
oriteria and indicators as spacified in the PA and Performance
Plan, ’
Performance is below the standard required for the job in key
areas. Performance mests some of the standands expecied
for the job. The review/assessment indicates that the
Not fully affective | amployes hae achieved below fully aeffeclive results against
more than half the key performance criterta and indicators as
specified in the PA and Performance Plan.
Performance does not meet the standard expected for the job.
The revisw/assessment indicates that they employea has
achieved below fully effective resulis against almost all of the
performance criteria and indicators as specified In the PA and

Unacceptable Perfarmance Plan, The employee has failed fo demonstrate
performance the commitment or ability to bring parformance up to the lavel
axpecied in the job despite maragemant afforts to encourage

____________ Improvement.

510 The assessment of the competencies will be based on the following
rating scale:
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Poor Basic Competent  Advanced Superlor

Do not apply the basic concepls and melhods to proof a basic
Poor understanding of local govemmant oparations and requires
extensiva supsrvision and devalopment intarventions.

Applies basic concepls, methods, and understanding of local

Basic government operalions, bult requires suvpervision and
davelopment intervention.
Develops and applies more prograssive concepts, methods
Gompetent and understanding. Plans and guides the work of others and

execulas progressive analysis.

Develops and applies compiex concepts, methods and

Advanced understanding. Effeclively directs and leads a group and

aecutes in-depth analysis.

Has a comprehensiva understanding of local government

Superior operations, critical in strategic shaping strategic direction and
change, develops and applies comprehensive concepts gnd

6.11 For purposes of evaluating the performance of the Employee for the
mid-year and year-end reviews, an evaluation panel constituted of the
following persons will be established =

6.11.1 Municipal Manager,
£.11.2 Municipal Manager from another municipality,

8.11.3 Chairperson of the Performance Audit Committee cr in hisfer
absance thereof, the Chairperson of the Audit Committee; and

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

6.12 The Municipal Manager will evaluate the performance of the Employee
as at the end of the 1% and 3" quarters; and

6.13 The Municipal Manager will give performance feedback to the
Empiovee within five (5) working days after each quarterly and annual
assessment meetings.




10/259
Performance Agreement 2017718

7.

SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2

73

7.4

7.5

The performance of the Employee in relation 1o his performance
agreement shall be reviewed on the {ollowing dates with the
understanding that the reviews in the first and third guarter may be
verbal if performance Is salisfactory:

& g Review: Perip Reyie he Lo Bied:n

! P Mendi i CLE T o

2 Qctober — December Fetruary 2018

TR RIS L T
SR

4 April - June September 2018

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

Performance feedback shall be based on the Emplover's assessment
of the Emplayee's performance;

The Employer will be enlitied to review and make reasonable changes
to the provisions of Annexure A from time to time for opsrafional
reasons. The Employee will be fully consulied before any such
change is made; and

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

DEVELOPMENTAL REGUIREMENTS

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

OBLIGATIONS OF THE EMPLOYER

8.1

The Emplayer shall-

9.1.1 Create an enabling environment to facilitate effective
performance by the emplovyee;

9.1.2 Provide access to skills development and capacity building
opportunities;

9.1.3 Work collaboratively with the Employee fo solve probiems and
generate solutions to common problems that may impact on
the performance of the Employee;

9.14 On the request of the Employee delegaie such powers
reasonably required by the Employee to enable him to meet
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10.

11.

12,

the performance objectives and targets established in terms of
this Agreameant; and

6.1.5 Make available to the Employee such resources as the
Employee may reasonably require from time to fime assisting
him o meet the performance objectives and targets
established in terms of this Agreement.

CONSULTATION

10,1 The Employer agrees to consult the Employee timeously where the
exercising of its powers will have amangst others-

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

10.1.2 Commit the Employee to implement or to give effect 1o a
decision made by the Employer; and

10.1.3 A substantial financial effect on the Employer.

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

REWARD

11.1  The evaluation of the Employee’s performance will form the basis for
acknowledging cuistanding performance or carrecting unacceptable
perfarmance;

11.2 U is recorded that by mutual agreement the Parties have decided that
no performance bonus will be paid to the Employee as the Employee’s
total cost of employment package is deemed to be adequate.

MANAGEMENT OF EVALUATION GUTCOMES

121 Where the Employer is, any time during the Employee's employment,
not satisfied with the Employee's performance with respect io any
matter dealt with in this Agreement, the Employer will give notice to
the Employee to attend a meating;

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

12.3  Where there is a dispute or difference as to the performance of the

Employee under this Agreement, the Parties will confer with a view to
resolving the dispute or difference; and

! Dir.: @&; MM:
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3.

14,

12.4

In the case of unacceptable performance, the Employer shall —

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

12.4.2 After appropriate performance counseliing and having provided
the nacessary guidance and/or support as well as reasonable
time for improvement in psrformance, the Employer may
consider steps to terminate the contract of employment of the

Employee on grounds of unfitness or incapacily to carry out his
or her duties,

DISPUTE RESOLUTION

13.1

13.2

13.3

13.4

13.5

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 fo the extent to which the Employee has
achieved the performance objectives and targets established in terms
of this Agreement, the Employee may within 3 (three) business days,
meet with the Employer with a view to rasolving the issue. The
Employer will record the outcome of the meeting in writing;

If the Parties cannot resolve the issues within 10 (ten) business days,
an independent arbitrator, acceptable to both parties, shall be
appointed {0 resolve 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 to the Executive
Mayor to mediate the issues within 30 (thlrty} business days of receipt
of a formal dispute from the Employee. :

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

In the event that the mediation process contemplated above fails, the
relevani clause of the Contract of Employment shall apply.

GENERAL

14,1

14.2

The contents of this agreement and the outcome of any review
canducted in terms of Annexure A may be made available fo the
public by the Employer; and

Nothing in this agreement diminishes the obligations, duties or
accountabililies of the Employee in terms of his contract of
employment, or the effects of existing or new regulations, circulars,
policies, directives or other instruments.




Thus done and signed at ‘HE:%WUUS
2017,

AS WITNESSES:

1. Alg_._ﬁﬁmm
\s
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Thus done and signed at HeRmanoug onthe 227 day June of 2017,
AS WITNESSES:
1. /L'Q‘-K\ i

14 '
Dir.. MM:
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Glueter

Leading Competencies

Compsatancy Name

Strategic Dirsction and Leadership

Provide and direct a vision for the institution, and ingpire and deploy othars

Compaetency Definition | |, 4eiver on the strategic institutional mandate
ACHIEVEMENT LEVELS
BASIC CORMPETENY ADVANCED SUPERIOR

o Understand « Glve direction to a e Evaiuate all aectivities o |+ Structure and position
institutional and {eam in realising the | determine wvalue and | the instilution to local
departmental institution's  strategic | alignment to sWalegic | government pricrities
strategic mandate and set! intent s Actively use in-depth
objectives, but pbjectives « Display in-cepth | knowledge and
lacke the ability |= Has & positive impact | knowledge and | understanding to
to inspire others and infiuence on the | understanding of strategic | develop and implement
to achieva set morale, engagement | planning a comprehensive
mandate and participation of | ¢ Align stralegy and goals | institutional framework

s Describe  how team members across all functionat areas |« Hold self actountabée
specific  tasks | » Develop actions plans | » Actively define | for sirategy execulion
link to to execute and guide | performance measwes to| and results
institutional strategy monilor the prograss and |e Provida impact and
strategies  but | implementation effecliveress of the | infiuence thiough
has fmited 1 Assist in  defining { nslitution building and
influence in | performance « Consistently  challenge ; maimaining  sirategic
directing meeswes to menitor | strategic plans to ensure | relationships
strategy the progress and| relevance « Create an environment

«Has a basic sffoctiveness of tha} e Understand  inatitutional | that faciiitates loyalty
understanding of |  institution structures =nd  politicat |  and innovation Display
institutional = Displays an | factors, and the | a superor leve! of salf-
performance awarengss of | consequences of acllons discipline and integrity
management, institutional structures | « Empower others to follow in actions
but lacks the and political factors strategic direction and e integrate variolig
ability to { « Effactively deal  with  complex | systems into &
integrate communicate bariers [ situations collective  whole to
systeme info a | to execution 10| e Guide the institution| optimise institutional
collective whole relevant parties through complex and| performance

= Demonstrate 2 | ¢ Provide guidance to{ ambiguous concemn management

basic

understanding of

kay decision-
makers

all stakeholders in the
achievement of the
strategic mandate

» Understand the aim
and pbjectives of the
institution and relate it
o owin work

s Use understanding of
power relalionships and
dynamic tensions among
key players to frame
communications and
develop strategies,

positions and alliances

¢ Uses understanding of
competing interests to
manosuvra
successfully o a
winiwin outcome
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Gluster

Leading Competencies

Competency Name

People Management

Competency Definition

Effectively manage, inspire and encourage people, respect diversity,
optimise talent and build and nurture relationships in order to achieve
ingtitutional abjectives

to fulfil the strategic
mandate

the team

s Achleve agreement or
CONSensus in
adversarial '
ervironments

»Lead and unite diverse
teams across divisions

= Activaly

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR

e Paticipate in | = Seek opportunities fo | «{dentify ineffective team | « Develop and
team gaal- increase team | and work processes and | incorporate  best
setting and contribution and | recommend remedial | practice people
problern reesponsibility interventions management
solving «Respect and  support | s Recognise and fewsard | processes,
slnteract  and the diverse nature of | effective and desired | approaches and
collaborate others and be aware of | behaviour tnals across the
with people of the benefits of a diverse | = Provide mentosing and | institution
diverse approach guidance 1o others in | «Foster a culture of
backgrounds » Effectively delegate | order to increase | discipline,
« Aware of tasks and empower | personal effectiveness responsibiity and
guidelines for { others to  increase | eidentify  development | accountability
employes contribution and | and iearning needs | » Understand  the
develepment, execute functions | within the team impact of diversity
but  requires optimaliy v Build a work ¢ in performance
support in | e Apply relevant | environment conducive | and actively
implementing employee  legislation | to sharing, innovation, i incorporate a
development fairly and consistently ethical behaviour and | diversity strategy
initiatives s Facilitate team goal- | professionalism in the institution

setting and problem-|elnspire a culture of { » Develop

solving performance excellence | comprenensive

» Effectively identify | by giving positive and | integrated

capacily requirements | constructive feedback to | strategies  and

approaches to
human -capital
development and
managemenl

identify
trends and predict

capacity

1o achieve institutional | requirements o

objsctives facilitate  wnified
transition and
performance
management
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Cluster | Leading Compelencies
Compatency Name Program and Project Management

Competancy Definition

Able to understand program and project management methadology.
plan, manage, monitor and evaluate specific activiies In order to

deliver on set objectives

ACHIEVEMENT LEVELS
HASIC | COMPETENT ADVANCED SUPERIOR
initiate projects Establish broad Manage multiple | « Understand and
after approval from stakeholder programs and conceptuaiise
higher authorities invoivemmient  and balance priorities the  long-term
Understand communicate  the and conflicts implications  of
procedures of project status and according fo desired project
program and key milestones ingtitutional goals outcomes
project Define the roles Apply effective risk | » Direct a
management and responsibifities management comprehensive
methodology, of the projecl team strategies  through strategic macro
implications  and and create clarity impact assessment and micro
stakeholidar around and resource analysis and
involvermnant expectations requirements scope  projects
Understand the Find & balance Medify project scope accordingly  to
rationai of projects between project and budget when realise
in relation to the deadline and Ihe required without institutional
institution's quadity of cempromising  the objectives
strategic objectives deliverabies quality and | = Consider and
Docusment and Identify appropriate objectives of the initiate  projecis
communicate project resources to project that focus on
factors and risk facilitale the fnvolve top-lovel achievement of
associaled  with effective authorities and the  long-term
own work completion of the redevant objectives
Use results and deliverables stakeholders in | » Influence people
approaches of Comply with seeking project buy- in positions of
successful projact statutory -in authority to
implementation as requiremenis  and Identify and apply implement
guide apply policies in a contemparary, outcomeas of
consistent manner project management projects
Moniter  progress methodology » Lead and direct
and use of influence and translation of
resources and motivate praject policy into
make needed team to  deliver workable
adiusiiments o exceptional resulls actions plans
timelings, steps, Monitor policy } + Ensures that
and resource implementation  and programs  are
allocation apply procedures 1o monitored to

manate risks

track progress
and optimat
resource

utilisation, and
that adjustments
are mada as
needed
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Cluster
Competency Name

Leading Competencies
Financial Management

Gompetency Definition

Able to compile, plan and manage budgets, control cash flow,
institute financial risk management and administer procurernent
processes in accordance with resognised financial practices. Fuither
to ensure that all financial transactians are managed in an ethical

accountability

s Understand the
importance of
asset control

suggestions
Ensura that
delegation and
instructions as
required by
Nationat Treasury
guidelines are
reviewed and
updated

Identify and
implement proper
monitoring and
evalualion praclices
to ensure
appropriate
spending against
budget

to enhance the
quatity and integrity
of financial
management .
praclices

Advise on pulicies
4and prpcadures
regarding asset
control

Promote National
Tressury's
regulatory
framework for
Financial
Management

raanner
ACHIEVEMENT LEVELS .
BASIC COMPETENT ADVANCED SUPERIOR

+ Understand basic Exhibit knowledge |« Take active Develop planning
financial concapts of general financial ownership of tools to assistin
and methods as concepts, planning, planning, evaluating and
they relate to budgeting, and budgeting, and monitoring future
institutional forecasting and forecast processes expenditure
processes and how they interrelate and pravides trends
activities Assess, idantify credible answers to Set budget

s Display and manage queries within own frameworks for
awaraness into financial risks respansibiity the institution
the varicus Assume a cost- Prepare budgets Sel strategic
sources of saving approach lo that are aligned to direction for the
financial data, financial the stratagic Institution on
reporting management objectives of the expenditure and
mechanisms, Prapare financial institution other financial
financiat reports based on Address complex PIOCesses
governance, specified formats budgeting and Build and nurture
processes and Consider and financial parinerships to
systems understand the mznagement imprave financial

s Understand the financlal concemns management and
importance of implications of Put systems and achieve financial
financial decisions and pracesses in place savings

Actively identify
and implement
new methods to
improve asset
control

Display
professionalism in
deaaling with
firancial dala and
processes

b
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Cluster leading Competencies
Competency Nams | Ghange Leadership

Competancy Definktion

Able to direct and Initiate instiiutional transformation on ak levels in
order to successfully drive and implement new initiatives ang
deliver professional and quality services o the eamraunity

AGHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Digplay an s Perform an analysis 1s  Actively monitor ¢ Sponsor
awareness of change of the change impaect change impact and change
interventions, and on lhe social, results and convey agents and
the banafits of polifical and prograss to relevant creale a
fransfarmation ECONOMIC stakeholders network of
initigtives envirenment ¢ Secure buy-in and changa
Able to identify basic |«  Maintain calm and sponsorship for leaders who
needs for change focus during change change iniliatives support the
Identify gaps » Able toassistteam |« Continuously interventions
between the cumreant membars during gvaluate change s Agctively
and desired state change and keep sirategy anc design adapt current
Identify polential risk them focused on the and introduce new structures
and challenges to deliverabiles approaches to and
transformation, ¢+ Volunteer {o iead enhance the processes (o
including resistance change efforis instifution's incorporate
to change faciors outside of own work effaclivenass the change
Pariicipate in change {eam « Build and nurture interventions
programs and + Able to gain buy-in refationships with e Mentor and
piloting change and approval for variols stakeholders guide team
intervenlions change from 10 establish sirategic members on
Understand the relevant alllance in facilitating the effects of
impact of change stakeholders change change,
intervenlions onthe | identify change = Take the lead in resistance
institution within the readiness levels and | mpactiul change factors and
broader scope of assist in resolving programs how to
Lincal Ggovernment. resistance to change |¢  Benchmark change integrate
factors interventions against |  change
» Design change best change ¢ Motivate and
inlervanlions that practices inspire others
are aligned with the |« Understard the around
institution's sirategic | impact and change
objeclives and goals psychotogy of nitigtives
change, and put
remedial

interventions in
place to facilitate
effective
transtorrmation

Take calculated risk
and seak new ideas
from bast practive
scenarins, and
identify the potential

for implementation
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Cluster

Leading Competencies

Compstency Name

Governance l.eadership

Competancy Definition

Able to pramote, direct and apply professionalism in managing risk
and compliance requiremants and apply a thorough undersianding
of governance practices and obligations. Further, able to direcl the
conceptualisation of relevant policies and enhance cooperative

gavernange relationships
__ACHIEVEMENT LEVELS N
BASIC COBMPETENT ADVANCED SUPERIOR
¢ Display a bagic Display a + Able to fink risk + Demonsirate a
awareness of thorough initiativas into key high level of
sk, compliance understanding of insttutional objectives cornmitment in
and governance governance and and drivers complying with
factors but risk and + [denlify, analyse and governance
require guidance compliance measure risk, create requirements
and factors and valid risk forecasls, o implement
development in implement plans and map nisk profites governance and
implementing to address these e Apply risk controt compliance
sich Demonstraie methodolegy and atrategy fo enaure
reguirements understanding of approaches to prevent achievement of
¢« Understand the the techniques and reduce risk that instituticnal
structure of and processes for impeds on the objectives within
cooperative opfimising risk achieverment of lhe legistative
government but taking decisions institutional cbjectives framework
reqeulires within the + Demonsirate a s Able to advise
guidsncea on institulion thorough Local Governimsrit
fostering Actively drive understanding of risk Qn risk
workable policy formulagion retention pians management
relationships within the s ldentify and sitategies, bast
beiween institution to * implement practice
stakeholders sasure the comprehensive risk interventions and
s Provide input achievement of managament systems compliance
into policy chiectives and processas managemart
formulation o Implement “ang |e Ableloforge
monitor the positive
formulation of policies, rélationships on
identify and analyse coaperative
constraints and | govermnance level to
challenges with enhance the
implementation  and gffectiveness of
provide Hocal government
recommendations for [ Able o shape,
improvemant diract and drive the
formulation of

palicies on a macro
level

v
S

Lt
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Cluster Core Competencies
Campetency Name | Moral Competense
Competency Abie to identify moral triggers, apply reascning that promotes honesty
Bofinition and integrity and consistently display behaviour thal reflects moral
compatence . .
JACHIEVEMENTLEVELS =~~~ I
BASIC COMPETENT ADVANCED SUPERIOR
¢ Reslise the » Conduct aelf in ¢ |dentify, develop, and » Create an
impact of alignment with the apply measures of saif- envitoprment
acting with values of Local correction conducive of
integrity, but Government and » Ablg lo gain trust and moral practices
reqilires tha instilution respect through aligning Actively develop
guidance and Able to openly actions with and implement
development in admit own commitments measures to
implamenting mistakes and s flake proposals and combat fraud
principles weaknasses and recommendations fhat and corruption
Foilow the gepk assistance are transparent and gain Sef integrity
basic rules and from others when the approval of relavant standards and
regquiations of unable to deliver staiehoidars shared
the nstitution Actively repart s Present values, beliefs accountability
¢ Able to identify fraudulent activity and ideas that are measuras
basic moral and coreuplion congruent with the across the
giluations, but within locat instilution's rwles and institution to
requires government regulations support the
guidance and Understand and » Takes an active stance objectives of
development in honour the against corruption snd lecal
understanding confidentia) nature dishonesty when fioted govemment
and reasoning of matters without 1w Actively promote the Take
wilh morzl seeking personal value of the institution to respansibiiity for
irteni gain  Internal and external own actions and
Able to deal with stakeholders decisions, even
sityations of » Able to work In unity with if the
confiict of interest a team and pot seek consequences
promptly and in the personal gain are
best interest of « Apply universal moral untavourable
local government principles consistontly to
achieve meral degisions
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Cluster Cora Compsatencies
Competency Name | Planning and Organising

Able to plan, prioritise and organise information and resources effectively

developmient in
providing
detailed and
comprehensive
plans

s Able to follow
existing plans
and ensure that
objectives are
met

+  Facus on short-
term objectives
in developing
plans and
actions

= Arange
information and
resoircas
required for a
task, but require
further structure
and prganisation

=« Balance shorl

and fong-term

plans and goals

and incorporate

into the team's

performance

objectives

¢ Schedule tasks to
ensuwre they are
performed within
budget and with
afficient use of
time and
rasoL{Ces

s Measures
progress and
mondor
parformants
restilts

Identify in advance
required stages and
actions to complate
tasks and projects
Schedule realistic
timelines, objectives
and milestones for
tasks and projects
Produce olear,
detailed and
comprehensive
plans {0 achieve
institutional
objectives

identify possible risk
factors and design
and implerment
anpropriate
contingency plans
Adapt plans in fight
of changing
circumstances
Proritise tasks and
projects according to
their relevant
urgency and
imponance

Cgt;uf?:é? ;‘: ¥ to ensurs the qualilty of sendce dellvery and build efficient contingency
plans to manage rigk
ACHIEVERENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR

¢ Akle to follow +«  Actively and <« Able to define Fegus an broad
bas'c plans and approprigiely institutional strategies and
organise tasks CIganise chiettives, devalop inittatives when
arcund set information and comprehensive developing
objectives resowces plans, integrate and plans and

s Understand the required for a coordinate activities, actions
pracess of task and assign Abla to project
planning and ¢ Recognisa the appropriate and forecast
organising but urgency and resources for short, medium
requires importance of successful and long term
guidance and tasks impternentation requirements of

the inslitution
and {ocal
government
Translale policy
into refevand
projects lo
faciltate the
achisvernent of
institutional
objectives
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Cloater

Core Competencics

Compstensy Name

Analysis and Innovation

Able to crtically analyse information, challenges and {rends fo

assistance from
others

+ Recommend
new ways fo
perform tasks
within own
function

# Propose simple
remedial
interventions
that marginally
challenges the
status quo

= Listen o the
ideas and
petspactives of
others and
explore
cpportunitiss to
enhance such
innovative
thinking

when analysing
problems

Able to break down
complex problems
into manzageable
parts and identify
solutions

Consult internal and
external
stakeholders on
opportunities to
improve processes
and service delivery
Ciearly

“communicate the

baneafits of new
opportunities and
innovative solutions
to stakehoiders
Continuously identify
opportunities to
snhance internal
processas

Identify and analyse
opportunities
conducive to
innovative
approaches and
propose remedial
intervention

k3

-]

analysing and

resolving complex

problems
identify solutions
on various areas
in the institution
Formulate and
implement new
ideas throughout
the insfitution
Able o gain

approval and buy-

in for proposed

intepventions from

refevan
stakeholdars

identify trends and

best practices in
process and
senvice delivery
and propose
institutional
application
Continuousiy
engage in
research to
identify client
neads

Competency establish and implement fact-based solutions that are inngvative
Defnition to improve institutional processes in order o achieve key strategic
pbieclives
_______ N ACHIEVEMENT LEVELS _
BASIC COMPETENT ADVANGED SUPERIOR
+ Understand the |« Demonstrate logical |« Coaches team » Demonstrate complex
basic operalion problem solving members on analyticat and problem
of analysis, but technigues and analytical and solving approaches
{ack detall and approaches and innovative and technigues
thoroughress provide rationale for spproaches and  |» Create an environment
s Able to balance recommendations techniques conducive to analytical
independent s+ Bemeonstrate » Engage with and fact-based
analysis with objectivily, insight, appropriate problern-solving
requesting and thoroughness individuals in + Analyse, recommend

solutions and monitor
rends in key
challenges 1o pravent
and manage
pecurrence

Create an environmenl
that fostess innovative
thinking and foliows a
iearning organisation
approach

Ee a thought leader on
innévative customer
service delivery, and
process optimisation
Play an active role in
sharing best practice
solutions and engage
in national and
interngtional local
govermnment seminars
and conferences
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Cluztayr Cors Competencies
_______ Competency Name | Knowiledye and Information Management

Coempetency Definition

Able io promote the generation and sharing of knowledge and
information through varicus processes and media, i order to
enhance the collective knowledge base of local govemnment

sharing sessions
to elicit new ideas
and share best
practice
approaches

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
e Tollect, Use appropriate + Effectively predict Oreate and
categorise and information future information support a vision
track relevant systems and and knowledge and cultura where
information tachnology to management team members
raquired for manage requirements and are empowered i
specific tasks institutional syslems seak, gain and
and prajects knowledge and Develop standards share knowledge
= Analyse and inforration and processes lo and information
interpret sharing meet future Estabiish
information to Evaluate data knowlsdge partnarships
draw from various managemant across local
conclusions gources and use needs government {o
o Seek new information Share and facilitate
sources of effectively to promote best- knovdedga
irformation to influence praclice management
increase the decisions and knowledge Demonstrate a
knowledge provide soiutions managerent mature approach
base Actively create across various to knowledge and
s Reguiarly mechanisms and institutions information
share struciures for Establish accurate sharing with an
information sharing of measures and abundance and
and knowledge Informalion monitoring assistance
with internal Use external and systems for approach
stakeholders internal knowledge and Recognise and
and team resources Lo information axploit knowladge
members research and management - points in
provide relevant Create a cullure interactions with
and cutting-edge conducive of internal and
knowledge fo learning and external
enhance knowledge sharing stakehoiders
inatitutional Hoid reguiar
effectiveness and knowledge and
effictency Information
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| Cluster | Core Compstenciss
Compatency NMame | Communication
Able to share information, knowiedge and ideas in 2 clear,
Competency focused and concise manner appropriale for the audience In
Definition order to effectively convey, persuade and influence stakeholders
to achieve the desired outcome
ACHIEVEMENT LEVELS
BASIC GOMPETENT ADVANCED SUPERIOR
» Demonstrate an o Expross ideas | « Effectively Regarded as a
understanding to individuals communicate high- specialist in
for and groups in rigk and sensitiva nagotiations
communication formal and matters to relevant and
levers and tools informal stakeholders representing the
appropriale for settings in an o Develop a well- institution
the audience, masner that is defined Able to inspire
bit requiras interesting and eommunication and motivate
fuidance in motivating strategy others through
utilising such a Ableto = BHalance polilical positive
tools understand, parspectives with communication
e Express ideas in tolerate and institutionat needs that is impaciiyg
a clear end appreciate when communicating and relevant
focused manner, divarse viewpoinds on Creates an
but does not pergpechives, complex issues anvironmeni
shways lake the attitudes and s Able to effectively sonducive to
needs of the beliefs direct negotiations transparent and
audience into s Adapt around complex productive
consideration communication matters and arrive s communication
= Disseminate and content and 2 win-win situation and criticat and
convey style: ta suit the that promotes Batho appreciative
information and audience and Pele principles conversations
knowledge facllitate » Market and promote Able lo
adequately optimal the institution to coordinate
information external stakeholders regotiations at
transfer and seek to enhance different levels
« Deliver content a positive image of within local
In a manner the institution govemment and
that gains s Abie to communicate externaily
support, with the media with
commitment high lavels of mors!
and agreement competence and
from relevan! discipline
stakeholders
o Gompile clear,
focused,
concise and

wall-struciured
written
documients
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Cluster Core Competencies
Competency Name Results and Quality Focus
Able to maintain high quelity standards, focus on achieving
results and objectives while consislently striving to exceed
Compsetency Definition | expectations and encourage others to mest quality standards.
Further, to adlively monilor and measure resulte and quality
against identified objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT . ADVANCED SUPERIOR
o Understand Focus an high- « Consisteritly verify Coach and
quality of wark priority actions own standards guide others to

but requires
guidance in
attending to
important
matters

= Show a basic
commitment to
achieving the
correct results

e Produce the
migimum level
of results
reguired in the
rale

« Produce
outcomes that
is of a good
standard

¢ Focus on the
quantity of
output bt
requires
development in
incorporating
the quality of
work

+ Froduce quality
work in general
circumstances,
but fails to meet
axpeoclation
when under
pressure

and does not
bacame
distracted by
lower-priority
activities
Display firm
commitrment
and pride In
achiaving the
comrect results
Set quality
standards and
design
processes and
tasks around
achleving sel
standards
Produce output
of high quality
Abie {o balance
the quantily and
guality of results
in order to
achieve
chjactives
Monitors
prograss, quality
of work, and use
of resources,
provide status
updates, and
make
adjustrments as
needed

and outcomes to
gnsure quality
outout

e Focus on the end
result and avoids
being distracted

¢ Demonstrate a
determined and
committed
approach to
achieving results
and qusatity
standarcs

« Follow task and
projects through
to completion

¢ Bet challenging

goals and
objectives to self
and teamn and
display _
commitment to
achizving
expectations

» Maintain a focus
on quality outputs
when placed
under pressure

s Establishing
ingtitutional
systems for
managing and
assigning work,
defining
responsibilities,
tracking,
monitoring and
measuring
sucness,
evatuating and
valuing the work
of the institution

exceed qualiy
standards and
results

Develap
challenging,
client-fatused
goals and sels
high standards
for personal
parformance
Commit to
exceed the
resulis and
quality standards,
monitor own
petformance and
implement
remedial
interventions
when required
Work with team
1o set ambitious
and challenging
teamn goals,
communicating
fong- and short-
term expectations
Take appropriate
Fisks 1o
accomplish goals
Overcome
setbacks and
adjust action
plans to realise
goals

Focus people on
oritical activities
that yieid a high
irmpaect

13
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OVERSTRAND MUNICIPALITY

Performance Agreement
for the financial yvear
1 July 2017 ~ 30 June 2018

DIRECTOR: COMMUNITY SERVICES
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Performance Agresment  2017/18

Performance agreement made and enterad into by and between

The Overstrand Municipality and represented by Coenie Groenewaid, the Municipal
Manager {herein and after refarred as Employer)

and

Roderick Wiliiams, the Direcior: Community Services (herein and after referred as
Employee) for the period 1 July 2017 to 30 June 2018

Where as

a. The Employer has entered info 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 Systems Act’). The Employer and the
Employse are hereinafter referred as "the Parties”,

b. Section 57{1}b) of the Systems Act, read with the Contract of
Employment concluded between the parties, reguires the Paries to
conclude an annual performance agreement;

¢. The Parties wish to ensure that they are clear about the goals o be
achieved, and secure the commitment of the Employee to a set of
outcemes that wilt promote local government goals; and

d. The Parties wish to ensure that there is compliance with Sections 57(4B)}
and 57(5) of the Systems Act.

1. INTERPRETATION

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

1.1.1 ‘“this Agreement” — means the performance agreement between
the Employer and the employze and the Annexures therelo,

1.1.2 ‘“the Executive Authority” — means the Mayoral Commitiee of the
Mupicipalily constituted in terms of Section 55 of the Local
Government: Municipal Structures Act 117 of 1928 (“the
Sfructures Act’) as represented by ifs chairperson, the Executive
Mayor;

1.1.3  “the Employes” means the Director appolnted 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 Employee.
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PURPOSE OF THIS AGREEMENT

2.1

2.2

2.3

2.4

2.5
2.6

2.7

To comply with the provisions of Section 57(1)(h),{4B) and {§) of the
Systems Act as well as the Contract of Employment entered into between
the Parlies;

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

To spacify accountabiiities as set out in the Performance Plan {Annexure
A);

To monitor and measure performance against set targeted outputs and
outcomes;

To establish a transparent and accountable working relationship;

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

To give effect ta the Employer's commitiment to a performance-orientated
relationship with the Employae in attaining improved service delivery.

COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

3.5

This Agreement will commence on 01 July 2017 and will remain in force
until 30 June 2018 where-after a new Performance Agreement shall be
conciuded between the parties for the next financial year or any portion
thereof;

The Parties will conclude a new Performance Agreement that replacas
this Agreement at least once a year by not later than 31™ of July of the
succeading financlal year;

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

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

Any significant amendments or deviations must fake cognizance of the

requirements of sections 34 and 42 of the Municipal Systems Act and
Regulation 4(5) of the Regulations.

Dir 7™
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4.

PERFORMANCE OBJECGTIVES

4.1

4.2

4.3

4.4

The Performance Plan {Anhexure A) sets out —

4.1.1 The performance objectives and targets that must be met by the
Employee;

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

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

The performance objectives and targets reflected in Annsxure A are set
by the Employer in consuitation with the Employee and based on the
integrated Development Plan, Service Delivery and Budget
Implementation Plan {SDBIP) and the Budget of the Employer, and shall
include:

4.2,1 Key objectives that describe the main 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 ohjective has
been achieved;

4.2.3 Target dates that describe the timeframe in which the targets must
be achieved; and

4.2.4 Waightings showing the relative mportanca of the key objectives
to each other.

The Personal Development Plan {(Annexure C) sets out the Employee’s
persanal development requirements in line with the objectives and targets
of tha Emplover; and

The Employee's performance will, in addiilon, be measured in terms of
confributions to the goals and strategies set out in the Employers
Integraied Developmeni Plan.

PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

The Employee agrees to participate in the performance management
system that the Employer adopted for the employees of the Employer;

The Employee accepts that the purpose of the performance management
system will be fo provide a comprehensive system with specific
performance siandards to assist the employees and service prowders to
perform to the standards requirad;

4
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5.3

5.4

55

5.6

The Employer must consult the Employee about the specific performance
standards and targets that will be included in the performance
management system applicable to the Employee,

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 framework;

The ctiteria upon which the perfomance of the Employee shall be
assessed shall consist of two components, Operational Performance and
Competencies both of which shall be contained in the Performance
Agreemeani;

The Employee's assessment will be based on his performance in terms of
the outpuis/outeomes {performance indicators) idenfified 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:

® Service Delivery and
hifrasiruci e

« - Mol Transiornation
ancdinstitiiond
Develupient

Loesd Eooianie Duvelspimaenl

=+ Municipl Fiooawial Viabibity
andd Mursgement

, 2 (ood Genctnainiee, Publie
f Partivipation Accovmtalility

é‘?/ 0 aud Tvamsparency

5.7 The Competencies will make up the other 20% of the Employee’s

assessment score. The Competencies are spilt into two groups, leading
competencies (indicated In blue on the graph below} that drive sirategic
intent and directlon and core competencies (indicated in green on the
graph betow?}, which drive tha execution of the leading competencies.
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3 §erakegic direction and Inadarchip
¥ Pooply oanagenteit
~ Program and projuct manage ment
-+ Amancial mansgement
w Change [eadership
Governance jeadarsip
d Mol competence
LI Planning $adl oreanising
Analysis and innevation
Enenvladgs and infarmation

Manage mant
Sorrmunigation

- Results and guality focus

20 %

PERFORMANCE ASSESSMENT
6.1 The Performance Plan (Annexure A) io this Agreement sets out —

6.1.1 The standards and procedures for evaluating the Employee's
performance; and
6.1.2 The intervals for the evaluation of the Employee’s parformance.

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

8.3 Personal growth and development needs idenfifled during any
performance feview discussion must be documented in a Personal
Development Plan as well as the actions agreed to and implementation
must take place within set time frames;

8.4  The Employee’s performance wili be measured in terms of contributions
to the geals and strategies set out in the Employer's Integrated
Development Plan (IDP) as described in 6.6 — 6.13 below;

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

6.6  Assessmen of the achievement of results as outlined in the perfermance
plan:
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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 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
performed under the KPI;

A rating on the flve-point scale described in 6.9 below shall be
provided for each KPl or group of KPls which will then be
multiplied by the waighting to caleulate the final score;

The Employee will submit his seif-evaiuation to the Employer prior
1o the formal assessment;

In the instance where the employee couid not perform due to
reasons cutside the control of the employsr and employee, the
KP1 will not be considered during the evaluation. The employee
should provide sufficient evidence in such instances; and

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

Assessment of the Competencies:

8.7.1

6.7.2

Each Competency will be assessed in terms 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 committee. 360 degree means that the employee’s
peers and managers reporting to him will assess his/ner
Coempetencies; '

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

6.7.3 An overall score will be calculated based on the total of the
indlvidual seores calculated above.

Overall rating

8.8.1 An overail rating is calculated by adding the overall scores as

ealeulated in 6.8.5 and 6.7.3 above; and

6.8.2 Such overall rating represents the outcorne of the performance

appraisal.

The assessment of the performanca of the Employee will be based on the
following rating scale for KPls:
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6.10

Hoavdana g Tweloeeee e Fab e pilerbey rict Lslly driacne suaibs
oot e uigrallar il iny [T R R AR
alrivie
axpe Lariorss

Performance far axceeds e standand expecied vl an employee
at this level. The appralsal indicates that the Employee has

Cutstanding achigved above fully effective results against all performance
performance criteria and indicators as specified in the PA and Performance
plan and maktained thig in all areas of responsibiity throughout
the year.
Perfarmance is significarstly higher than the standard expecled in
Parformance the job. The appraissl indicates that the Employee has achieved
significantly above | above fully effective results against more than half of the
expectations perfarmance cfiteda and indlcators and fully achleved all others
throughout the vear. .

Ferformance fully meeis the standards expecied in all areas of
the job. The appraisal indicates that the Employes has fully
Fully affective achieved effective results against all significant performance
criteria and indicators as specilied in the PA and Ferformance
Plan.

Performance is below the standard sequired for the job in key
areas. Performance mesis some of tho standards expected for
the job. The review/assessmaent indicates that the employee has
Not fully effective | achieved below fully sffective results against more than half the
key performance critaria and indicators as specified in the PA
and Perdormance Plan.

Perfarmance does not meet the standard expected for the job.
The review/assessment indicates that they employes has
achieved below fully effective results against almost all of the
performance criteria and indicators as specified in the PA and

Unacceptable Periormance Pian. The employee has failed to damanstrate the

performance commitment or ability to bring performance up to the lavel
expectad in the job despite management efiorts {o encouwrage
improvement,

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

Dir.
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Poor Basic Competent  Advaneiid S hoT

p
foor understanding of local governmerd operations and requires
extenslve supervision and devalopmant intarventions,

Applies baslc concepts, meathods, and understanding of local

Basic govemment operations, but requires supervision  and
development intervention.
Davelops and applies more progressive concepts, methods and
Compstant understanding. Plans and guides the work of others and

axecules prograssive analysis,

Develops and. applies complex concepts, methods and
Advanced understanding. Effectively directs and leads a group and
executes in-depth analysis.

Has a comprehensive undersianding of local governmeni
operations, crifical in strategic shaping strategic direction and-
change, develops and applies comprehensive concepts and
methods.

Superior

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

§.11.1 Municipal Manager;

6.11.2 Municipal Manager from anather municipality;

6.11.3 Chairperson cf the Performance Audit Conmnities or in hisfher
absence thereof, the Chairperson of the Audit Committee; and

6.11.4 The Member of the Mayora) Commitiee {Portfolio Chairperson).

6.12 The Municipal Manager wil evatuate the performance of the Employee as
at the end of the 1 and 3" quariers; and
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8.13 The Municipal Manager will give performance feedback to the Employee

within five (6) working days after sach quarterly and annual assessment
meetings.

7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2

7.3

7.4

7.5

The performance of the Employes in relation to his performance
agreemant 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:

2 October ~ December February 2010

4 Aprit - June September 2018

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

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

The Employer will be entitled 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

The Employer may amend the provisions of Annexura A whenever the
performance management system is adopted, implemented and/or
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 (PDP) for addressing developmental gaps is
attached as Annexure C. Such Plan may be impiemented and/or amended as the
case may be after the each assessment. In thai case, the Employee will be fully
consuited before any such change or plan is made.

9, OBLIGATIONS OF THE EMPLOYER

g.1

The Employer shali-

9.1.1 Create an enabling environment to facilitate effective performance
by the employee,

10

-
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0.1.2 Provide access to skills development and capacity building
opportunities;

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

9.1.4 On the request of the Employea delagate such powers reasonably |
required by the Employee to enable him to meet the performance
objectives and targels established in terms of this Agresment; and

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

10. CONSULTATION

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

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

10.1.2 Commit the Employee to implament or to give effect to a decision
made by the Emplover; and

10.1.3 A substantial financial effect on the Employer.

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

11. REWARD

11,1 The evaluation of the Employee’s performance will form the basis for
acknowledging outstanding performance or correcting unacceptable
performance;

11.2 K is recorded thai by mutual agreement the Parties have decided that no
performance bonus will be paid fo the Employse as the Employee’s total
cost of employment package is deemed to ba adequats.

11
nes
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12.

13.

MANAGEMENT OF EVALUATICN OUTCOMES

121

12.2

12.3

12.4

Where the Emplayer is, any time during the Employee's amployment, not
satisfied with the Employee’s performance with respect to any matier
dealt with in this Agreement, the Employer will give notice to the
Employee to attend a meeting;

The Employee will have the opportunity at the meeting lo satisfy the
Employer aof the measures being faken to ensure that his performance
becomes satisfactory and any programme, including any dates, for
implementing thesa measuras;

Where there is a dispute or difference as to 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 perfermance, the Employer shall -

12.4.1 Provide systematic remedial or developmental support 1o assist
the Employee to improve his performance,; and

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

DISPUTE RESOLUTION

13.1

13.2

13.3

13.4

in the event that the Employee 8 dissatisfied with any decision or action
of the Employer in terms of this Agreement, or where a dispute or
difference arises as 1o the extent {o which ihe Employes has achigved the
performance objectives and targels established in terms of this
Agreement, the Employee may within 3 (three) business days, mest with
the Employer with a view to resolving the issue. The Employer will record
the ouicome of the meeting in writing;

If the Parties cannot resolve the issues within 10 (fen) business days, an
independent arbitrator, acceptable to both parties, shall be appointed to
resolve the matter within 30 {thirty) business days;

In the instance where the malters referred fo in 13.2 were not successfully
resolved, the matter shall be referred to the Executive Mayor ta mediate
the issues within 30 (thirly} business days of receipt of a formal dispute
from the Employee.

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

12
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13.5 In the event that the mediation process contemplated above fails, the

Performance Agreement 2017718 |
relevant clause of the Contract of Employment shall apply.
|
|

14. GENERAL

|
14.1 The contents of this agreement and the outcome of any review conducted I
in terms of Annexure A may bs made available to the public by the i

Employer; and

14.2 Nothing in this agreement diminishes the obligations, duties or
accountabilities of the Employee in terms of his contract of employment,
or the effecls of existing or new regulations, circuiars, policies, directives
ar other instruments.

tn
on theﬁq day June of

Thus done and signed af
2017.

AS WITNESSES:
A MANAGER
2.

13
Dir.:
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Parformance Agreement  2017/18

Thus done and signed at “@‘EMM& on the &}w day June of 2017

AS WITNESSES:

DIRECTOR

14
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£
5

Cluster

" T sading ( Cﬂmpatenc a3

¥
L

Competency Name

e ]

: Compeiency Deﬂnﬁlon

1 Shategic Direction and Laadarship

Provide and direct 2 vision for the institltion, and nspire and Aepicy others |
to deliver on the sirategic institional mandate -

BASBIC

» Understard

Institutional and

deparmeniaf
strategic
objectives,
mcks the ability
to ingpire athers
to achisve sel

mandate

= Describe how
specific  tasks
Ik o
insfitutional :
strategies  but ¢
hag limited
wfluence in
directing

:  sirategy

sHas a basic
understanding of
institutional
performanes
management.
but lacks the
ability to
integrate

systams into a
collective whole
Cemonsirate 4
basic
unterstanding of
kay  deatision-
makers

-

L]

ACHIEVEMENT LEVELS ' T “’ﬁ
COMPETENT ADVANCED SUPERIOR

Give direction to & | » Evaluate all activiiies to j» Struciure and position
team in realising the | determine value and| the instifulion to local |
ingtitution's  stralegic | afignment to  skategic i government priorities
mandate and set| intent = Aclively use in-deplh
obiectives » Display in-depth ;| knowiedge and :
Has a positive impact | knowledge and | understanding to
and influence on the | understanding of shalegic | develop and implement
morale, engagement | planning foa comprehensive

and participation of
team members

Develop actions plans
to execute and guide

strategy
rnplementation
Assist  in defining
performance
measures to monitor
the progress  and

effectiveness of the
institution

Displays an
awaraness aof
institutional structures
and peiitical factors

Effectively
communicate harriers
to  exsculion to
relevant pardies

Provide guidance to
all stakehoiders in the
achievement of the
strategic mandate
Understand the aim
and objectives of the
ingtitution angd relate it
10 owin work

s Align strategy and goals
across all functional areas
= Actively define
peformance measures Lo
mopitor the progress and

effactivenesy of tha
institution

= Consistently challenge
stralegic plans lo ensure
relevemce

s Unclerstand  inskhtional
structures  and  political
Tactors, and the
consequences of achions

« Empower others 10 follow

strategic  direclion  and
deal with complex
slivations

a Guide the institution
through complex  and
ambiguous soncern

e Use understanding of

power relalionships and
dynamic tensions among
key piayers o frame
communitatons and
develop

stratagies, |
__positions snd allignces

in aclions
Integrata various
systems into a
callective whole Lo
optimise  institutional
performance

- managament

institutiona| framewodk
Hold self accountable
for sirategy execttion

and rasiits
Provide impact and
influanca through
building and
maintaining  strategic
relationships

Create an environment
that facilitates foyally
and nnovation Display
a suparior ievel of self-
discipiing and integrity

Uses understanding of
campsating inleresis to
mMBanoeuTe
successfully o a
windwin outcome
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Ciusier

Leading Competencies

Competency Name

People Management

T —————"

GCompetengy Dafinition

L i ey e o AR e

. BASIC
o Participate  in
feam goal-
sotting and
problem

aoiving
alnteract and
collaborate

with people of
diverse
backgrounds

s Aware of
guidelines for
employee
development,
bt  reguires
support in
implementing
developrment
inttistives

Elfectively manage, inspire and encourage pecpie, 'e;-nect awers:ty
oplimise talent and build and nurture relationships In order to achieve
institutional objectives

e # 4zt T T R P —

ACHIEVEMENT LEVELS

T TCOMBETENT

ADVANCED

SUPERIOR

increase
contribution and
responsibitity

sRespest and suppost
e diverse nalure of
others and be aware of
the banefits of a diverse

approasch

s Effeclively delagate
tasks and erapower
others  to  increasa
cantribution and
execlle functions
optimally

e Apply relevant
employee legisiation

Talrly and consistenty

= Facilitate team goal-
setting and problem-
soVING

» Effactively
capacity
to fuliil
mandate

identify
requirements
the strategic

TeSeex opportunities  to !
: team |

» tdentify ineffective team
and work processes and
recommerid remedial
interventions

«Recognise and reward
effective and desired
behaviour

« Provide mentoring and
guidance 1o others in
order to increase
parsonal effectivenass

» [dentify deveiopment
and learming needs
within the: team

« Build a work

environment conducive |

to sharing. innovation,
ethical behavicur and
profassionafism
+|figpire & culture of
performance exgelfance
by giving postive and
censtructive feedback o
the team

« Achieve agreement or
CONSENSUS in
adversarial
environments

elead and unite diverae
leams across divisions
to achieve institutional
objectives

» Davelop and ;

incorporate  best

practice  people
management
processes.
approaches and
tools across the
instiiLtion

» Foster a culture of %

discipline,
rasponsibiiity and
accouritability

s Understand  the
impact of diversity
in  periotrnance
and activery
incorporate a
diversity stralegy
in the institution

e Deveiop
somprehensive
integrated
strategies and
approaches o
human capilal
development and
management

o Actively  identify
trends and pregict
capacity
requirements o
facilitate  unified
transition and
performance

+

t

| menagevent |
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Cluster

Laading Competencies

Competency Name

Program and Project Management

Competency Definition

Able to understand program and project management methedology:
plan, manage, monitar and evaluate specific activities in order to

deliver on set objectives

et et

ACHIEVEMENTLEVELS
BASIC CONPETENT ADVANCED SUPERIOR
Initiale projects Establish broad 1 « Manage muifiple Undersiand and
after approval from stakeholder programs and conceptualise
higher autherities involvement  and balance  priorities the  long-lemm
Understand commupicate  tha and conflicts impiications  of
procedures of project status and |  @ccording o) dasired project
program and key milestones i insfitulional goals outsomes
project Define the ioles s Apply effective risk Direct a
management and responsibilities management comprehensive
methodology. of the project team stralegies  hrough strategic  mascro
implications  and arnd create clarity impact assessment and mMiCro
staksholder around : ard resource analysis and
invelven:ant expectations | requiraments scope  projects
Understand the Find & baance | « Modify project scope zecordingly 1o
rational of projects between  projett and budget when realise
in relaton o the deadline and the required without institutional
institution’s quality of compromising  the objectives
strategic objsciives deflverables quality and Consider  and
Bocument and wientify appropriate objectives of the initiate  projacts
cormmunicate proiect resources 1o project that focus on
factars and risk factlitate the | = Involve fop-level achievemant of
associated with effective . authorkies and the  long-tarm |
own wark completion of thei relevant phjectives
Use results and defiverables stakeholders in Infhience peopls
approaches of Comply with seaking project buy- in  positions of
successfuil  project siatutory in authority to
implementation as reculrements  and | o identity and apply implament
guide apply policies in a contemporary atlcomes of
cansistent manner project managesment projects
Maonitor  progress methedolegy Lead and direct
and use of | » Influence and transiation  of
1SE0UTEES and tmotivate project palicy into
make nesded team 1o deliver workable
adjustments ta excepiional resuits acticns plans
timelines,  sieps, | » Monltor podcy |« Ensures  that
and regource implemantation any programs  are |
allocation apply procedures to momtored o

manage risks

track progress
and optimai
rasourse

utifisation, and
that adjustments
are made as
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4

Cluster

Leading Compelencies

Competiency Name

Financial Management

Competency Definition

Abte to compile, plan and manage budgsts, control cash flow,
institule financial risk management and administer procurement
processes in accordance with recognized financial practices. Further |
to @nsuse trat all tinancial iransactions are managed in an ethical |

tnanner

i

tinancial concepts
and methods as
they relaie to
institutional
processes and
agtivities

« Display
awarenass into
the various
sources of
financial data,
reporting
mechanksms,
financial
govarnance,

i processes and
systems

« Understand the
importance of
financial
accountabiity

« Undersiand the
importance of
assel control

ACHIEVEMENT LEVELS

COMPETENT

Exhibit knowiedge

of general financial
concepts, planning,
pudgeting, and
forecasting and
how thay interrelate
Assess, identify
and manage
finangcial risks
Assume a cosi-
saving approach to
financial
managament
Prepare financiai
reports based on
speciiied formals
Consider and
understand the
financial
implications of
decislons and

. Suggestions

Ensure that
deiegation and
instructions as
raguired by
Nationa! Treasury
guldelines are
reviewed and
ipdated

Identify and
implement proper
monltoring and
evaluation practices
to ensure
appropriata
spending against
budget

" Take active

_ ADVANGED

.. SUPERIOR

oymership of
planaing,
budgeting. and
forecast processes
and provides
credible answers o
quenes within awn
responsibility
Prepare budgets
that are alignped o
the strategic
abjectives of the
instilution

Address complax
budgeling and
financiat
management

© concams

Put systems and
progesses in place
to enhancs the
guality and integrity.
of financial
managament
practices

Advige oh policies
and pracedures
regarding aseet
control

Promoie National
Treasury's
regulatory
framework for
Francial
Managemenl

Develop planning
tools to assist in
evaluating and
monitoring future
expenditure
trends

Set pudget
frameworks for
the institution

Set strategic
direction for the
institution on
expenditure and
other financial
processes

Build and nuriure
partnerships to ¢
improve financial
management and
achieve financial
SaVINgs

Actively identity
and implement
riew methods to
improve asset
ocontrol

Display
professionalism in
deatng with
financiai data and
processes
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‘Compaetency Name

Clusier

[éading Competencies

Change Leadership

Able to direct and intiate institutionat transformation on all levels in |

and geek new ideas
from best practice
staparios, and
identify tha polential
for implemensation

Competency Definition | order to successfully drive and implement new initistives and
deliver professional and guality services to the coramunily
ACHIEVEMENT LEVELS -
BASIC COMPETENT ADVANGED SUPERIOR
e [lisplay an « Perform an analysis |«  Actively monitor * Sponsor
awarenass of change of the change impact change lmpact and change
interventions, and on the social, results and convey agenls and
the benefits of polibiesl and progress {o relevant create a
transformation sconomic stakeholdsrs network of
initiatives environment e Secure buy-in and change
» Able toidentify basic |« Maintain calm and sponsorship for leaders who
needs for change focus during changs change initiatives. support the
+  Jdentify gaps « Abletnassistfeam s Continuously intervantions
between the current nembers during svalugte change s Activaly
and desired staie change and keep strategy and design |  adapt curent
+ Identify potential risk them focused on the and infroduce hew struclures
and challenges fo defivetables approaches to and
transformation, = ‘oluntear {o |ead enhance the | processas to
including resistance change effods institution's [ mgorporate
o change faclors oliside of own work effectiveness the change
s Padicipate in change team + Build and nurture interventions
programs and »  Ablg 1o gamn buy-in refationships with +  Mentor snd
piloting ehange and approval for various stakeholders guide tegm
interventions change from o establish stradegic membars on
«  Understand the relevant alliance in facilitating the effects of
knpact of change stakeholdars changs thange,
iterventions onthe  jo ldentify change o Take tha lead in resisiance
institution Wwithin the readingass levels and impactful change factors argd
hroader scope of assist in resolving prGOrams ! howta
Hocat Sgovernment. resistance to changa |=  Benchmark change integrate
factore interventions against |  change
k+ Design change best change *  Motivate and
interventions that praclices inspire others
are aligned with the |[» Understand the arcund
ingtitution's strategic impact and change
ohjeclivas and goals peychalogy of initiatives
change, and put
reredis
interventions in
plave to taciliate
affective :
transformation |
+  Take calculated viek :

2017718
|
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Ghsster

| Compéténcy Name |

Leading Competencies

Governance Leadership

Competeney Definition

Able to promote, direct and apply profassionalism in managing risk
and compliance requirements and apply a thorough understanding
of governance prectices and obligations. Further, able to direct the
conceptualisation of relevant policies and enhance covperative
govarnance relationships

T ACHIEVEWENT LEVELS ]
BASIC COMPETENT ADVANCED SUPERIOR B
Display a besic = Digplay a +  Able ip link risk « Demonstraiga
awarensss of thoraugh initiatives into key high levet of
rigk, compliance understanding of institutlonal ohjectives commitment in
and governance governance and and drivers compiying with
factors bul risk and » Iderntify, analyse and governance
reguire guidance comphiance maasure risk, create requirements
and factors and valid risk forecasts, ¢ implement !
development in implement plans and mag fsk profiles govemance and !
implementing 0 address these [«  Apply risk conirol compliance !
siich «  Demonstrate miethodology and sfrateqy to ensure
requirements understanding of approaches to prevent | achlevemeant of
Understand the the techniques and reduce risk that institutionsl
structare of and provasses for impede on the oblectives within
cooperative optimising risk achievement of the legislative
government it taking decisions inatitutionat objectives frarnewoik i
requires within the s+  Demonstrata @ a  Able 1o advise
guidarce on institution thorough Local Sovernmant
fostaring = Actively drive understanding of risk on risk
workahle nolicy formulation retention plans 1 management
ralationships withint the » Identity and 1 sirategies, best
between Insktution to implement ! practice
stakeholders ansure the eomprehensive risk ;| interventions and
Provide input achievementof i management systerns compliance :
inder porficy ghjuctives I ang processes management
formukation = Implement and |» Able io forge
monior the positive
formigdation of poficies, relationships on
identify and analyse cooperative

congiraints and
chatlenges with
implementation  and §
provide
recommendations  for
improvenent

governance level to
enbiance the
sfimctivenass of
Elocal government
Able to shape,
direct and drive the
formuiation of
poficies on 8 macyo
level
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T Chster

T Core Compelencies

Competency Name

Moraj Competence

Able 1o identify moral triggers, apply reasoning that promotes honesty |

local government

CB:;%:;?;‘: t4 -and integrity and consistently display behaviowr that reflects morg!
compelence
e ACHIEVEMENT LEVELS e e
| BASIC COMPETENT ADVANCED SUPERIOR
» Reafise the s Conduct seif in » [dentiy, develop, and o Create an
impact of alignment with the appily maasures of self- environment
acting with values of Local correction conducive of
integrity, bat Government snd » Abla to gain trust and mora practices
requires the institution respect through aligning | » Actively develop
guidance and « Able to apenly actions with and implement
development in admit own comimitments measures 1o
implamenting mistakes and » Make proposais and combat fraud
pringiples weaknesses and recammendations that and corruption
+ Faoliow the gesk assistance are transparent and gain | + Set integrity
hasic rules and from others when the approval of relevant stendards and
regulations of urable to deliver staksholders sharec)
the instiution « Actively report « $repenl values, beliefs accountability
= Able b wenbfy fraudulent activity and idess that are measures
basic moral and corruption cangruent with the across the
situations, but within local institution's rules and institution to
reqjuires government reguiations support the
guidence and » Understand and o Takey an active stance objactivas of
deveiopment in honour the against corruption and tocal
understanding confidential nature dishonesty when noted govemment
and reasoning of matters without |« Actively promole the « Take
with morsd seeking peraona) value of ihe institution to responsibility for
intent gain internal and external own actions and
» Able to deal with stakeholders decisions, even
situations of « Able to worl i unity with if the
caonflict of interest a team and not seek CONSeHLences
promiptly and In the pessonal gain are '
pest interest of a unfavourable

Apply urniversal moral
principles consistently to
achleve mora decisions

—
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Cluster

Core Competencies

Competency Name

Pianning and Oraanising

Able to pian, prioritise and organies infarmation and resources affectively

and orgamsation

circumstances
Frgrtise taske and
projects according to
thair relevant
urgenty and
Jnmponance

(.':ga;;ipne:tﬂe::y bt ensure tha quality of service delivery and build efficient cortingency
_plans lo manage fisk _
ACHIEVEMENT LEVELS o

) BASIC __ COMPETENT ADVANCED SUPERIOR

= A to follow »  Actively and s Abls to define s Foots on brosdd
baslc plans and appropriately institutional strategias and
erganise tasks Clganise phjectives, develop inittatives when
around set information and comprehensive developing
objectives resources plans, integrate and pizns and

»  LUnderstand the retjvired for a coordinate aciiities, actions
procesa of task and essign e Able to projact
planning and » Recognize the appropriate and foracast
organising but grgency and resources for shaort, madium
raguires importance of I successful aril long term
g Lidance and fasks implamentation requiraments of
development in [« DBalance short + ldentify in advance the institution
providing and long-tanm Tequired stages and and hzeal
detailed and plang and goals achons to complete government
comprehensive and noorporate insks and projects ¢+ Translate policy
plans inte the leam's le  Schedule realisiic into relevant

o Able 1o follow PREJEMBNGA L timelines, objectives projects o
existing plans objettives b and milestones for faciliate the
andenpsure that ¢ Schaduletasks to | tasks and projects achieverment of
ohjectives are ensufe they are = Produce clear, inslittiional
et performed within |  detsiied and abjectives

o Focus on showt- budget andwith | comprahensiva
term objectives efficient use of | plane fo achieve
in developing tirner and ;i institutiona
plans and resources ! objectives _
actions ¢ Measures E- Idanlify possibils risk

«  Afrange progress and 1 {acters and desigh
information and manliter {  and implement
resources parfarmancs appropriate
required for a rasulis contingency plans
task, but reguire |. Adapl ptang In light
further struciure of changing
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Cluster

Care Compelencias

Competency Mame

Anialygis and Innovation

Able to cifically analyse information, chalienges and trends to

propass remedial

L intervantion

Competency establish and implemen{ fact-based solutions that are innovative
fefinition to improve institutional processes in order {0 sechieve key sirateyic
objectives
. ACHIEVEMENT LEVELS -
__BABIC COMPETENT ADVANCED SUFPERIOR
» Understand the  {+ Demonstrate logieal |» Coaches team + Demaonstrate complay,
basic cperation problem sclving members on anaiytical and problem
of analysig, but technigques and analytical and solving approaches
lack detail and approaches and inndyadive and teshnigues
thoroughness i provide rationale for approaches and |+ Craate an environment
» Able to balance recommendations techniques condugive to analytical
independent » Pemonsiralg s Ergage with and fact-based
analysis with objectivity, insight, apprepriate piobiem-zolving
requesting and thoroughness individuals in = Analyse, recofmend
apsistance from whan anglysing | @nalysing and solutions and monitor
others preblems resolving complex | trends in kay
» Recommend » Able fo break down problems challenges o prevent
new ways o complex problems [ » ldentify solutions and manage
perform: tasks inio managaable oh varisus aresa BeoUrIence
within own parts and identify inthe institution |« Creste an anvironmant
funclion solutlons » Formulate and that fosters innovalive
« Propose simple  |» Consult internal and | implement new thinking and follows a
remedial external ldeas throughout tearming organisafion
nterventions slakeholders on theé institution anproach
that marginally oppoiunities o » Able to gain + Be a thought laader on
challenges the HTPIGVE [OCEases approval and buy- | innovalive custoner
statis Huo and semvice dalivery in for proposed service dalivary, and
+ Listen tothe » Clearly iterventions from | process aptimisation
iteas and : communicate the relevant + Play on active rola in
peispectives of 1 benefits of new stakeholdeis sharing best praclice
cthers and opportunities and » {dentlfy rends and | solulions and engage
explore innovative solutions bast praclices in in national and
opportunities to to stakeholders process and iternational lacal
erhance such » Continuousiy identify b service delivery governmeH saminars
innovative oppoflunities to and propose and conferances
thinking enharcs internal institutional
processes application
» identify ang analyse {» Continuously
upporiunities engage in
conducive o regearch to
innovative identify client
appreaches and needs !




Competency Definition

Able to promote the generation and sharing of knowledge and
information through varicus pracesses and media, in order to
enhahce the collective knowladae base of iocal government

sharing sessions
to elicit new ideas
and share best
practice

) dr‘p"s gwﬂ].e.f

ACHIEVEMENT L.EVELS
MMMMM BASIC __ COMPETENT ADVANCED SUPERIOR
a Coliect, s Use appropriate + Efiectively predict Create and
categorise and information future information support a vision
track ratevant systems and and kaowledge and cufture where
information {echnctogy io management teant members
requlred for manage requiraments and arg empowsred (D
specific tasks ingtitulionat syatarns seak, gain andg
and projects knowiadge and Develop slandards share knowledge
s Analyse and frformation and processes to and Information
interpret sharing meet fulure Establish
information + Evaluate data knowiedge partnarships
dranw from various management aeross local
conclusions sorces and Use needs government io
» Seek new information Bhare and facititate
soutces of I effestively to promate best- knowledge
informationte | influence praclice management
increase the ¢ declslons and knowiedge Demonsteate a
knowladge | provide solutions managemsnt mature approach
base i« Actively create BCTOSS Varous {0 knowledge and
» Reqularly rieghanisms and institutions information
i share structures for Establish accurate gharing with an
information sharing of measunes and abundance and
ané knowledge information ronitoring asziviance
with infernal = . Lizg external and systems for approach
staxensiders intermal knowledge and Racpgnise and
and teaim resources lo information exploit knowledge
members research and managerment points in
provide relevant Cragte a culture interactions with
and cutting-edps corgdusive of intermal &nd
keiowledge Lo learning and gxternal
enhance knowiedge sharing stakeholders
institutional - Hold regwer
effactiveness 5n:d knowledge and
afficiency information

71/259
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Clueter Cora Competencies
Competency Name _ | Knowledge and Information Management
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., . Cluster
Competency Nams

| Core Compelenties

Communication

¢ Able to share information, knowledge and ideas in a clear,

Competency focused and concise manner appropriata for the audience in
Definition order to effectively convey, persuade and influence stakeholders
to achieva the desised outcoma i
ACHIEVEMENT LEVELS N
BASIC COMPETENT ADVANCED SUPERIOR
s Demonstrate an e Expressideas | « Effactively o« Regardedasa
understanding to inglividuals cammunicate high- specialist in
for and groups in risk and sensitive negotiations
communication forrnal and matiers o relevant and
levers and tools informal stakeholders represerting the
appropriate for setiinga [n an Deveiop a well- institution
the audience, mannarthal is defined s Able to inspire
but requires interesting and commurication and mptivate
guidance In motivating slrategy others through
utiging such « Ablato Batanca political pogitive
lools undarsiand, perspactives with communication
a Expross ideas in ilerate and inafitutional needs that is impactiul
aclear and appreciaie when communicating ardd relevant
focused mannar, diverse viewpninta on s Creastes an
but does not perspectives, camplex issugs environgnent
abyays take the aflitizdes and Abte to effectively conducive to
needs of the beliefs direct negatiations transparent and
audiensa nto = Adapl ariound complex productive
consideration communication rhatters and arrive at communication
» Disseminate and cantent and B win-win altuation and eritical and
convay style o suit the that promotes Batha appreciative
information and audience and Pele principles ~conversalions
kKnowledge facilitate biarket and promote - | = Able to
adequately optimeal the inatitution ta coordinate
informaticn external stakeholders, negotiations at
transter and seek lo enhance differant tevels
« Deliver conjent a positive image of within lecal
in & mannar the institution government and
that gains Able to communicate externally
support, with the media with
camrmitment high levels of moral
and agreement competence and
from relevant discip/ing
stfeshalders
« Gompile clear,
focuged,
CONCise and
weall-structured
wriiten

documents
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. Cluster Corg Competencies
Competency Name Results and Quality Focus - B
Able fo meintain high quality standards, facus on achieving
results and objectives while gonsistently siriving to exceed
Competency Definition | expectations and encourage others to meet qualily stendards.
Further, to actively monifor and measure resulls and quality
I against identified shisctives o
ACHIEVEMENT LEVELS
BASIC | COMPETENT |  ADVANCED = | _ SUPERIOR

« Understand + Focus on high- s Consistenty verify = Coach amd
quality of wosk priority actions own standards guide others to
but requires and does not and outcomes to exceed quality
guidanee in become ensura quality standards and
attending to distracted hy output resufls
important fowear-prigrity + Focus onthe end » Develop ;
matters activities result and avoids challenging,

= Show a basic s Display firm heing distracted client-foctsed :
commitmeant to cammitment e llemonstigie a goals and sets
achieving the and prige in cetermined and high standards
correct resylis achiaving the committad for personal

+ Produce the correct resulls approach o parformance
minimum level « St guality achieving results s Commit io
of results standards and and guality excoed the
required irr the dasign stendards respts and
role protesses and + Follow task and quality standards,

= Produce tasks around projects through monitor own
ouicomeas that achieving set to completian parfofmance and
is of @ good standards a Set chalienging impiement
standard ¢ Produce autput goals and remedial

1 « Eocus on the of high quality objectives to self  interventions

quanthy of = Able to balance and team and -1 when reguired
cutput but tha quantity and display o Work with team
requires quality of results commitment 1o to set ambitious
development In inorder to achieving and challenging
insomporating achreve expectations tesam godls,

the quality of obiaclives + Malntaln a focus commynicating
work e Maonlors on quality outputs tong- and short-

o Produce quality progress, quality when placed tarm expeciations
work in general of work, and use under pressure = Take appropriate
circumstances, of resources; » Egtablishing risks o
buit fails 1o meet pravide status mshitutional accomplish goals
expectation updates, and systemns for o Ovarsome
when usder make managing and seibacks and
pressure ajustrantz a8 | assigning work, adjust action

needed ¢ defining plans to reslise

responsibiities, goals
tracking. » Fpous patple on

. monitoring and critical activities

| measuring that yield a high
JUCCESS, impact
evaluating and

| valding the work

i ofihe institudion §
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OVERSTRAND MUNICIPALITY

Performance Agreement
for the financial year
1 July 2017 - 30 June 2018

DIRECTOR: INFRASTRUCTURE & PLANNING
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Performance agreement made and entered into by and between

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

and

Staphen Muiler, the Director: Infrastructure & Planning (herein and after referred as
Employee) for the period 1 July 2017 to 30 June 2018

Where as

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

Employee in terms of section 57(1)(a) of the Local Government:
Municipal Systems Act 32 of 2000 ("the Systems Act"). The Employer
and the Emploves are hersinafter referred as “the Parties”;

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

Employment concluded betwsen the parties, requires the Parties to
conclude an annual performance agreemant:

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 that will premote local government goals; and

. The Parties wish to ensure that there is compliance with Sections

57(4B) and 57(5) of the Systems Act.

1. INTERPRETATION

1.1

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

11.1 “this Agreement” — means the performance agresment
between the Employer and the employee and the Annexures
thereto;

1.1.2 '"the Executive Authority” -~ means the Mayoral Commitiee 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 appainted in terms of
Section B2 of the Structures Act;

1.1.4 “the Employer” means Dversirand Muricipality; and

1.1.5 ‘“the Partiss” means the Employer and Employee.

: A
Dir. /™ MM




79/259

Performance Agreement 2017/18

2. PURPOSE OF THIS AGREEMENT

2.1 To comply with the provisions of Section 57(1)h),(4B) and (5) of the
Systems Act as well as the Contfract of Employment entered info
between the Parties;

2.2 To specify objectives and targets established for the Employee and to
communicate to the Employse the Employer's expectations of the
Employee’s performance targets and accountabilities;

23 To specify accountabilities as set out in the Performance Plan
{Annexure A);

24  To monitor and measure performance against set targeted outputs
and outcomes;

2.5  To establish a transparent and accountable working relationship;

28  To appropriately reward the employee 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 altaining improved
service delivery.

3. COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2017 and will remain in
force until 30 June 2018 where-after a new Performance Agreement

shall be concluded between the pariies for the next financial year or
any portion thereof; _

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

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

3.4 If at any time during the validity of the agreement the work
environment aiters {o the extent that the contents of the agresment
are no longer appropriate, the contents must by mutual agreement
between the parties, immediately be revised; and

3.5  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.

4, PERFORMANCE OBJECTIVES

4.1  The Performance Plan (Annexure A) sets out —~
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4.2

4.3

4.4

4.1.1 The performance objectives and targets that must be met by
the Employee;

4.1.2 The timeframes within which those performance objectives and
targets must bs met; and

4.1.3 The competencies (Arnexure B — definitions in terms of
Reguiation 21 of 17 January 2014) required to operate

effectively as senior managers in the local government
environment,

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

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

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

4,23 Target dales that describe the timeframe in which the targets
must be achleved: and

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

The Personal Devalopment Plan (Annexure C) seis out the
Employee’s personal development requirements in line with the
objectives and targets of the Employer; and

The Employee's performancs will, in addition, be measured in terms of
contributions to the goals and strategies set out in the Employer's
integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

5.3

The Employee agrees to participate in the performance management
system that the Employer adopted for the employees of the Employer,;

The Employee accepls that the purpose of the performance
management system will be to provide a comprehensive system with
specific performance standards o assist the employees and service
providers to parform to the standards required;

The Employer must consult the Employee about the specific

performance standards and targets that will be included in the
performance management system applicable to the Employee;

4 -
Dig.: M
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54  The Employee undertakes {o actively focus on the promotion and
implementation of the key performance indicators (including special
projects relevant to the employee's responsibilities) within the local
government framework;

5.5  The criteria upon which the performance of the Employee shall be
assessed shall consist of two components, Operational Performance
and Competencies both of which shall be contained in the
Performance Agreement;

56  The Employee’s assessment will be based on his performance in
terms of the outputsfoutcomes {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:
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57 The Competencies will make up the other 20% of the Employes's
assessment score. The Competencies are spilt into two groups,
leading competencies (indicated in blue on the graph below) that drive
strategic intent and direction and core competencies (indicated in

green on the graph below), which drive the execution of the leading
competencies.
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6. PERFORMANCE ASSESSMENT

6.1 The Performance Plan (Annexure A) to this Agresment sets out -

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

8.1.2 The intervals for the evaluation of the Employee's
perfarmance,

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

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

6.4 The Employee's performance will be measured in terms of
contributions to the goals and strategies set out in the Employer's
Integrated Development Plan (IDP) as described in 6.6 — 6.13 below;

6.5  The Employee will submit quarterly performance reports (SDBIP) and
a comprehensive annual performance report at the fourth evaluation at
least one week prior to the performance assessment meetings to the
Evaluation Panel Chairperson for distribution {¢ the panel members for
preparation purposes;

6.6  Assessment of the achievement of results as ouflined in the
performance plan:

6.6.1 Each KPI or group of KPis shall be assessed according to the
extent to which the specified standards or performance targets
have been met and with due regard to ad-hac tasks that had to
be performed under the KPI;

6.6.2 A rating on the five-paint scale described in 6.9 helow shall be
provided for each KPI or group of KPls which will then be
multiptied by the waighting to calculate the final score:

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

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

665 An overall score will be calculated based con the iotal of the
individual scores calculated above,

6.7  Assessment of the Competencies:
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6.8

6.9

6.7.1 Each Competency will be assessed in terms of the
descriptions provided (Annexure B) on a 360 degree basis
during the mid-yaar and year-end reviews and wilt inform the
final score awarded by the evaluation commitiee. 360 degree
means that the employee's peers and managers reporting to
him will assess hisfher Competencies;

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

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

Overall rating

6.8.1 An overall rafing is calculated by adding the overall scores as
calculated ih 6.6.5 and 6.7.3 above; and

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

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

Sutstanling  Periormamece Faby effectye Wol fully Umiscoentanle
purforrrance  signfoenddy - lfwclive (el Ty Rt
e
PEpErLihar

Performance far exceeds the standard expected of an
smployee at this level. The appraisal indicates thail the
QOutstanding Employee has achieved shove fully effective resulis against
performance all performance cnteria and indicators as specified in the PA
and Performance plan and maintalned this In all arsas of
responsibiity throughout the yaar,

Performance Performance s significantly higher than the standard
significantly expected In the job. The appraisal indicates that the
above Employee has achieved above fully effeclive results against
expectations maore than half of the performance criteria and Indicelors and

Dir.: S
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fuily achieved all cthars throughout the year.

Fully effective

Parformance fully meets the standards expected in all areas
of the job. The appraisal indicates that the Employse has fully
achieved effactive results ageinst all significant performance
criteria and Indicators as spacHiad in the PA and Parforrmanca
Plan,

Naot fully effective

Performance Is below the standard required for the job in key
arsas. Parformance meets some of the standards expecied
for the job. The reviewlassessment indicates that the
employse has achieved below fully effective results against
more than half the key performance criteria and indicators as
specified in the PA and Performance Plan.

Unacceptabie
performance

Parformance does not meet the standard expectad for the job.
The review/assassmernt indicates that they employee has
achieved below fully effective results against almost all of the
performance criteria and Indicators as specified in tha PA and
Parformance Plan, The employse has failed to demonstrate
the commitment or ability to bring perfformance up o the level
expected in the job desplite management efioris to encourage
improvemant.

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

rating scale:

Poor

Basic Competent Advanced Superior

Poor

Da not apply the c concepts and methods to proof a basle
understanding of local government operations and requires
axiensive supervision and development inferventions,

Basie

Applies basic concepls, methods, and understanding of local
government operatlons, but reguires supenigion and
devalopmenl intervention.

Competent

Deveiops and applies more progressive concepts, meihods
and undarsianding. Plans and guides the work of others and
exacilas proagressive analysis.

Advanced

Develops and applies complex concepts, methods and
understanding. Effectively directs and leads a group and
execuies in<epth anzlysis.

Has a2 comprehensive understanding of local government
operations, crilical in strategic shaping strategic direclion and
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6.11

6.12

6,13

change, develops and spplies compraehensive concepis and
methods.

For purposes of evaluating the performance of the Employee for the
mid-year and year-end reviews, an evaluation panel consfituted of the
following persans will be established —

6.11.1 Municipal Manager,;
6.11.2 Municipal Manager from another municipality,

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

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

The Municipal Manager wili evaluate the performance of the Employee
as at the end of the 1% and 3™ quarters; and

The Municipal Manager will give performance feedback to the
Employee within five (5) working days after each quarterly and annual
assessment meetings.

SCHEDULE FOR PERFORMANCE REVIEWS

71

7.2

7.3

7.4

75

The performance of the Employvee in relation to his performance
agreement shail be reviewed on the following dales with the
understanding that the reviews in the first and third quarter may be
verbal if performance is salisfactory: -

2 October — December February 2018

i b L

4 April - June September 2018

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

Performance feedback shall be based on the Employer's assassment
of the Employese's performance;

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

The Employer may amend the provisions of Annexure A whenever the
performance management system is adopted, implemented andior

Dir: ™7 MM:_
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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 (PDP) for addressing developmental gaps is
attached as Annexure C. Such Plan may be implemented and/or amended as
the case may be after the each assessment. In that case, the Employee will
be fully consutted before any such change or plan is made,

9. OBLIGATIONS OF THE EMPLOYER
9.1 The Empioyer shall-

9.1.1 Create an enabling environment to facilitale -effective
performance by the employee,

9.1.2 Provide access to skills development and capacity building
opportunitias;

9.1.3 Work collaboratively with the Employee to solve problems and
generaie soiutions to common problems that may impact on
the performance of the Employee,

91.4 On the request of the Employee delegate such powers
reasonably required by the Employee to enable him to meet
the performance objectives and targets established in terms of
this Agreement; and

915 Make available to the Employee such resources as the
Employee may reasonably require from time to time assisting
him {o meet the performance objectives and tiargets
established in terms of this Agreement.

10. CONSULTATION

10.1 The Employer agrees io consult the Employee timeously where the
exercising of ifs powers will have amongst others-

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

10.1.2 Commit the Emplovee to implement or to give effect to a
decision made by the Employesr, and

10.1.3 A substantial financial effect on the Employer.
10.2 The Employer agrees lo inform the Employee of the outcome of any
decisions taken pursuant {0 the exercise of powers contemplated in

clause 12.1 as soon a3 s practicable to enable the Employee to take
any necessary action with delay.

10
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1. REWARD

11.1 The evaluation of the Employee’s performance will form the basis for
acknowledging outstanding performance or correcting unacceptable
performance;

11.2  ltis recorded that by mutual agreement the Parties have decided thai
no performance bonus wiit be paid to the Employee as the Employee's
total cost of employment package is deemed to be adequate.

12. MANAGEMENT OF EVALUATION OUTCOMES

12.1  Where the Employer is, any time during the Employee's employment,
not satisfied with the Employee’s performance with respect to any
matter dealt with in this Agreement, the Employer will give notice to
the Employee to attend a meeting;

12.2 The Employee will have the opporiunity at the meeting to satisfy the
Employer of the measures being taken to ensure that his performance

becomes satisfaciory and any programme, Including any dates, for
implementing these measuras,

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

12.4 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 and/or support as well as reasonable
time for improvement in performance, the Employer may
consider steps to terminate the contract of employment of the
Employee on grounds of unfitness or incapacity o carry out his
or her duties.

13.  DPISPUTE RESOLUTION

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

13.2  If the Parties cannot resolve the issues within 10 {ten) business days,
an independent arbiirator, acceplable o both parties, shall be
appointed to resolve the matter within 30 (thirty) business days;
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13.2

13.3

13.4

13.5

if the Parties cannot rescive the issues within 10 {ten) business days,
an independent arbitrator, acceptable to both parties, shall be
appointed to resclve the matier within 30 {thirty) business days;

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

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

In the event that the mediation process contemplated above faiis, the
relevant clause of the Contract of Employment shall apply.

14, GENERAL

14.4

14.2

Thus done and signed at

20M7.

The contents of this agreement and the outcome of any review
conducied in terms of Annexure A may be made available to the
pubiic by the Employer; and

Nothing in this agreement diminishes the obligations, duties or
accountabilities of the Employee In terms of his contract of
employment, or the effects of existing or new regulations, circulars,
policies, directives or other instruments.,

P
on the(ﬂ 2 day June of

AS WITNESSES:
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|
Thus done and signed at Hewnans onthe 7 day June of 2017.
|

AS WITNESSES:
1. )@Aw{r e o

SN M |

DIRECTOR |

2 \
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Cluster

Leading Compatencies

Competancy lame

Strateqgic Direction and Leadership

s Understand ihe aim
and objectives of he
institution and refate it
to own work

key players to frame
communications and
develop strategies,
positions and alliances

e Provide and direct a vision for tha instltutlon, and inspire and deploy others
Competency Definition | 1o, deiiver on the strategic instiiutional mandate
ACHIEVEMENT LEVELS
BASIC COMPETENT ADYANCGED SUPERIOR
« Understand = Bive direction to a ]+ Eveluate all aclivities to |« Structure and position
institutional and team in realising the | determing wvelie andi the institution o Jocal
departmental institution's  strategic | alignment (o strategic| govemment priorities
strategic mandate and set| Intent = Actively use in-depth
objectives, but | objectives s Display in-depth |  knowledge and
facks the ability ]« Has a positive impact | knowledge and | understanding to
to inspire others and influence on the | understanding of strategic |  develop and implement
to achieve set morale, engagament | planning a comprehensive
mandate and participation of | « Align slrategy and goals | instiutional framawork
» Describe  how team members across all Functlonai areas |« Hold self accountable
specific  lasks |« Develop actions plans | « Actively define | for slrategy execution
fink to o execute and guide | performance measures to | and results
institutional strategy monitor the progress and | Provide impact and
siratagies  but imptementation effectiveness of  thel influence through
has fimited { o Aszist In  defining | institution building and
influence 0l performance o Consistently challenge | maintaining  strategic
directing measures to monitor | stralegic plans fo enswre |  relationships
strategy the progress and | relevance « Create an environment
=Has & basic effectiveness of the | » Underatend  institutional | that facilitates loyaity
understanding of |  institution structures end  pelitical | and Innovation Dispiay
institutionat o Displays ani factors, and the | a superior levet of self-
performance awareness of } consequences of actlons discipling and integrity
inanagamant, institutional structures | « Empower others to foliow | I actions
bu!. lacks the and political factors strategic  difeclion  and |= Integrate various
ability fo | e Effectively deal  with  complex | systems into a
integrate communicate barriers |  sktuations collective  whole  to
systems into a o exsculion to |+ Guide the inslitution | optimlse  institutional
coliective whole relevant paries through complex and | performance
» Demonsirale a |« Provide guidance fo | ambiguous concem management
basic _ oll stakeholders in the ] o Use  understanding  of {» Uses understanding of
understandm_g of achipvement of the | power relationships and{ competing Interests to
Ir:‘?aykersdecmm- steategic mendate dynamic tensions among | manoeuvre

successily to  a
winfwin outcome
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Annexure B 2017/18
Cluster Leading Competencies
Competency Mame People Management

Effectively manage, inspire and encourage people, respect diversity,

Competency Definition | optimise talent and bulld and nurture relationships in order to achieve
institutiona objectives
ACHIEYEMENT LEVELE
BASIC COMPETENT ADVANCED SUPERIGR
sParticipate in |« GSeek opporunities {o | e ldentify inefiective team | « Develop and
team goal- increase tearn | and work processes and | incorporate  best
setting and { contribution and | recommend remedial | praclice  people
problem responsibility interventions management
solving *Respect and support | « Recognise and reward | processes,
onteract and the diverse nature of | effective and desired | approsches and
collaborate others and be awara of | behaviour tcols acroes the

with people of
diverse
backgrounds

» Aware “of
guidelines  for
amployse
development,
but  reguires
support i
implementing
development
initiatives

the benefits of a diverse
approach

« Effeclivaly delegate
taske and empower

others fo  inctrease
contribution and
execute functions
optimally

« Apply ratevant
amployea  legislation
fairly and consistently

s Facilitate leam goal-
sefting and problem-
solving

s Effectively identify
capacity  requirements |

to fulfil the strategic
mandate

+ Provide mentoring and
guidance to others in
order to increase
personal effectiveness

= [dentify development
and learning needs
within the team

= Build a work

environment  conducive
to sharing, inhovation,
ethical behaviour and
professionalism
elnspire a cuiture of
perfomance excelience
by giving positive and
congtructive feadback to
the team

= Achieve agreement or
CONSEnsus in
adversaris!
environments

» |.ead and unite diverse
teams across divisions

institution

o Foster a culture of
discioline,
responsibility and
accountability

s Understand  the
impact of diversity
in  performance
and actively
incorpurate a
divarsity strategy
in the institution

« Develop
comprehensive
integrated
sirategies and

approaches to
human capital
development and
management

¢ Actively  identify
trends and predict
capacity

to achisve Institutional | requirernents to

objectives facilitate  unified
transition and
perforrmance
management

Ca¥
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101/259
Annexure B 2017/18
Cluster Leading Gompetencies
Competancy Nams Program and Project Management
Able to understand prograrn and project management methodology,
Compstency Definition | plan, manags, monitor and evaluate specific activities in order to
- { deliver on set objectives
ACHIEVEMENT LEVELS _
BASIC COMPETENT ADVANCED SUPERIOR
e Iniliate  projects |« Establish broad | + Manage multiple [ ¢ Understand and
after approval from stakeholder programs and conceptualise
higher autharities involvement  and balance pricrities the long-term
» bUnderstand cormmunicats the and conflicts implications  of
procedures of praject status and according to desired project
program and key milestones institutional goals outcomes
project » Dafine ithe rolesie Apply effective risk fs Direct a
manageamerit and responsibilities management comprehensive
methodology, of the project team slrategies  through strategic macro
implications  and and create clarity impact assessment and micro
stakeholder around and resouree analysis and
invalvement expectations requirementis SCOpE  projects
s Understand the |» Find @a bhalance | Modify project scope accordingly {0
rationat of projects between project and budget when realise
in relation to the deadline and the required without institutional
institution's quality of compromising  the objectives
strategic objectives deliverables eyuatity and | ¢ Consider and
» Document and | e ldentify appropriate objeclives of the initiate  projects
communicate project resources to praject that focus on
factors and risk facifitate the [ » Involve top-levet achisvement of
associated with effective authorities and the longterm
own work completion of the relevant abjectives
= Use results ang deliverables stakeholders in { = Influence paople
approsches of |« Comply with seeking project buy- in positions of
successful  project statutory in authority to
implementation as requirernents  and | « ldentify and apply implement
guide : apply policies in a contemporary oulcomes of
consistent manner project management projects
¢ Monitar  progress methodology e Lead and direct
and use of { & Influence and translation  of
resources and motivate project policy into
make neaded team o deliver workabie
adjustments to exceptional results actions plans
timelines,  staps, | « Monitor policy i & Ensures that
angd resouice implementation  and programs  gre
allocation apply procedures io monitored to
manage risks track progress
and optima|
resource
dtilisation, and
that adjustments
are made as
neexied




Annexure B

306

102/259

2017/18

Cluster

Leading Competencies

Competency Name

Financial Management

Able to compile, plan and manage budgets, control cash flow,
institute financial risk management and administer procurement

Understand ihe
importance of
assef controt

Ensure that
delegation and
instructions as
required by
National Treasury
guidefines are
reviewed and
uptated

tdentify and
implement proper
monitoring and
evaluation practicea
tc ensure
dppropiiate
spending against
budget

Competency Definition | processes in actordance with recognised financial practices. Further
to ensure that all financial transactions are managed in an ethical
manner o
ACHIEVEMENT LEVELS
BASIC ___COMPETENT _ ADVANCED SUPERIOR

= Undarstand basic Exhibit knowledge |e Take active Develop planning
financial conceplts of general financial ownership of tools to assist ia
and methods as concepts, planning, planning, evajuating and
they relate to budgeting, and hudgeting, and monitoring fulure
institutions forecasating and forecast processes expenditure
processes and how they interrelate and provides trends
activities Assess, identify credible answers to Set budget

= Display and manage queries within own frameworks for
awareness into financial risks responsibility the institution
the various Assume a cost- + Prepare budgets Set strategic
sources of saving approach to that are aligned to direction for the
financial data, firaneial the strategic ingtitution on
reporting managemeant objectives of the expenditure and
mechanisms, Prepare financial institution other financizi
financial reports based on ¢ Address complex processes
govemance, specified formats budgeting and Build and nurture
processes and Consider and financial partnarships to
systems understand the management improve financial

« Understand the financial concerns managerment and
imporiance of implications of s Put systems and achieve financial
financial dedisions and processes in place savings
accountability suggestions to enhance the Actively identify

quality and intagrity
of financial
management
practices

Advise on policles
and procedures
regarding asset
control

Promote National
Treasury's
regulatory
framework for
Financial
Managament

and implement
new methods to
improve asset
control

Display
professionalism in
dealing with
financial data and
processas
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intarventions in
place to facilitate
effective
transformation

Take caiculated risk
and seek new ideas
from best practice
soenarios, and
identify the potential
for implemeniation

103/259
Annexure B 2017/18
Cluster Leading Competencies
Coinpetency Nama Change Leadership
Able to direct and initiate inatiuional ransformation on all levels in
Competency Definition | order to successfully drive and implement new inifiatives and
deliver professional and quatity gervices 1o the community
ACHIEVEMENT LEVELS ]

BASIC COMPETENT ADVANCED SUPERIOR
Display an Perform an analysis {¢  Actively monitor ¢ Sponsor
awareness of change of the change impact change impaat and change
interventions, and on the social, results and convey agents and
the benefits of pliticai and progress to relevant create a
transiomation economis stakeholders natwork of
initiatives environmant » Secure buy-in and change
Abie to idantify basic Maintain calm and sponsurship for teaders who
needs for change focus during change change initiatives support the
tdentify gaps Ablg {0 assist leam (e Continuously interventions
behween the current members during evaluate change & Activaly
and desired state chiange and keep strategy and design adapt current
Identify polentlal risk them focused on the and introduce new slruclures
and challenges to deliverables approaches o and
transformation, Volunteer to lead aphance the processes {o
incfuding resistance change efforts institution's ncorporate
lo changs factors outeide of own waork effectiveness the change
Parficipate in change team s Bulid and nurture interventions
programs and Able to gain buy-in relationships with s Mentor and
piloting change and approval for variols stakehoiders guide team
intervenlions changs from o ostablish strategic meambers on
Understand the rslevant alllance in facilitating the effects of
impact of change stakeholders change change,
interventions on the Idientify change + Take theleadin resistance
institution within the readingss levels and impactful change factors and
broader scope of assist in resolving . programs how to
EHlocal Sgovernment, resistance to change {» Henchmark change integrate

factors inferventions against |  Change
Design change best change » Motivate and
inferventions thal practices inspire others
are aligned withthe |+ Understand the around
institution's strategic impact and change
objectives and goais psychology of initiatives

change, and put

remedial




104 /259
Annexure B 2017/18
Cluster Leading Compelencies
Competency Name Govermnangs Leadership

Coitipetency Deflnition

Able to promote, direct and apply professionalism in managing risk
anhd compliance reguirements and apply & thoroegh undarstanding
of governance peaclices and obligations. Further, able to direct the
conceplualisation of relavant policies and enhance cooperstive

rnance rakationshins

ACHIEWYEMENT LEVELS .

BASIC COMPETENT ADVANCED SUPERIOR
Display a basic « Display a « Able to link risk +« Demonslirate a
swarenass of thoraugh initiatives into key high level of
risk, compliance understanding of institutional objectlves commitment in
and governanes goveinance and and drivers compiying with
factors but risk and * ldentify, analyse and govermance
require guidance compliance measure risk, create requirgments
and factors and valid risk forecasts, s implement
development in mplemeant plans and map risk profiles govemance and
implementing toaddress these ie  Apply risk control compliance
such « Demonsirale methodology and strategy lo ensure
reguirements understanding of approaches to prevent achievement of
Understand the the technigues and reduce risk that institutional
struclure of and processes for impede on the objectives within
cooperative oplimising risk achievement of the legislative
govarmment obut taking decisions institutional objectives framework
requires within the e Demonstrate a * Able lo advise
quidance on institution thorough Logal Govegrnment
fostering = Actively drive understanding of risk or risk
worhable policy formulation retention plans management
relatianships within the < [enlity and strategies, best
betwean fatitution te implement practice
stakeholders ansure the comprehensive risk Inierventions and
Provide input achisvement of management systerms compliance
Into policy objectives and procegses management
formulation o implement and (¢ Able lolorge

moniior . the positive
formulation of polisies, relationships on
idenlify and analyse | cooperative
constraints and governance level fo
challenges with enhance the
implementation and |  effectiveness of
provide Llocal government
recommendations for [» Able to shape,
improvement direct and drive the

formulation of
pollcles on a macro
level
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Clustor

Core Compelenties

Competency Name

Moral Compatence

Able to identify moral triggers, apply reasoning that promotes heonesty

Able to deal with :
situations of ®
conflict of interest

promptly and in the
best interast of ®
local government

Internat and external
stakeholders

Abie to work in unity with
& team and not seek
personal gain

Apply uUnivarsal moral
principles consistently to
achieve moral degisions

COmRatency | and integrity and consistently display behaviour that reflects moral
compatance
__ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Realise the Canduct self in + identify, davalop, and s Create an
impact of alignment with the apply measuras of self- environment
acling with values of Local correction conducive of
inlegrity, hut Governmenl and s Able to gain trust and moral praclices
requires tha institution respect through aligning | »  Actively develop
guidance and Able to cpenly actions with and implement
development in admit own commitments measures to
impiamenting mistakes and + Maka proposals and combat fraud
principles waaknesses and recommendations that and corruption
+« Foliow the seak assistance are transparert and gain | « Set integrity
basic rules and from others when the approva! of relevant standards and
regulations of unable to detiver stakeholders shared
the institution Actively report » Prasenl values, beliefs accountability
« Able to ldentify fraudulent activity and ideas that are measunes
basic moral and corruption congruent with the across the
situations, bui within local Institution's rules and institution to
requires government regulatiens support the
guidance and Understand and s Takes an active stance objectives of
deveiopmeant in honowr the against corruption and lacal
understanding confidential nature dishonesty when noted governmeant
and reasoning of maiters without e Actively promote the + Take
with morat seeking personal value of the Institution o responsibillty for
intent gain own actions and

decisions, even
if the
conseyuences
are
unfavourable
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and ensure that
objectives are
met

Focus on shot-
ferrn abjactives
in developing
plans and
actions

Artange
information and
resources
reguired for &
task, but require
further structure
and organisation

¢+ Bohadule lasks to
ensure they are
performed within
budgel and with
gfficient use of
time and
fesources

*»  Measiures
progress and
manitor
performance
resulis

tasks and projects
Froduce clear,
detailed and
comprehensive
ptans to achieve
inslitutional
chjectives

Ideniify possibie tisk
factors and design
and implament
appropriate
contingency plans
Adapt ptans In light
of changing
circuamstances
Priontlse tasks and
projects according o
their relevant
urgency and
importance

106/259
Annexure B 2017/18
Cluster Corg Competencies
Competency Name | Planning and Organising
Competency Able to plan, priml}:ise and organise information and resources effectively
Definition to ensura the quality of service delivery and build efficient contingency
plans to manage risk e
ACHIEVEMENT LEVELS -
BASIC COMPETENT ADVANCED SUPERIDOR

Able to follow = Actively and «  Able to defing Fecus on broad
basic plans and appropriately institutionat strategiss and
organise tasks oiganise ohjectives, develop initiatives when
around set information and comprehensive daveloping
objectives resources plans, integrate and plans and
Undarstand the required for a coordinate activities, actions
process of task and assign Able to project
planning and e Recognise the appropriate and forecast
ofganising but urgency and resources for short, medium
reguires importance of successful and long term
guidance and tasks imptementation requirements of
developmenlin  {« Balance shorl « ldentify in advance the institution
providing and long-term required stages and and local
tdetaited and plans and goals actions to complete government
comprehensive and incorpurata tasks and projects Transiate policy
plans into the team's ¢ Schedule realistic into relavant
Able to follow pedamance timelines, objectives projects to
existing plans objectives and milestones for facilitate the

achigvement of
inslitutiona!
objectives




assistance from

+ Propose simple

challenges the

when analysing

Consuit internal and

improve processes

propose rermedial
intervention

analysing and

othars problems resolving complex |  trends in key

s Recommend a Able to break down problems challenges {0 preven
new ways to complex problems « identify solutions and manage :
perform tasks into manageabile 01 Various areas pocurrence
withirs own parts anc identily in the inslitution ¢ Craate an environment
fungtion solutions » Formulate and that fosters innovative

implement new

rermedial axternal ideas throughout learning organisation
interventicns stakeholders on the inglitution approach
that marginaily opportunities to + Able to gain « Be a thought leader on

approval and huy-

siatus gquo and service delivery | in for proposed seniee delivery, and
» Listen to the » Cizarly interventions from | process optimisation
ideas and communicate the relevant « Play an active role in
perspactives of | - benefits of new stakeholders sharing best practice
others and opportunities and s |gentify trends and [ solutions and engage
explore innovative solutions best practices in in national and
opportunities fo to stakeholders process and international local
enhance such o Conlinuously identify | service delivery government seminars
innovative opportunities to and propose and conferances
thinking enhance internal inslitutional
procasses application
= |dentify and analyse |+ Continuously
opportunities engage in
conducive to research to
innovative identify client
approaches and needs

107/259
Annexure B 2017718
Cluster Core Competencies
Campetency Name Analvais and Inngvation _
Able 1o critically analyse information, challenges and trends to
Competency establish and implement fact-based solutions that are innovative
Definition to improve institutional processes in order to achieve key strategic
oblectives
ACHIEVEMENT LEVELS
BASIG COMPETENT ADVANCED SUPERIOR
« Understand the |s Demonstrate logical |« Coaches team » Dernonstrate complax
basic operation problem solving members on analyticat and problem
of analysis, but technigues and anaiytical and solving approaches
lack detail and approaches and innovative and tachniques
thoroughness provide rationale for approaches and |« Craste an environment
e Able to balance recommendations technigues conducive to analytical
independant + Demonstrate + Engage with and fact-based
analysis with chjectivity, ingight, appropriate problern-solving
requesting and thoroughness individuals ini + Analyse, recommend

solutions and moniltor

thinking and follows a

innovalive customear

10
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Cluster Corg Competencies
Competency Name | Knowlsdae and Informalion Management

Competency Definition

Able to promote the generation and sharing of knowledge and
information through various processes and media, in order to
gnhance (he coliective knowledge base of Jocal government

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
e Collect, Use appropriate | « Effectively predict Creale and
categorise and information future information support a vision
track relevant systems and and knowledge and culture whare
information techriology to managerment team membars
required foe manage requirements and are empowered o
specific (asks institutional systems seek, gain and
and projects knowladge and Cevelop standards share knowiedge
+ Analyse and information and procusses (o and information
interpret sharing mest future Establish
information to Evaluate data krowledge partierships
chraw from various management across lotal
conclusions sources and use needs government o
+ Seek new information Share and facilitate
sources of effectively to promote best- knowledge
information to influence praclice management
increase the decistons and knowledge Demonstrate a
knowledge provide solutions management mature approach
base Aclively create across various to knowledge and
s Regularly mechanisms and insfitutions information
share structures for Establish ascurate sharing with an
information shating of measiires and abundanea and
and knowledge information monitoring assistance
with internai Lse external and systemns for approach
stakeholders internal knowledge and Recognise and
and team rasources ko information explolt knowledge
rembers research and management points in
provide relevant Create a culture interactions with
and cutling-edge conducive of internal and
knowledge to learning and exiernal
snhance knowledge sharing stakeholders
institutional Held regular
effectiveness and knowledge and
afficiency information

sharing sessions
to elicit new ideas
and share best
praclice
approachss

11
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sigkeholders

« ompile clear,
focused,
concise and
well-structured
written
documents

Annexure B 2017/18
| Cluster | Core Compatencies
Competency Name | Communication
Ahle (o sharg information, knowledge and ideas in a clear,
Compstency focused and concise manner appropriate for the audience i
Definition order to effectively convey, persuade and influence stakeholders
to achieve the desired outcome o
ACHIEVEMENT LEVELS .
BABIC COMPETENT ADVANCED SUPERIOR
« Demonstrate an s Express ideas [ » Effectively s+ Regarded as a
understanding to individuals communicate high- specialist in
for and groups in rtsk and sensitive negotiations
communication formal and matters to relevant and
levers and tools informal stakeholders reprasenting the
appropriate for settings In an Develop a well- institution
the audience, manner that is defined ¢ Able to inspire
pbut reguires interesting and sommurication and motivate
guidance in motivating stratagy others through
utilising such s Ableto Balance political posiive
tools understand, perspectives with communication
Express ideas in tolerate and ingtitutional needs that is impactful
a clear and appreciate when communicating and relevant
focused mannar, diverge viewpoints on = Creates an
but does not perspectives, complax issuss environment
always take the attitudes and Able to effectively conducive to
naads of the befiefs direct negotiations transparent and
audience into o Adapt around complex productive
consideration communication matters and arrive at cormmumication
Disseminale and eontant and & win-win situation and critical and
convey style lo suil the that promotes Batho appreciative
information and audience and Pele principles conversations
knowledae faciitate Market and promote | « Able to
adequately aptimal the institution to coordinate
information external stakeholders negotiations ot
transfar and seek to enhancs different levels
s Delivar content a positive image of within focal
in a manner the institution governmenl and
that gains Able to communicate externally
supporl, with the media wilh
commitment high levels of moral
and agreement competence and
from relevant discipline

12
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Cluster

Core Competencies

Competency Mame

Resuits and Quality Fosus

Gompeiency Definition

Abie lo maintain high quality standards, focus on achieving
results and objectives while consistently stiving to exceed
axpectations and encourage others to meet qualily standards.
Further, to actively monitor and measure results and quality
against identified objectives

ACHIEVEMENT LEVELS
BASIC COMPETENT . ADVANCED 1 _SUPERIOR
Understand » Feeus on high- = Congistently veiify | » Coach and
quality of work pricrity actions own standards guide cthers to
b requiras and does not and outcomes {0 excead quality
guidance in betome ensure quality standards and
attending to distracted by output resulis
important lower-priority » Focus on the end + Develop
inatiors activities resuit and avoids challenging,
Show s basic o Display firm being distracted client-focused
commitment lo commitment v [emonstrate a goals and sets
achigving the and pride in determined and high standards
correct results achiaving the committed for personal
Produce the eorrect results approach to performance
tninirmum level v Set quality achisving resulls # Commit io
of results standards and and quality axceed the
required in the design standards results and
rale grocesses and + Follow task and guality standards,
Produce iasks around projects through monitor own
ouicomes that achieving set to completion performance and
is of a good standards s Set challenging impiement
standard » Produce output goals and reredial
Focus on the of high quality objectives {o salf interventions
quantity of s Able to Dalance and team and when required
output but the guantity and display * Work with team
requires guality of resuilts commitment to to set ambitious
development in in order to achieving ' and challenging
ingorporating achieve expectations team goals,
the quality of objectives + Maintain a focus communicating
work = Monitors on quality outputs long- and short-
Produce quality progress, quality when placed terrn expectations
work in general of work, and use under pressure = Take appropriate
circumstances, of resources; = Establishing risks to
but fails to meet pravide status institutionat accomplish goals
expectation updates, and systems for ¢ Dvercome
when under make managing and setbacks and
prossure adjustments as assigring work, adjust action
needed defining plans i realise
responsibilities, goals
tracking, + Focus people on
meniterng and critical activities
meaasuring that yield & high
SLICCHSS, impact
evaluating and
vatuing the work
of the institution
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Performance Agreemeni  2017/18

Performance agreement made and entered into by and between

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

and

Solomz Madikane, the Director: Local economic development (herein and after referred
as Employee} for the period 1 July 2017 to 30 June 2018

Where as

. The Employer has entered into a confract of empioyment with the

Employee in terms of section 57{1)(a) of the Local Government: Municipal
Systerns Act 32 of 2000 ("the Systems Act’). The Employer and the
Employee are hereinafter referred as “the Parties”;

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

Employment concluded between the parties, requires the Parlles to
conelude an annual performance agresment;

The Parties wish to ensure that they are clear about the goals to be
achieved, and secure the commitment of the Employee to a set of
cutcomes that will promoie local government goals; and

. The Parties wish to ensure that there is compliance with Sections 57{4B)

and 57(5) of the Systems Act, -

1. INTERPRETATION

1.1

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

1.1.4 'this Agreement’ — means the performance agreement between
the Employer and the employee and the Annexures ihereto,

1.1.2 ‘“the Executive Authority” - means the Mayoral Committee of the
Municipality constituted in terms of Section 55 of the Loeal
Government. Municipal Structures Act 117 of 1928 (‘the
Structures Act") as represented by its chairperson, the Executive
Mayor;

1.1.3 ‘"the Employse” means ihe Director appointed in terms of Section
82 of the Structures Act,

1.1.4 ‘“the Employer’ means Qverstrand Municipality, and

1.1.6 “the Padies” means the Employer and Employse.

: Dir.: c@ MM:
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PURPOQOSE OF THIS AGREEMENT

2.1

2.2

23

24

2.5

2.6

27

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 batween
the Parties;

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

To specify accountabilities as set out in the Performance Plan (Annexure
A);

To monitor and measure performance against set targeted outputs and
oufcomes;

To establish a transparent and accountable working relationship;

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

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

COMMENCEMENT AND DURATION

an

3.2

3.3

3.4

3.5

This Agreement will commence on 01 July 2017 and will remain in force
until 30 June 2018 where-after a new Performance Agreement shall be
conciuded between the parties for the next financial year or any portion
thereof,

The Parties will conclude a new Performance Agreement that replaces
this Agreement at least once 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 valldity of the agreement the work environment
allers to the extent that the conterts of the agreement are no longer
appropriate, the contents must by mutual agresment between the parties,
immediately be revised; and

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

PERFORMANCE OBJECTIVES
4.1 The Performance Plan {Annexure A) sets out -

4.1.1 The performance objectives and targets that must be met by the
Employee;

4.1.2 The timeframes within which those performanca objeclives and
targets must be met; and

41.3 The competencies (Annexure B — definitions in terms of
Regulation 21 of 17 January 2014) required to operate effectively
as senhior managers In the local government envircnment,

4.2  The performance cbjectives and targets reflected in Annexure A are set
by the Empioyer in consultation with the Employee and based on the
Integrated Development Plan, Service Delivery and Budget
Implementation Plan {SDBIP) and the Budget of the Employer, and shall
include:

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

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

4.2.3 Target dates that describe the timeframe in which the targets muost
be achleved; and

4.2.4 Weightings showing the relative impoartance of the key oblectives
to each other. _ :

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

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

PERFORMANCE MANAGEMENT SYSTEM

5.1 The Employee agrees to participate in the performance management
system that the Employer adopted for the employses of the Employar,

5.2  The Employee accepis that the purpose of the performance management
system will be to provide a comprehensive system with specific
performance standards to assist the employees and service providers to
perform fo the standards required;

4
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5.3

5.4

55

5.6

57

Tha Employer must consult the Employes about the specific performanca
standards and targets that will be included in the performance
managsment system applicable to the Employee;

The Employee undertakes to actively focus on the promotion and
implementation of the key perfermance indicators ({including special
projects relevant to the employee’s responsibilities) within the local
governmeant framework;

The crijeria upon which the performance of the Empioyes shall be
assessed shall consist of two components, Operational Performance and
Compsetencies both of which shall be contained in the Performance
Agresment;

Tha Employea's assessment will be based on his performance in terms of
the outputsfoutcomes {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:

& Sepvieo Dellvery ongd
inirastructure

= Muicipal Trasternation
sl stltuticnd
Developeaont

Lawal Eeormnic Deselopment

£ M)l Frnamcd Visluhty
aved Manniemes

& Gevond Sovers wnce, Poblic
Participatian Acoumtaliliy
arh Trnspasciy

The Competencies will make up the other 20% of the Employes's
assessment score. The Competencies are spilt into two groups, leading
competencies {indicated in blue on the graph below) that drive strategic
intent and direction and core competencies {indicated in green on the
graph below), which drive the execution of the leading competencies.

Dir: =7~
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Hseeategle diraction and krdurship
@ panpie management

 Progiam and project mandgement
HFipancial rranagemant

A Change eadership

i Govarnance leadersip

H Mot sl campalence
HPlanming ant arganising

i< Amabyshs and innavation

- -Xeiwigdgae end informnston

management
‘Communkatian

wWResuits and quality Poeus

20 %

PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

6.6

The Performance Plan (Annexure A) to this Agreement sets out -

6.1.1 The standards and procedures for svaluating the Employee's
paerformance; and
6.1.2 The intervals for the evaluation of the Employee'’s performance.

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

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

The Employee’'s performance will be measured in terms of contributions
to the goals and strategies set out in the Employer's Integrated
Development Plan (IDP) as described In 6.6 - 6.13 below;

The Employee will submit quarterly performance reports (SDBIP) and a
comprshensive annual performance report at the fourth evaluation at
least one week prior to the performance assessment meetings to the
Evaluation Panel Chalrperson for distribution to the panet members for
preparation purposes;

Assessment of the achievement of results as cuflined in the performance
plan:

Dir.:
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6.7

6.8

6.9

6.6.1

8.6.2

6.6.3

6.6.4

6.6.5

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

A rating on the five-point scale described in 6,9 bejow shall be
provided for each KP! or group of KPls which will then be
multiplied by the weighting to calculate the final score;

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

In the instance where the employee could not perform due fo
reasons outside the control of the employer and employee, the
KPI wili not be considered during the evaluation. The employee
should provide sufficient evidence in such instancss; and

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

Assessment of the Competencies:

6.7.1

67.2

Each Competency will be assessed in terms of the descriptions
pravided {Annexure B) on a 360 degree basis dwring the mid-ysar
and year-end reviews and will inform the final score awarded by
the evaluation commitiee. 360 degrse means that the employee’s
peers and managers reporing to him will assess his/her
Competencies; '

A rafing on the five-point scale described in 6.10 below shall be
provided for each Competency which will then be multiplied by the
weighting te caleulate the final score; and

87.3 An overall score will be calculated based on the total of the
individua! scores calculated above.

Overall rating

6.8.1 An overall raling is calculated by adding the overall scores as

6.8.2

calculated in 6.6.5 and 6.7.3 above; and

Such overall rating represents the outcome of the performance
appraisat.

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

Dir.:
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Dusslundmy Puerlosmaence Fully efeciny ok Fadiy Hnsceeirsside
perfasmance  siyeifinally wifective perforrRIsICE
aboree
S pEctatian

Duistanding
performance

Performance far exceeds the standard expected of an employee
at this lavel. The appraisal indicates thal the Employes has
achieved above fully effective results against all performance
criteria and indicators as specified in the PA and Performance
plan and maintained this in all areas of responsibility throughout
the vear,

Performance
significantly above
expectations

Fully effactive

Performance is significantly higher than the standard expected in
the Job. The appraisal indicates that the Emgloyee has achieved
ahove fully effeclive resuits against more than half of the
perormance criteria and indicators and fully achiaved all others
throughout the year.

Performance fully meets the standards expected in all areas of
the joh. The appraisal indicates that the Employee has fully
achisved effective results against ali significapt performance
crileria and Indicators as specified in the PA and Perdormance
Plar.

Not fully effective

Performance is balow the standard required for the job in key
argas, Perfermance meets some of tha standards expected for
tha job. The review/assessment indicales that the employes has
ackieved below fully effective results against more than half the
key performance trieria and indlcators as spedified in the PA
and Performance Plian,

Unaccepiable
performance

Parformance does not meet the standard expected for the job.
The reviewfassessment indicates that they employee has
achieved below fully effective results agalnst almost all of the
performance criteria and indicators as specified in the PA and
Porformanca Plan. The employee has falled to damonsirate the
commitment or ability to bring performance up fo the level
expected In the job despite managemsant elforls 10 encourage
improvement.

scale:

6.10 The assessment of the competencies will be based on the following rating
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1

Paor Basic Competent

Advanced Superior

3
Paor undersianding of local government operalions and requires
extansive supervision and development interventions.
Appliss basle concepts, methods, and understanding of local
Basic government operations, bul requires supervision and
devalopment intervention,
Develops and applies miore progressive concepts, methods and
Compatent underslanding, Plaps and guides the work of others and
executes progressive analysis.
Develops and applies complex concepts, methods and
Advanced understanding. Effectively directs and leads a group and
axacitas in-gepth analysis,
Has a comprehensive understanding of iocal government
Supario operations, critical in strategic shaping strategic direction and
perior : :

change, develops and applies comprehensive concepts and

rmethods.

6.11 For purposes of evaluating the performance of the Empioyee for the mid-
year 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 Performanece Audit Committee or in his/her
absence thereof, the Chairperson of the Audit Committee; and

6.11.4 The Member of the Mayaral Committee {Portfolio Chairperson).

6.12 The Municipal Manager will evaluate the performance of the Employee as
at the end of the 1% and 3" quarters; and

’ Dir.:c@' _MM: _/
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6.13 The Municipal Manager wili give performance feedback to the Employee
within five (5) working days after each quarterly and annual assessment
meetings.

7. SCHEDULE FOR PERFORMANCE REVIEWS

71  The periormance 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:

o

2 Qclober — December February 2018

4 Aprii = June September 2018

7.2  The Employer shall kesp a record of the mid-year and vyear-end
assessment meetings;

7.3 Performance fgedback shaill be based on the Employer's assessment of
the Employee's performance;

7.4 The Employer will be entitled o raview 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

7.5  The Employer may amend the provisions of Annexure A whenever the
performance management sysiem is adopled, 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 Plan (PDP) for addressing developmental gaps is
attached as Annexure C. Such Plan may be implemented and/or ameanded as the

case may be after the each assessment. In that case, the Employee will be fully
consulted before any such change or ptan is made.

Q. OBLIGATIONS OF THE EMPLOYER
9.1 The Emplovear shall-

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

1
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9.1.2 Provide access to skills development and capacity building
opportunities;

9.1.3 Work collaboratively with the Employes to solve problems and
generate solutions to comimon problems that may Impact on the
performance of the Employes;

8.1.4 On the request of the Employee delegate such powers reasonably
required by the Employee to enable him to meet the performance
abjectives and targets established in ferms of this Agreement; and

8.1.5 Make available to the Employee such resources as the Employee
may reasonably require from time to time assisting him to mest
the performance objectives and targets established in terms of this
Agresment.

10.  CONSULTATION

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

10.1.1 A direct 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 Employee of the oulcome of any
decisions taken pursuant to the exercise of powers contemplated in
clause 12,1 as soon a3 is practicable to enable the Employee fo take any
necessary action with delay,

11. REWARD

111  The evaluation of the Employee’s performance will form the basis for
acknowledging outsianding performance or correcting unacceptable
performance;

11.2  Itis recorded that by mutual agreement the Parties have decided that no
performance bonus will be paid to the Employee as the Employee’s total
cost of employment package |s deemed to be adequate.
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12.

13.

MANAGEMENT OF EVALUATION OUTCOMES

12.1

12.2

12.3

12.4

Where the Employer is, any time during the Employee's employment, not
satisfied with the Employee's performance with respect {o any matter
dealt with in this Agreemeni, the Employer will give notice to the
Employee to atiend a meeting;

The Employee will have the opporiunity af the meeting to safisfy the
Employer of the measwes being taken to ensure that hls performance
bacomes satisfactory 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 fo
resolving the dispute or difference; and

in the case of unaccaptable performance, the Employer shall —

12.4.1 Provide systemalic remedial or developmental support to assist
the Employes to improve his performance; and

12.4.2 After appropriate performancs counselling and having provided
the necessary guidance and/or support as well as reasonable time
for improvement in performance, the Employer may consider
steps to terminate the contract of employment of the Employes on
grounds of unfitnass or incapacity to carry aut his or her duties,

DISPUTE REBOLUTION

13.1

13.2

13.3

13.4

in the event that the Employee is dissatisfied with any decision ar 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 Employee may within 3 (three) business days, meet with
the Employer with a view to resolving the issue. The Employer will record
the ocutcome of the meeting in writing;

If the Parlies cannot resolve the issues within 10 {ten) business days, an
independent arbitrator, acceptable to both parties, shall be appointed to
resolve the matter within 30 (thirty) business days;

In the instance where the matters referred o in 13.2 were not successfully
resolved, the matter shall be referred to the Executive Mayor to mediate
the issues within 30 (thirty) business days of receipt of a formai dispute

‘from the Employes.

Tha decision of the Executive Mayor shall be final and binding on both
parties; and

124/259
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13.5 In the event that the mediation process contemplated above fails, the
relevant clause of the Contract of Employmant shall apply.

14. GENERAL

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

14.2 Nothing in this agreement diminishes the obligations, dulies or
accountabilities of the Employee in terms of his contract of employmeant,
or the effects of existing or new regulations, circutars, policies, directives
or other instruments,

A

on the Q-? day June of

Thus done and signed at
2017,

AS WITNESSES:
1. f i
ICIPAL MANAGER
2,

13
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Thus done and signed at ‘HQXM anus on the / 3 day June of 2017.

AS WITNESSES: . ()
1,
DIRECTOR
2.

i4
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Annexure B 2017/18
Ciluster Leading Compeiencies
Competency Name | Strategic Direction and Leadership — -
Provide and direct a vision for the institulion, and inspire and deploy cthers
Competency Definition to daliver on the strategic instibtional mandate
AGHIEVEMENT LEVELS
BASIC COMFETENT ADVAMNCED SUPERIGR
» Understand * Give diraction i a (e Evaluate all acthities to |« Struchire and position
institutional and team in realising the | detemine  value and] the Institution to local
departmentat institution’s  strategic | alignment to  sirategic | government priorities
strategic mandate and set| intent Actively use in-depth
abjectives, but objectives = Dispiay indepth | knowledge and
lacks Ihe ability |« Has a positive Impact |  knowledge and | understanding 10
to inspira othars and influence on the | understanding of strategic | develop and implement
to achieve get morgte, engagement | pianning a eomprehensive
mandate and participation of | » Align strategy and goels | instifutional framework
» Descrlbe  how team members across all functional areas J» Hold self accountabliz
spesific  tasks |« Devalop actions plans | » Actively define | for sirategy execution
lirk o to execute and guide | perdormance measures to | and resulfs
instilutional strategy monitor the progress and |« Providea impact and
strategles  but implementation effectivaness of  fhe| influence through
has fimited |e Assist in  defining | inslitution building and
influence in performancs » Consistentiy challenge | maintaining  slralegic
directing measwes to monitor | stralegic plans to ensure | refationships
strategy the progress and | relevance Create an environment
eHaes a basic effectiveness of the | » Understand  institutional [ that facilitates loyalty
understanding of instifution structures and political |  and innovation Display
institutional » Displays an | factors, and the § @ superior level of self-
performance Awarensss of | consequences of actions discipline and integrity
manageament, institutional structures | « Empewer others to follow | I actions _
but lacks the | and political factors strategic  dirsction and jo Integrate various
ability to | » Effactvely deal  with  complex] systems inle a
integrate communicate barriers | situations collective whole to
systems inte a2 | o  execution i0]eGuide the inslitution | oplimise  institutional
collective whole relevant partias twough complex and | performance
= Demonstrate  a | » Provide guidance to | ambiguous concern management

basic
understanding of
key  decision-
makers

L]

all stekeholdars in the
achievement of the
strategic mandale

Understand the aim
and objectives of ihe
institution and relate it

» Use understanding of
power relationships and
dynamic tensions among
key playars to frame
communications and
develop sirategies,

to own work

positions and alliznces

Uses understanding of
competing interests 1o
manoeuvie
successfully to  a
winfwln cutcome
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to fulfitl the sirategic
randate

the team

‘e Achlave agreament or
CONSensus in
adversarial
anvirenrments

e Lead and unite diverse
tearns across divisions
to achieve institutional
objectives
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Annexure B 2017/18
Cluster Leading Competencies
Compstency Name | Paople Management
Effectively manage, inspire and encourage paople, respect diversity,
Competency Definition | optimise talent and build and nurure relationships in order to achieve
institutional objectives
N ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANGED SUPERIOR

s Participate in | » Seek opportunities o a identify ineffective {eam | » Develop and
team goal- increase team | and work processes and | incorporate  best
selting and | contribution and{ recommend remedial | practice people
problam responsibility interventions manageme&nt
solving ¢«Respect and support | » Recognise and reward | pracesses,

sinteract  and the diverse nature of | offective and desired | approaches and
collaborate others and be aware of [ behaviour tools across the
with people of | the benefits of a diverse | » Provide mentoring and |  institution
diverse approach guidance to others in | e Foster a culture of
backgrounds » Effectively delegate | order to  increase | discipline,

e Aware of tasks and empower | personal effectiveness responsibility and
guldsiines for | others to increase | sidentify  development | accountability
employee contribution and| and Ilearning needs | =Understand the
developmient, execute functions |  within the team impact of diversity
but  requires optimaily » Build a work | i performance
support in | =« Apply relevant | enviranment gonducive | and actively
implementing employee legislation | to sharing, Innovation, | incorporate a
development fairly and consistently ethical behaviour and | diversity stralegy
intiatives e Facilitate team goal- | professionalism in the institution

setting and problem- | = Inspite a culture of | » Develop

solving periormance excelience | comprehensive

» Effectivaly identity | by giving positive and | iniegrated
capacity requirements | constructive fesdback to | strategies and

approaches [}
fuman capital
development and
managemsent

s Actively  identify
trends and predict
capacity
requirements o
facilitate  unified
transition and
performance
managemeant
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Annexure 8 2017/18
Cluster Leading Compelencies
Competency Mame Program and Project Management
Able to understand program and project management methodology,
Competency Definition | plan, manage, moniter and evaluate specific activities In order to
deliver on set objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
o [nitiate projects Eslablish broad | »+ Manage muftiple 1 « Lnderstand and
after approval from stakeholder programs and conceptualise
higher authorities invelvement  and balance  priorities the longterm
+ Understand commmunicate  the and conflicts implications  of
procedurss of project status and according to desired project
program and key mileslones institutienal goals oulcomes
project Define the roles |« Apply effeclive risk | « Dirgct a
managemant and rasponsibilities managament comprehensive
methodology, of the project team glrategies  through strategic macro
implications  and and create clarity impact assessment and icre
stakesholder around and rasource analysis and
invalvernerit expectations requirements sScope  projects
o Understand  the Find a balance | Modify project scope accordingly o
rational of projects between project and budget when reglise
in relation to the deadiine and the reaLired without institutional
institution's Guality of compromising  the objectives
strategic objectives deliverabiss quality and 1« Considet and
« Decument and ldentify appropriate objectives of the initiate projects
communicate project resouwrces to project that focus on
factors and risk facilitate the | ¢ Imvolve toprlevel achievement of
associated with effeciive authorities amd the long-term
own work completion of the relevant ohiectives
+ Use results and defiverables stakeholders in | = Influence people
approaches of Comply with seeking project buy- in positions of
successfl  project statutory ' in authority to
irmplementation as requiremients and |+ Identify and apply implement
guide apply policies in a contemporary outcormes of
consistent rmanner project management projects
Moenitor  progress methodology - v Lead and direct
and use of [ » Influence and transiation  of
resources and motivate project policy into
make needed eam fo  deliver workable
adjustrments to exceptional resuits actions plans
timalines,  steps, | » Monitor poficy f« Ensures  that
and resource implemeniation and programs  are
allocation apply procedures io monitored to
manage risis track  progress
and oplimal
resource
ulilisation, and
that adjustments
are made as
needed
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Annexure B 2017/18

Clustar
Competency Name

Leading Competencies
Financial Management |

Able to compile, plan and manage budgets, control cash flow,
institute financial risk management and administer procurement

Competency Definition | processes in accordance with recognised financial practices. Furkher
to ensure that alt financial transactions are managed in an ethical

budget

manner
ACHIEVEMENT LEVELS N
BASIC COMPETENT ADVANCED SUPERIOR
« Understand basic Exhibit knowledge | e Take active Develop pianning
financial concapts of general financial ownership of tools to assist in
and methods as concepts, planning, planning, evaluating and
they relate to budgeting, and budgeting, and monitoring future
institutional forecasting and forecast processes axpenditure
processes and how they interrelate and provides trends
activities Assess, identify credible answers to Set budget
« Display and manage queries within own framaworks for
awareness into financial risks responsibility the Institution
the various Assume a cost- Prapare budgets Set strategic
sources of saving approach o that are aligned to direction for the
financial data, financial the strategic Institution on
reporting management objectives of the axpenditure and
mechanisms, Prepare financial institution other financlal
financial reports based on Address complex processes
gavernance, specified formats budgeting and Buitd and nuiture
processes and Consider and financiat parinarships to
systems understand the management improve financial
« Undersiand the financial SONCEINs management and
importance of implications of Put systems and achieve financial
financial decisions and processes in place savings
accountability suggestions to enhance the Actively identify
« Understand the Ensure that quality and integrity and implement
impartance of delegation and of financial new methods to
asset control ingtructions as management improve asset
required by practices . contro
National Treasury Advise on policies Display
guidelines are and procedures professionalism in
reviewed and regarding asset dealing with
updated control financial data and
ldentify and Promate Natlonal processes
implement proper Treasury's
monitoring and regulatory
evaltation practices framework for
ta ensure Financial
appropriate Management
spending against
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Cluster Leading Compatencies
Compatoncy Name Change Leadership

Able lo direct and initlate institutional fransformalion on all levels in
order to successfully drive and [mplement new inilistives and

Compstancy Definition
|} defiver professionat and quality services to the community

interventions in
place lo facilitate
effective
transformation
Take calculated risk
and sesk new ideas
from best practice
scenarios, and
identify the potential
for implementation

ACHIEVEMENT LEVELS -
BASIC CCMPETENT ADVANCED SUPERIOR
« Display an Parform an analysis |« Actively monitor +  Sponsor
ewarenass of change of the change impact change impact and change
inlerventions, and on the sacial, results and convey agents and
the banefits of political and proaress to relevant cregte a
transtormeation economic slakenolders network of
initiatives envirehment + Secure buy-in and change
» Able to idantify basic Maintain calm and sponsayship for leaders who
needs for change focus during change thange initiatives support the
s jdentify gaps Able to assistteam {e Continuously intervantiong
between the current members during evaluate change s Actively
and desited state change and keep strategy and design adapt current
¢ |dentify polential risk them focused on the and introduce naw stryctures
and challenges to defiverables approaches to and
transformation, Volunteer to lead gnhance the processes to
including rasistance change efforts institution’s ncorporate
o change factors outside of own work effectivenass the change
= Participate in change tzam = Bulld and nurture interventions
prograsns and Able (o gain buy-in relationships with + Mentor and
piloting change and approval for various stakeholders guide team
interventions change from 1o establish strategic members on
o Understand the relevant afiiance in facilitating the effects of
impact of change stakeholdars change change,
interventions on the identify change ¢ Take the lead in resistance
institution within the readiness levels and impactful change factors and
broader scope of assist in resolving programs how to
Llocal Gaovernment. resistance to change |« Benchmark change integrate
factors interventions against |  change
Design ¢change best change «  Motivate and
interventions that practices inapire others
are aligned with the |s - Understand the around
instifution's sirategic impact and change
objectives and goals psychology of initiatives
change, and put
remedia/l
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Annexure B 2017/18
Cluster Leading Competencies
Competency Nams Governance Leadership
Able to promote, direct and apply professionalism in managing risk
and compliance requirements and apply a thorough understanding
Competency Definittion | of governance practices and obligations. Further, able to direct the
conceplualisation of relevant policies and enbhance cooperative
‘povernanca relationahips
ACHIEVEMENTLEVELS =
BASIC COMPETENT ADVANCED SUFERIOR
Displayabasic [+ Displaya + Able to fink risk + Demonstata a
awareness of thorough initiatives inta key high levet of
fisk, compliance undsrstanding of institutional objectives commitment in
and governance governance and and drivers complying with
factors but risk and ¢ Identify, analyse and govemance
reqliire gulkdance compliance mmeasure fisk, create requiremants
and factors and valid rigk forecasts, + mploment
development in implement plans and map risk profilas governance and
implamenting to address these [« Appiy risk controt compliance
stich » Demonsirate methodolegy and strategy to ensure
requirements understanding of approaches (o prevent achiavemnent of
Understand the the techniques and reduce risk that institutional
structure of ared processes for impade on the objectives witkin
sooperative optimlging risk achievaemeant of the episiativa
government bt taking decisions institutional objectives framework
reguires within the s+ Demonstrate a »  Able to advise
puidance on institution thorough { otal Governmani
fostering e Agctively drive undersianding of risk an risk
warkable policy formulation ratenlion plans managemeant
relationships within the e |dentify and stralegles, best
betwesn institution to implement practice
slakeholders ensure the comprehensive rigk interventions and
Provide inpul achievement of " management systems compliance
into policy objestives and processes rranagsmant
formulation o Implement and |* Able to forge
monitor the positive
formulation of policias, relationships on
identify and analyse cooperative
constraints and govemance lavel o
chaillenges with enhance the
implementation  and effectiveness of
provide klocal government
recommandations for |» Abie to shape,
improvetnent direct and drive the
formulation of
policias on a macro
level
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Annexure B 2017/18
Clustsr Core Competencies
Competency Name | Moral Competence
Competsncy Able to idqntify moral triggers, apply reasoning that promotes honesty
Definition and integrity and consistently display behaviour that reflecis moral
competence
AGHIEVEMENTLEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Realige the Conduct self in + |dentify, develep, and + Create an
impact of alignment with the apply measures of self- anviranment
acting with values of Lecal cofrection conducive of
integrity, but Government and + Abie to gain trust and roral practices
Fequires tha instilution respect through aligning | » Actively develop
guidance and Able to openly actions with and implement
development in admit own commitments measures to
implementing mistakes and o fake proposals and cornbat fraud
principles weaknessas and recornmendations that and corruption
« Follow the seek assistance are transparent and gain { »  Set integrity
basic rules and from others when the approval of ralevant standards and
regulations of unable to deliver stakeholiders shared
the Ingtitution Actively report » Present velues, beliefs accountability
a Able to identify fraudulent activity and ideas that are IMeasUres
basic moral and corruption congrient with the across the
situations, but withit lotal institution's rules and institution to
requires govarnmeant regulations support the
guidance and Understand and e Takes an active stance objectives of
devalopment in honour the against corruption and iocal
understanding confidential nalure dishonesty whean noted govemment
and reasoning of matlers without  {s Actively promote the » Take
with moral seeking personal value of the institution to responsibility for
intent gain internal and external ewn actions and
Able to deal with stakeholders decisions, even
situations of & Able to work in unity with if the
conflict of interest a team and not seek consequences
promptly and in the personai gain are
best interest of « Apply universal moral unfavourabie

focal gavernment

principles consistently io
achieve maral decisions
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Annexure B 2017/18
Ciuster Core Competencies
Competency Name | Planning and Organising
Competency Able to plan, prioritise and organige information and resources effectively
Definkion to ensure the quality of service delivery and build efficient contingency
plans to manage rigk
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR |
Able to follow s Actively and = Able to define Focus on broad |
basic plans and appropristely institutional strategles and f
organise tasks ofganise objectives, develop initiatives when
around set information and comprehensive developing
objectives fE30UrCes plans, integrate and plans and |
Understand the required for a coordinate activities, actions I
progess of task and assign Able to project |
planning and + Recognise the appropriate and forecast |
organising but wrgency and resources for short, madium
requires importance of succassiul ang long term
guidance and lazks implamentation requirements of
developmentin |«  Balance short o |dentify in advance tha institution
providing and long-term required stages and and local
detaiied and plans and goals actions fo complete government
comprehensive and incorparate tasks and prejects Transiate policy
plans into the team's = Sehedule realistic inlo relevart
Able to fallow performance timelines, ohjectives projects to
exisfing plans objectivas and milestones for tacilitate the
pndensure that  jo  Scheduls tasks to tasks and projects achisvement of
objectives are ansure theyare  |»  Produce clear, institutional
met performed within detailed and objectives
Focus on short- budget and with comprehensive
tarm objectives efficient use of plans to achieve
in developing time and institutional
plans and resources . objectives
actions »  Measures = ldentify possible risk
Arrange progress and factors and design
information and monitor and implament
rasourcas perfarmanca appropriate _
reguired for a results contingency pians
task, but require e Adapt plans in light
further structure of changing
and organisation chocumstances
+ Priontise tasis and
prajects according to
their relevant
urgency and
importance
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Annexure B 2017/18
Cluster Core Compatencies
Compstency Name | Analysis and Innovation _
Able to erticzily analyse information, challengas and trends o
Competency establish and implement fact-based solutions that are innovative
Definition to improve [ngtitutional processes in order to achieve key strategic
objechves
ACHIEVENMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
« Understand the |= Demenstrate Jogical | Coaches team » Demonstrate complex
basic operation problem solving members on analytical and problem
of analysis, but technigues and analytical and solving approaches
lack detail and approaches and innovative and techniques
thoroughriess provide rationale for approaches and |« Create an environment
= Able tp balance recommendations technigues conducive {o analytical
indepandent ¢ Demonstrate » Engage with and fact-based
analysis with objectivity, insight, appropriaie problem-solving
requesting and thoroughness individuals in » Analyse, recommend
assistance from when analysing analysing and solutions and monitor
others problems resolving complex | treads in key
a Recommend e Able to break down problems challenges o prevent
new ways to complex problems |« identify solutions and manage
perfarm tasks into manageable on varlpus areas occUrence
within own parts and identify in the instilution » Creals gn anvirgnment
function solutions s Formulate and that fosters innovative
» Propose simple |+ Consuit infernal and implement new thirsking and foliows a
ramedial exiemal ideas throughout leaming arganisation
Interventions stakeholders on the inslitution approach
that marginally opportunities to « Able to gain + Be a thought leader on
chailenges the improve procasses approval and buy- | innovative customer
status quo and service delivery :  in for proposed service delivery, and
¢ Listen to the ¢ Clearly inferventions from | process optimisation
ideas and communicate the relevant = Piay an active role in
perepectivas of benefits of new stakeholders sharing besl practice
others and " ppportunities and = ldentify tends and |  solutions and engage
explose inmovative solutions best practices in -} in national and
cpportunilies to to stakeholders process and international local
enhance such = Continuously identify | service delivery government seminars
innovative cpportunities to and propose and conferences
thinking enhance internal institutional
processes application
e |dentify and analyse e Conlinuously
opporiunities engage in
conducive to research o
innovative identify client
approaches and neads
propose remedial
intervention

10
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Cluster Core Compatencies
Competency Name | Knowledge and Information Management
Able to promote the generstion and sharing of knowledge and
Competoncy Definition | information through various processes and media, in order lo
enhance the collective knowledge base of local government
ACHIEVEMENT LEVELS
BASIC COMPETENT ADYANGED SUPERIOR
s Collect, Use appropriate | » Effectively predict Create and
categorise and information future infermation support a vision
track relevant systems and and knowledge and eulture where
information technology o management team members
required for manage requirements and are empowared lo
specific tasks mstitutional systems seek, gain and
and projects knowiedge and Develop standards share knowiedge
s Analyse and information and processes (o and information
interpret sharing meet fulure Establish
information fo Evaluate data knowlaedge partnerships
draw from various management acress lacal
conclusions sources and use needs government to
s Seek new infaimation Share and facititate
sources of effectively to promote best- knowiedge
informalion to influence practice management
incraase the decisions and knowledge Demonstrate a
knowledge provide solutions managemeani mature approach
base Aclively create across various {0 knowledge and
v Regularly mechanisms and institutions information
shara gtructures for Establish accurate sharing with an
information gharing of maasures and abtindance and
and knowledge information monitoring assistance
with internal Use external and systems for approach
stakeholdars internal knowledge and Hecognise and
and tesm resources (o information axploit knowledye
members research and management points In
provide relevant Create a culture interactions with
and cutling-edge conducive of internal and
knewledge lo leaming and aexternal
enhance knowledge sharing stakeholders
ingtitutional Hold regeiar
effectiveness and knowladge and
efficiency information
sharing sessions
to elicit new ideas
and share best
praclice
approaches

"
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Clusfer | Core Competencies
Competency Name | Communication
Able to share information, knowledge and ideas in a clear,
Competeney focused and concise manner appropriate for the audience in
Definitlon order to effectively convay, persuade and influence stakeholders
lo achieve thedesiredoutcome .
ACHIEVEMENT LEVELE
BASBIC COMPETENT ADVANGCED SUPERIOR
o Demonstrate an « Expressideas | « Effectvely ¢« Regardeg asa
understanding to individuals cammunicate high- specialist in
far antd groups in risk and sensitive negotiations
communication formal and matters to relevant and
levers and tools informal stakeholders representing the
appropriate for settings in an « Develop & well- institution
the audience, manner that is defined ¢ Able lo inspire
but requires interesting and communication and motivate
guidance in motivating strategy others through
utilising stch + Ableto = HBalance political positive
tools understand, perspectives with comraumication
Express ideas in tolerate and institutional needs that is impactful
a clear and appreciate when communicating and relevant
focused manner, diverse viewpoinis on « Creates an
bt does not peispectives, complex issues anvironment
always take the aftitudes and e Abls to effactivaly conducive 16
negds of the balisfs direct negotiations transparent and
audience into * Adapt around complex productive
consideration communication ratiers and arrive at communication
Disserninate and content and a win-win situation and critical and
corivey siyle to suit the that promotes Batho appreciative
information and audience and Pele principles conversations
knowledge facilitate o Market and promote | ¢ Ableto
adequafely optimal the institution to coordinate
Information external stakeholders negotiations at
transfar and seek lo enhance diffarent levels
¢ Daliver content a positive image of within local
in a manner the institution governmeni and
that gains ¢ Able to communicate axternally
support, with the madia with
commitment high levels of moral
and agreement competence and
from relevant dizcipline
stakeholders
+ Compile clear,
focused,
concise and
well-structured
witten
docurments

12




147/259

Annexure B 2017/18

Cluster
Compstency Name

Core Competencies
Results and Quality Focus

Competency Definition

Able to maintaln high gualty standards, focus on achieving
resuits and objectives while consistently striving fo exceed
expectations and encourage others to meet quality standards.
Further, to aclively monitar and measure results and guality
against identified objectives

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIDR

o Understand Facus on high- Gongistenlly verify Coach and
quality of work priority actions own slandards guide others to
but requires and does not and outcomes o exceed quality
guidance in become ensure quality standards and
attending to distracted by output resuits
imporiant lower-priprity Focus omn the end Deveiop
maiters activities rasult and avoids challenging,

+ Show a basic Ciaplay firm being distracted clienl-focused
commifrment to comraitment Demonstrate a goals and ssls
achieving the and pride in determined and high standards
correct resulls achiaving the committed for personal

« Produce the coirect resuits approach to psrformance
minimum level Set quality achiaving resulls Commit to
of results standards and and guality exceed the
required in the design standards resulls and
rote processes and Fallow task and quality standards,

¢ Produce tasks around projects through ronltor own
outcomes that achieving set to completion parformance and
is of a good standards Set chalienging implement
standard Produce oupud goails and rermadial

e Focus on the of high quality objectives to self interventions
quantity of Abie to balance and team and when required
output but the guantity and display Work with team
requires quality of resuits commitment to to set ambitious
development in in order to achigving and challenging
incorporating achieve expectations team goals,
the quality of objectives Maintain a focus communicating
Work hMonitors on quality outpuis long- and short-

» Produce quality progeess, quality when placed term expectations
work in general of work, and use under pressure Take appropriaie
circumstances, of resources; Establishing tigks to
but fails to meel provide status institutional accomplish goals
expeclation updates, and systems for Qvercome
when under make managing and setbacks and
pressure adjustments as assigning work, adjust action

needed defining plans to realise
raspansibilities, goals
tracking, Focus peopie on
monitoring and critical activities
measiing that yield a high
BUCLESS, impact
evaluating and
valuing the work
of the Institution

13
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OVERSTRAND MUNICIPALITY

Performance Agreement
for the period

1 July 2017 — 30 June 2018
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Performance agreement made and entered into by and between

The Qverstrand Municipality and represented by Ald. Rudolph Smith, the Executive
Mayor (herein and after referred as Employer)

and

Coenie Groenewald, the Municipal Manager (herein and after referred as Employee)
for the period 1 July 2017 to 30 June 2018

Where as

a. 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 Systems Aci”), The Employer
and the Employee are hereinafter referred as "the Parties”;

b. Sectien S5T{1)(b) of the Systems Act, read with the Contract of
Employment conclisded between the parties, requires the Parties to
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 Employee to a set of
outcames that will promote local government goals; and

d. The Parties wish to ensure that there is compliance with Sections
57{4B) and 57{5) of the Systems Act.

1. INTERPRETATION

11 inthis Agreement the followings terms will have the meaning ascribed

thereto:

1.1.1 “this Agresment’ — means the perormance agreement
between the Employer and the employee and the Annexurss
thereto,

1.1.2 “the Execuiive Authority” - means the Mayoral Committee of
the Municipality consfituted 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 Employse” means the Municipal Manager appointed in
terms of Section 82 of the Structures Act;

1.1.4 "the Employer” means Oversirand Municipality; and

1.1.5 “the Parties” means the Employer and Employee.
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PURPOSE OF THIS AGREEMENT

2.1 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 Employes and to
communicate to the Employee the Employer's expectations of the
Employee's performance targets and accountabilities;

2.3 To specify accountabiliies as set out in the Performance Plan
(Annexure A);

2.4  To monitar and measure performance against set fargeted outputs
and outcomes;

2.5  To establlsh a transparent and accountable working relationship;

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

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

COMMENCEMENT AND DURATION

3.4 This Agreement will commence on 01 July 2017 and will remain in
force untit 3¢ fune 2018, '

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

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

3.4  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.

PERFORMANGE OBJECTIVES
4.1 The Performance Plan (Annexure A) sets cut —

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

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

, . )
Execulive Mam MM:
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4.1.3 The competencies (Annexure B — definitions in terms of
Reguiation 21 of 17 January 2014) required to operate
effectively as senior managers in the local government
environment.

4.2  The performance abjectives and targets reflected in Annexure A are
set by the Employer in consultation with the Employee and based on
the Integrated Development Plan, Service Delivery and Budget
Implementation Plan (SDBIP) and the Budgst of the Employer, and
shall include:

4.2.1 Key objectives that describe the main tasks that need to be
dene;

4.2.2 Key performance indicators that provide the details of the
evidence that must be provided io show that a key objeclive
has been achieved;

4,23 Target dates that describe the timeframe in which the targets
must be achieved; and

4.2.4 Weightings showing the relative importance of the key
objectives to each other,

4,3 The Personal Development Plan (Annexure () sets out the
Employea's parsonal development requirements in line with the
objectives and targets of the Employer; and

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

PERFORMANCE MANAGEMENT SYSTEM

5.1  The Employee agrees to participate in the performance management
system that the Employer adopted for the employees of the Emplovyer;

52 The Employee accepis that the purpose of the performance
managemeant system will be to provide a comprehensive system with
specific performance standards to assist the employees and service
providers to perform to the standards required,

8.3 The Employer must consult the Employee about the spscific
performance standards and targets that will be included in the
performance management system applicable to the Employee;

5.4 Thne Employes underiakes o actively focus on the promotion and
implementation of the key performance indicators (including special
projects relevant to the employee’s responsibilities) within the local
government frameworl;

55 The criteria upon which the performance of the Employee shall be
assessed shall consist of two components, Operational Performance
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and Competencies both of which shall be contained in the |
Performance Agreement;

56 The Emplaoyee’s assessment will be based on his performance in
terms of the outputsicutcomes (performance indicators) identified as
per attached Performance Plan, which are linked to the KPAs, and will
constitute 80% of the overalt assessment result as per the weightings
agreed to between the Ermployer and Employee:

i B e Delivan v sk
§ B asumes
b
i
i

= piaaslipral Trans{rnitn
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587 The Competencies will make up the other 20% of the Employee’s
assessment score. The Competencies are spilt info two groups,
teading competencies (indicated in blue on the graph below) thal drive
strategic intent and direction and core competencies {indicated in
green on the graph below), which drive the execution of the leading
compsetencies.

#itrategl direction wnd leadership
mPeople management

iJPl;Igra!ﬂ apd praject management

H Financigl management

& Changn leaderthip
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6. PERFORMAMCE ASSESSMENT
6.1 The Performance Plan {Annexure A} {o this Agreement sels out ~

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

5 ,
Executive Ma@%_ MM;
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6.1.2 The intervals for the evaluation of the Employee's
performance,

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

6.3  Personal growth and development needs identified during any
performance review discussion must be documented in a Personal
Development Plan as weli as the aclions agreed ifo and
impiementation must take place within set time {rames;

6.4 The Employee's performance will be measured in terms of
contributions io the goals and strategies set out in the Employer's
integrated Development Pian {IDP) as described in 6.6 — 6.13 below,

6.5 The Employee will submit quarterly performance reports (SDBIP) and
a comprehensive annual performance report at the fourth evaluation at
least one week prior to the performance assessment mestings to the
Evaluation Panel Chairperson for distribution to the panel members for
preparation purposes;

6.6 Assessment of the achieverment of results as ouflined in the
performance plan:

B.6.1 Each KPI or group of KPIs shall be assessed according to the
extent to which the specified standards or performance targets
have been met and with dus regard to ad-hoc tasks that had to
be performed under the KPY,

6.6.2 A rating on the five-point scale described in 6.9 below shall be
‘provided for each KPl or group of KPls which will then be
multivlied by the weighting to calculate the final scors;

6.6.3 The Employee will submit his self-evaluation to the Employsr
prior to the formal assessment;

6.68.4 In the instance where the employee couid not perform due to
reasons outside the control of the employer and empiovee, the
KPl will not be considered during the evalualion. The
employee should provide sufficient evidence in such instances,
and

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

6.7  Assessment of the Competencies:

6.7.1 Each Competency will be assessed in terms 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 committee, 360 degree
means that the employee’s peers and managers reporting to
hirm will assess hisfher Competencies;
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6.8

6.8

6.7.2 A rating on the five-point scale described in 6.10 below shall
be provided for each Compatsncy which will then be muitiplied
by the weighting to calculate the final scors; and

6.7.3 An overall score wiil be caloulated based on the total of the
individual scores calculatad above.

Overall rating

6.8.1 An overall rating is calculated by adding the overall scores as
calculated in 6.6.5 and 6,7.3 above; and

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

The assessment of the performance of the Employse will be based on
the foliowing rating scale for KPls:

Smsang g Perlonmaencs Pl eflecbue Wil By Hrigcemeaie
peddarmoarce signifaesly eifectinge pUrotiance
abege
iy preliatiin

Performance far exceeds the standard expected of an
employee at this level The appraisal indicates that the
Outstanding Employee has achisved above fully effectiva resulis against
perforrmance all performance oriteria and indicators as specified in the PA
and Parformance plan and maintained this in all areas of
responsibility throughout the year,

Performance 5 signlficandly higher than {be standard
Sf' r;?é:::‘rl::e expected in the job. The appraisal Indigates that the
.nl?mre Y Empioyee has achieved above fully effective resulis against

more than half of the performance crilerla and Indicalors and
fully achieved all others throughoul the year,

Performance fully meets the standards expectad in all areas
of the job. The appraisal Indicates that the Employee has lully
Fully effective achieved effective resulls against all significant performance
criteria and indicators as specified in the PA and Performance
Plan.

expectations

Performance Is below the standard required for the job in key
arzas. Performance meets some of the standards expecied
for the job. The reviewfassessment indicates that the

Boe—

7
Executive Mayors. . MM:
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mare than half the key performanice criteria and indicators as
specified In the PA and Performance Plan,

Unacceptable
performance

Performance dees not meet the standard expected for the job,
The reviewfasgessment indicates that they employee has
achieved below fully effective results againat almost all of the
petformance criteriaz and indicators as specified in the PA and
Performance Plan. The employee has falled to cemonstrate
the commilment or ability 1o bring performance up to the level
sxpected in the job despite management efforts to encourage
improvament.

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

rating scale:

|
!

Poor

Poor

Basic © Competent  Advanced Superior

Do not apply the basic concepts end methods to proof a basic
understanding of local govemnment operations - and requires
sxlensive supervision and development interventions.

Basic

Appliss basic concepts, methods, and understanding of local
government operations, hut requires supervision and
development intervention.

Competent

Develops and applies more progressive concepts, methods
and understanding. Plans and guides the work of others and
axacutes progressive analysis.

Advanced

Develops and applies complex concepts, matheds and
understanding. Effeclively directs and ieads a group and
exacutes in-depth analysis,

Superlor

Has a comprshensive understanding of local govermiment
operations, critical in strategic shaping strategic direction and
change, develops and applies comprehensive concepts and
mathods.

6.11 For purposes of evaluating the performance of the Employes for the
mid-year and vear-end reviews, an evaluation panet constifuted of the
following persons will be established -

6.11.1 Execuiive Mayor,

8.11.2 Mayar / Municipal Manager from another municipality,

Executive Mayor
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6.12

6.13

6.11.3 Chairperson of the Performance Audit Committee or in his/her
absence thereof, the Chairperson of the Audit Committes;

6.11.4 The Member of the Mayoral Committee; and
£.11.5 A member of the community.

The Executive Mayor will evaluate the performance of the Employee
as at the end of the 1% and 3 quarters; and

The Executive Mayor will give performance feedback to the Employee
within five (5) working days after each quarterly and annual
assessment meetings.

SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2

7.3

7.4

7.5

The performance of the Employee in relation to his performance
agreement shall be reviewed on the following dates:

JLErTe Rev{ew: & L O B & comn A:b

2 Qctober - Deoember Fabruary 2018

4 April - June September 2018

The Employer shall kesp a record of the mid-year and year-end
assessment meetings; '

Pairformance fesdback shall be based on the Employer's assessmeni
of the Employee’'s performance;

The Employer will be entitied to review and make reasonable changes
to the provisions of Annexure A from time to time for operational
reasons. The Emploves will be fully consulted befors any such
change is made; and

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

DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is
attached as Annexurz C. Such Pian may be implemented and/or amended as
the case may be after the each assessment. in that case, the Employee will
be fully consulted before any such change or plan is made.
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9. OBLIGATIONS OF THE EMPLOYER

81  The Employer shall-

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

9.1.2 Provide access [o skills development and capacity building
opportunities;

9.1.3 Work collaboratively with the Employee to solve problems and
genarate solutions to common problems that may impact on
the performance of the Employee;

9.1.4 On the request of the Employee delegate such powers
reasonably reguired by the Employee {c enable him to mest
the performance objectives and targets established in terms of
this Agreement; and

9.1,5 Make available to the Employee such resources as the
Employee may reasonably require from time to time assisting
him o meet ihe performance objectives and targets
established in terms of this Agreement.

10. CONSULTATION

101 The Employer agrees o consult the Employee timeously where the
axarcising of its powers will have amongst others-

10.1.1 A direct 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 te inform the Employee of the cuicome of any
decisichs taken pursuant to the exercise of powers contemplated in
clause 12.1 as soon as is practicable to enable the Employse to {ake
any necessary action with delay.

11. REWARD

11.1  The evaluation of the Employes's performance will form the basis for

acknowledging outstanding performance or correcting unacceptable
patformance;

11.2  An annual performance bonus will be paid to the Employee in terms of
the provisions of the Local Government. Municipal Performance
Regulations for Municipal Managers and Managers directly
accountable to Municipal Managers, 2002,
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11.3 In the event of the Employee terminating his services during the
validity period of this Agreement, the Employee’s performance will be
avaluated for the portion during which he was employed and he will bs
entiled to a pro-rata performance bohus based on his evaluated
performance for the period of actual service; and

t1.4  The Employer will submit the results of the annual assessment and

the scoring report of the Employes, to the MEC responsible for local
gavernment.

12. MANAGEMENT OF EVALUATION QOUTCOMES

12.1  Where ths Employer is, any time during the Employee’s employment,
nct satisfied with the Employee's performance with respect to any
matter deait with in this Agreement, the Employer will give notice to
the Employes to attend a mesting,

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

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

12.4  Inthe case of unacceptable performance, the Employer shalf -

12.4.1 Provide systematic remedial or developmental support io
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 improvement in performance, the Employer may
consider steps to terminate the contract of employment of the
Employee on grounds of unfitness or incapacity to carry out his
or her duties.

13. DISPUTE RESOLUTION

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

13.2  If the Parties cannot resolve the issues within 10 (ten) business days,
an independent arbiirator, acceptable to both parties, shall be
appointed to resolve the matter within 30 (thirty) business days:

11 _
Executive MayoneZ! (b
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13.3 In the instance where the matters referred to in 13.2 were not
successfully resclved, the matter shall be referred to the MEC for local
government In the province within 30 (thirty) business days of receipt
of a formal dispute from the Employee or any other persen appointed
by the MEC,; and

13.4 In the event that the mediation process contempiated above fails, the
relevant clause of the Confract of Emiplovment shall apply.

i4. GENERAL

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

14.2 Nothing in this agresment diminishes the obligations, dufies or
accountabllities of the Employee in terms of his contragt of
employment, or the effects of existing or new regulations, circulars,
policies, directives or other instruments.

Thus done and signed at
2017,

&l
on the /8 day June of

AS WITNESSES:

MICIP ACTTANAGER

12 .
Executive Mayof 1
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Thus done and signed at HErMcln us onthe Db  day June of 2017.

AS WITNESSES:

13
Executive Mayo

L Ny

R \
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Annexure B 2017/18
Clusler Leading Competencies
Competency Name | Strategic Direction and Leadership ‘
Provide and direct a vision for the inslitution, and inspire and deploy othera
Competency De:oﬁnit]nn Io deliver on the sirategic institutional mandate
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
+ Understand e Give direction to a |+ Evaluate all activitles to [ Structure and position
institutional and feom in realising the | determine wvalue and | the institidion o local
deparimental institution’s  strategic | alignment fo  strategic | govemnment priorities
strategic mandate and set{ infent o Actively use in-depth
objeclives, but objectives a Display in-depth | kKnowledge and
lacks the ahility |+ Has a positive impast{ knowledge and | understanding o
to inspire others and influence on the | underztanding of strategic |  develop and implement
to achieve set morele, engagement [ planning a comprehensive
mandale and participation of | « Align strategy and goals | inslitutional framework
o Describe  how team members across all functional areas [« Hold self accountable
spatific  lasks |« Develop actions plans | e Actively define | for strategy execution
lirk to to execute and guide | pedormance measwes to | and resuils
institulional strategy monitor the progress and |« Provide impact and
strategies  but implementation affactiveness  of  the | influence through:
has imited [« Assist in  defining | institution building and
influenca in performance » Consistertly  challenge | maintaining  strategic
directing measuses to monitor | strategic plans to ensure | relationships
sirategy the progress and| relevance + Create an environment
aHas & basic effactiveness of the | » Understand  Institulional | that facilitates loyalty
understanding of inglitution structures  and  political |  and innovation Display
institutional o Displays ani faciors, and the | & superdor level of self-
performance awarenass oi | consequences of actions disclplinge and ntegrity
management, institutional structures | « Empower others to foliow |  in actions
but lacks the | and poliical factors strategic  direction  and | Iniegrate various
shility o | » Effectively deal with complex | systems into a
integrate communicate barriers |  situations collective whole to
systems into a | o execution toieGuide the Inshiution| optimise  institutional
caliective whole relevant parties through complex and| performance
« Demonslrate @ |« Provide guidance to | ambiguous concern rnanagement
bagic all stekeholders in the { » Use  understanding of |+ Uses understanding of

understanding of
key  decision-
makers

L]

echievement of the
strategic mandata
Understand the aim
and chjectives af the
institution and relate #
o own work

power relationships "and
dynamic tensions among
key players to frame
conwnunications and
devalop strategias,
positions and slliances

compating inlerests fo
manoeuwe
successfully o a
win/win outcoms
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Annexure B 2017718
Cluster Leading Competencies
Competency Name People Management
Effectively manage, inspire and encourage people, respect diversity,
Competency Definition | optimise talent and build and nurture relationships in order to athieve
institutionat ohjectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANGCED SUPERIOR
« Participate in |« Seek opportunities (o | ¢ ldeptify ineffective team | « Develop and
team goal- increase team | and work processes and | incorporate  best
selting and contribution and [ recommend remedial | praclice  people
problern responsibility interventions managsment
solving sRespecl and support | « Recognise and reward | [processes,
sinteract and | the diverse nalure of | effecive and desired | approaches and
collaborate others and be aware of | behaviour {ools across the
with people of | the benefits of a diverse | = Provide mentoring and | institution
diverse approach guidance to others in [ » Foster a cuiture of
backgrounds » Effectively delegate | order io  increase | discipline,
& Aware of tagke and empower | personal effectiveness responsibility and
guidelines for | others 10  Increase | o ldentify  development | accountability
employee contribution and | and learning needs | e Understand the
davelopment, execite functions | within the team impact of diversity
but  requires optimally = Busitd 2 work | in  performance
support in 1 = Apply reievari | environment conducive | and actively
implementing employee  legislation [ to sharing, innovation, | incorporate a
develonment fairly and consistently ethical behaviour and | diversity sirategy
initiatives « Facilitate team goal- | professionaksm in the institution
sofing and problem- | <Inspire a culture of [ ¢ Develop
soiving parformance excellence { comprehensive
o Effactivaly identify | by giving positive and | integrated
capacilty requirements | constructive feedback to | strategies  and
o fuifill the strategic | the team approaches  lo
mandate =Achieve agreement or | human  capital
CONSensUs in{ development and
adversarial management
environments » Aclively  identify
sLead and unite diverse | trends and predict
teams aoross divisions | CApacity
fo achieve inslitutional | Tequisements to
objectives facilitate  unified
transition and
pedormance
managament
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Annexure B 2017/18

Cluster Leading Competencies
Competency Name Program and Proiect Management
Able to understand program and project management methodology,
Competency Definition | plan, manage, monitor and evaluate specific activities in order to
deliver an set objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
¢ Initiate projects | e Eslablish broad | = Manage multipie | ¢ nderstand and
after approval from stakeholder PrOgrams and conceptualise
higher authorities invoivement  and balance priorifies the long-term
s Understand communicate  the and conflicts implications  of
proceduras of project status and according to desired project
program and ey milestones institutionat goals autcomes
project e Define the mles|e= Apply effective risk!e Direct a
management and responsibilities management comprehensive
methadology, of the project teamn strategies  through strategle macro
implications  and and create clarity impact assessment and micre
slakeholder around and resource analysis and
involvement expectations requirements scope  projects
« Understand the {» Find a balance | « Modify project scope accordingly  to
rational of projects between projest and budget when reafise
in relaton to the deadline and the required without institutional
institution's quality of compromising  the ohbjectives
strategic objectives deliverables quality and ;e Consider and
s Document and | e ideptify appropriate objectives of the initiate  projects
communicate project resources to |  project that focus on
factors and risk facilitate the { « Involve top-level achievement of
associated with effective authorities and the long-term
own work compietion of the relevant objectives
e Use resulls and deliverables 1 stakehclders in| s Influence people
approaches of [« Comply with seeking project buy- in positions of
successful  project statutory in authority to
implementation as requirements  and | « Kentify and apply imptement
guide ' apply policies in a contemporary outcomes of
consistent manner project management. projects
+ Monitor  progress methodology s Lsad and direct
and use of | « influance and transiation  of
resources and motivate project poticy into
make needed team to deliver workable
adjustments lo axceptional resuits actions plans
timelines, steps, | s Monitor policy | ¢ Ensures that
and rasource implemenlation and programs  are
allocation apply procedures {o monitored fo
manage risks frack  progress
and optimal
resource
utilisation, and
ihal agjustments
are made as
needed
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Annexyre B 201718
Cluster Leading Compelencies
Compatency ame Financial Management

Competency Definition

Able to compile, plan and manage budgets, control cash flow,
institute financial risk marnagement and administer procurerment
processes in ascordance with recognised financlal practices. Further
o ensure ihat all financial {ransactions are managed in an ethical

manner N
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVARCGED SUPERIOR
e Understand basic Exhibit knowledge | e Take active Develop planning
financial conceplts of general financial ownership of tools o assisl in
and methods as concepts, planning, planning, evaluating and
they relate to budgeting, and budgeting, ard monitoring future
institutional foracasting and forecast processes expenditure
processes and how they interrelate and provides rands
activities Assess, identify credible answers to Sel budget
s Display and manage queries within own frameworks for
awareness into financial risks respansibility the institution
_the various Assume a cost- » Prepare budgets Sel strateqic
sources of saving approach to that are aligned to direction for the
financial data, financial the sirategic institution on
reporting management objectives of the expenditure and
mechaniams, Prepare financial instiution other financial
financial reports based on s Address corpplex processes
gavernance, specified formals budgeting and Build and nurture
processes and Consider and financial partnerships to
systoms understand the management improve financial
+ Understand the financial concerns management and
importance of implications of s Put sysiems and achieve financial
financial decisions and processes in place savings
accountability suggestions to enhance the Aclively identify
+ Understand the Ensure that quality and integrily and implement
importance of delegation and of financial new mathods to
asset control instructions as management improve asset
required by practices control
‘National Treasury | » Advise on policies Display
guidelines are and procedures professlonalism in
reviewsd and regarding assat dealing with
updated control financial data and
{dentify and « Promote National processes
implament proper Treasury's
monitosing and regulatory
evaluation praciices framework for
to ensure Financial
appropriate Management
spending against
budget
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Annexure B 201718
Cluster Leaging Competancies
Lompetency Name Change Lesdership
Able to direct and initiate instifutional {ransformation on all levels in
Competency Definition | order to successfully drive and implement new initigtives and
delfiver professional and quality services to the comymunity
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Display an Perform an analysis s Ackively monilor + Sponsor
awareness of change of the change impact change impact and change
interventions, and on the soclal, restits and cenvey agents and
the henefits of pofitical and progress to relevant create
transformation gconomic stakenolders network of
initiatives environment ¢ Secure buy-in and change
Able to identify basic Mairtain calm and sponsorship for leaders who
aeeds for change focus during change change iniliatives suppori the
Identify gaps Able to assist team |«  Conlinuously intervertions
between the cusrent members guiing evaluate change Activaly
and desired state change and keep sirategy and dasign adapl current
ldentify potential risk them facused on the and latroduce new shustures
and challenges to deliverables approaches to and
frapsformation, Volunteer to lead enhance the processes o
including resistance change efforts instiution's incorporate
to change faciors putside of own work effactivaness the change
Participate in change team e Bulld and nurture inlerventions
programs and Able to gain buy-in relationships with | Mentor and
plloting change and approvai for various stakeholders guide leam
intarventions change from to establish siralegic members on
Linderstand the relevant alllance in facilitating ihe effects of
impact of change stakeholders change change,
interventions on the Igentify change o Take the lead in resistance
institution within the readiness levels and impactful change factors and
broader scope of assisi in resolving programs how to
Llacal Ggovernmant. resistance to change |» Benchmark change integrate
' factors interventions againgt |  change
Design change best changs Motivate and
interventions thal praclices ingpire others
are aligned with the [ Understand the around
institution’s strategic impact and change
objectives and goals psychalogy of indiatives
change, and put
remedial
interventions in
place to facilitate
effective
transformation
e Take caininated risk
and seak new ideas
from best practice
scenarios, and
identify the potential
for implermentation
e S | R
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Ciuater Leading Competencies
Competency Name Governance Leadarship
Able tc promote, direct and apply professionatism n managing risk
and compliance requirements and apply a thorough understanding
Competency Definition | of governance practices and obligations, Further, able to direct the
conceptualisation of relevant policies and enhance cooperative
governance relationships
ACHIEVEMEMT LEVELE
BASIC COMPETENT ADVANCED SUPERIOR
Display a basic o Disgiay a ¢ Able tolink risk Demonslrate a
awareness of thorough initiatives into key high level of
risk, compliznce understanding of institutional objectives commiiment in
and governance governance and and drivers complying with
factors but Fisk ang « identify, analyse and govemance
iequire guidance compliance meaasure risk, create raquirgmants
and factors and valid risk forecasts, tnplement
development in implement plans and map risk profiles governance and
inmplementing toaddress these (= Apply risk control compliance
sLich + Demonstrate methodology and strategy to ensure
requirernents understanding of approachss to prevent achievement of
Understand the the techniques and reduce risk that institutional
structure of snd processas lor impede on the objectivas within
coppearative oplimising risk achievemeni of the legislative
government bul taking decisions institutional objectives framework
reduires within the = Demonstrate a Abtle to advise
guidance on institution thorough Local Governmaint
fostering e Actively drive understanding of risk on risk
workable poticy formulation retention plans management
relationships within the + |denlify and strategies, best
batwesan institutien to _ imptement praclice
stakeholders ensure the comprehensive risk interventions and
Provide input achigvement of managemernt systems compliance
into pulicy objectives and pracesses managemeri
forrmulation + |mplement and Able o forge
monitor " the positiva
{ormudation of policies, relationships on
identify and analyse cooperative
constrainls and! govemance jevelto
challenges with enhance the
implementation  and sefectiveness of
provide Local governmeant
recommendations  Tor Able to shape,
improvernent direct and drive the
formulation of
policias on & madro
level
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Ciuster Core Compelencies
Compeiency Mame | Moral Competence
Competency Able to idgntify moral triggers, apply reascning that promotes honesty
Definition and integrity and consistently display behaviow that reflects morai
competance
ACHIEVEMENT LEVELS o
BASIC CONMPETENT ADVANCED SUPERICR
= Realise the Conduct seff in + |dentify, develop, and » Create an
impact of atignmant with the apply measures of self- environment
acting with values of Local correction sonducive of
infegrity, bid Government and Able to gain trust and moral practices
requiras the inatitution respact through aligning | « Actively develop
" guidance and Abie to cpenly actions with and implement
development in admit own commitments MEBASUEES (O
implemeanting mistakes and Make proposais and combat faud
principles weaknessas and recommendatiens that and coeruption
a Foliow the seek assistance are transparent and gain |« Set integrity
basic rules and from dthers when the approval of relevant standards and
regulations of unable to deliver stakeholders sharad
the institution Actively repart Present values, beliefs accountabitity
« Abla to dantlfy fraudiient activity and ideas that are measures
basic moral and corruption econgruent with the across the
situations, but within focal institution’s rules and institution to
requires government regulations support the
guidance and Understand and Takes an active stance objectives of
devalopmen in honour the against corruption and local
understanding confidential nature dishonesty when noted govenmeni
and reasoning of matters without Aclively promote the » Take
with moral seeking personal value of the institution to responsibility for
intent gain . internat and external own actions and
Able to deal with stakeholders decisions, even
situations of Able o wark in unity with if the

conflict of intarest

* promptly and in the

best interest of
locat government

a team and not seek
personal gain

Apply universal moraj
principles consistently to
achieve moral decisions

GDI‘ISEQUI‘IG%
are
unfavourable




{ask, bul require
further structure
and organisation

Adapt plans in light
of changing
circumstsncas
Pricritise tasks and
projects actording to
their relevant
urgency end
importance
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Cluster Core Competanciss
Gompetency Name | Planning and Organising
Competency Able to plan, prioritise and u_rganisfz information and resourcas effectively
Definition to ensure the quality of service delivery and buitd efficient conlingsncy
plans to manane risk
ACHIEVEMERNT LEVELS . o
BASIC COMPETENT ADVANCED SUPERIOR
»  Able to follow s Actively and a  Able to define Foecus on broad
basic plans and appropriately institutional strategies and
organise tasks grganize objectivas, davelop initizatives whan
around set infarmation and comprahensive davaloping
objectives rasources plans, integrate and plans and
s Understand the required for a coardinate activitios, actions
pracess of task . and assign Abie to project
planning and « Racognise the appropriate and forecast
organising bui urgancy and resources for shott, medilim
requires irporience of successful and iong term
guidance and tasks implamentation requirements of
developmentin |«  Balance short e ldentify in advance the institution
providing and long-term required slages and ard ocal
detailed and plans and goals actions ta complete government
comprehensive and incorporata tasks and projects Fransiate policy
plans info the taam's « Scheduie realistic into relevant
»  Able to follow performance timefines, objectives projects to
existing plans abjectives and milestones for facilitate the
and ensure that | Schedule tasks {0 tasks and projects achievermnent of
objectives are enswe they are e Produce clear, institutional
met performed within detailed and objeclives
» Foous on short- budge! and with comprehensive
term objectives efficient use of plans lo achiave
in developing time and institutional
plans and resources objectives
actions e Measures s |dentify possible risk
« Amrange - progress and factors and dasign
information and monitor ang implément
resources performance appropriate
required for a resyits contingency plans
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Cluster

Core Competenciss

Competency Name

Analvsis and Innovalion

Able fo critically analyse information, chalienges and trends to

assistance from
others
Racommend
new ways 1o
perform tosks
within own
function
Propose sitnple
remedisl
interventions
that marginally
thallenges the
status quo
Listen to the
ideas andg
parspectives of
others and
explore
opportunities to
enhance such
innovative
thinking

when analysing
probiems

Able to break down
complex problems
into manageable
pafts and identify
solutions

Consult internal and
extarnal
stakaholders oh
opportunities {o
improve processes
and service dellvery
Clearly

communicate the

benefits of naw
opportunities and
innovative solutions
to stakeholders
Continuously identify
opportunities to
enhanse intarnal
processas

ldentify and analyse
opportunities
conducsive to
innovative
approaches and
propose remedial
intervention

analysing and
resolving complex
problems
Identify solutions
on vanous areas
in the instilution
¢ Formulate and
implemsant new
ideas throughoul
the instituton
Able to gan
- approval and buy-
in for proposed
interventions frorm
relevant
stakeholders .
identify trends and
best practices in
process and
service delivery
and propose
inslitutional
application
s Continuously
engage in
research to
identify client
needs

Compstency establish and implement fact-based solutions that are innovative
Definition fo improve institutional processes in order to achieve key strategic
objectives e
) ACHIEVEMENTLEVELS =~ _
BASIC COWMPETENT ADVANCED SUPERIOR
s Understand the |« Demonstrate logical s Coaches jeam + Demonstrate somples
basic operation problem solving members on analytical and problem
of analysis, but technigues and analytical and solving approaches
lack detail and approaches and innovative and tachnigues
thoroughness provide rationale for approaches and » Create an envircnment
o Able Io belance recommendations techniques conducive to analytical
independent s Demonstrate s Engage with and fact-based
analysis with objectivity, insight, eppropriate protiem-solving
requesting and thorotighress individuals in s Analyse, recommend

solulions and monitor
trends in key
challenges 1o prevent
and manage
QCCuence

Create an environment
that fosters Innovative !
thinking and follows a
learning organisation
approach

Be a thought isader on
innavative customer
service delivery, and
process optimisation
Play an active role in
sharing best practice
solutions and engage
in nationat and
international iocal
government seminars
and confarences

RSP P PR P
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Clunster Core Compatencias
Competensy Name ;| Knowlsdge and Infarmation Managerment

Competency Definition

Able to promote the generation and sharing of knowledge and
Information through various pracesses and media, in order to
enhance ths collactive knowledge base of logal government

ACHIEVEMENT LEVELS m
BASIC COMPETENT ADVANGCED SUPERIOR
+ Coliect, Use appropriate | « Effectively predict Create and
categorise and information future information support & vision
{rack relevant gysterns and and knowledge and culture where
inforenation technology to management leam members
raquired for manage requirernents and are empowered (o
specific tasks institutionz! systems seek, gain and
and projscts knowledge and Develop standards share knowledge
» Analyse and information and processes to and information
interpret sharing meet fulure Establish
information to Evaluate data knowladge partnerships
draw from various managemant acroas local
conclusions sources and use needs government to
¢ Sesk new information Share and facilitate
sources of effectively to promote best- knowtadge
information to influence practice thanagerment
increase the decislons and knowledge Demonstrate a
knowledye provide solutions management mature approach
base Actively create across various lo knowledge and
o Regularly mechanisms and institutions inforrnation
share structures for Establigh sccurate sharing with an
information sharing of measufes and ahundance and
and knowiedge information monitoring assistance
with infernal Use external and systems for approach
stakeholders internal knowledge and Recognise and
and team resources to information exploit knovwledge
members research and management points in
provide ralevant Create a culture interactions with
and cutting-edge sonducive of internal and
knowiedge to learning and exiernal
enhance knowledge sharing stakeholders
nstitutionat Hold regular
effectiveness and knowledge and
efficiency information

sharing sessions
to elicit new ideas
and share best
practice
approaches
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Gluster

{ Core Competencies

Competency Name

GCommunication

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

Competancy focused and concise manner appropriate for the audience in
Definition order to effectively convey, persuade and influence stakeholders
(o achieve the desired ouicome o
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Demeonstrate an = Expressideas | ¢ Effectively s Reagardad as a
understanding to individuzls commuieate high- specialist in
for and groups in fisk and sensitive negotiations
communication formual and matters to relevant and
levers and tools informad stakehotders repregenting the
appropriate for gettings in an + Develop a well- institution
the audience, manner that is defined » Able 1o inspife
but reguires interesting and communication and motivate
guidance in motivating strategy others through
utiliging such e« Ableto + Balance palitical positive:
tools understand, perspectives with communication
s Express ideas in tolerate and institutional needs that is impactful
a clear and appreciaie whan communicating and relevant
focused manner, diverse viewnsoints on » Creates an
but does not perspectives, complex issues environment
always lake the attitudes and ¢ Abte o effeclively conducive to
needs of the beliefs direct negoliations transparent and
audience into s Adapt arcund complex productive
songideration scommunication mattars and arrive at comraunication
o Disgeminate and sontent and a win-win situation and critical and
convey slyle to suit the that promotes Batha appreciative
information and audience and Pele principles conversations
knowledge facilitate o Market and promote | » Able to
adequately optimal the ingtitution to coordinate
information external stakeholders negoliations at
transfer and seek to enhance different lavels
¢ Deliver content a poslliva image of within local
in & manner the institution government and
that gains + Able to communicate externatly
Suppon, with the media with
commitment high fevels of moral

and agreement
from relevant
stakeholders
Compile clear,
focused,
concise and
wall-structured
waiiten
documents’

compefence and
discipline




388

184/259
Annexure B 2017718
Cluster Core Competengies ]
GCompetency Name Results and Quality Fosus

Compatency Definition

Able to maintain high quality standards, focus on achieving
results and objectives while consistently striving to exceed
expectations and encourage othars 10 meet quality standards.
Further, to actively monitor and measure resulta and guality
against identified objectives

ACHIEVEMENT LEVELS

BASIC COMPETENT ___ADVANGED L SUPERIOR
Uncerstand Focus on high- s Consistently verify Cosch and
quality of work priority actions own standards guide clhers to
but requires and does nod and oulcomes to exceed quality
guidance in become ensure quality standards and
attending to distracied by outpd results
important lower-priority Foous on the end Develop
matters activities result and avoids challenging,
Show a basie Disptay firm being distracied client-focused
commitment to commitraent Demonstrate a gosls and sels
achiaving the and pride in determined and high stardards
correct rasults achieving the committed for personal
Produce the correct results approach 1o performance
minimum level Set quality achleving resulis Commit to
of iesuits standards and and quality gxceed the
recuired in the design stendards results and
roie processes and Follow task and cuality standards,
Produce asks around prajects through monitor own
outcomes that achiaving sel o completion parformance and
i5 of a good standards Set challenging implement
slandard Produce output goals and remedial
Focus on the of high quality objectives to self interventions
quantity of Able 1o balance and team and when required
output byl the quantity and display Work with team
requires quality of resuits commitment to to set ambitious
development in in orcdar to achiaving and challenging
incorporating achiewve expectations team goals,
the quality of ohjectives Maintain & focus communicating
work Manitors on quality outputs long- and short-
Produce quality progress, qualily when placed larm expectations
work in general of work, and use under pressure Take appropriate
circumstances, of resources; Estabiishing risks to
but fails to mest provide status institutional accomplish goals
expactation updates, and systems for Qvercome
when under make managing and setbacks and
pressure adjustments as assigning work, adjust aclion

needed

defining
responsibilities,
tracking,
monitoring ant
measuring
SLICCBSS,
avaluating and
valuing the wark

of the insfitution

plans {o realise
goals

Focus peopia on
critical activities
that yisld a high
impact
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Performance agreement made and entered inio by and between

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

and

Desiree Arrison, the Director: Management Services {herein and after referred as
Employee) for the period 1 July 2017 to 30 June 2018

Wherea as

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

Employee in terms of section 57{1Xa) of the Local Government:
Municipal Systems Act 32 of 2000 ("the Systems Act”), The Employer
and the Employee are hereinafter referred as "the Parties”;

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

Employment concluded between the parties, requires the Parties to
conclide 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 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(4B) and 57(5)} of the Systems Act.

1. INTERPRETATION

1.1

2l

I this Agreement the followings terms will have the meaning ascribed
thereto:

11.1 “this Agrsement” — means the peiformance agreement
between the Employer and fhe employee and the Annexures
thereto;

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

1.1.3 ‘"the Employee” means the Director appeinted in terms of
Section 82 of the Structures Act;

1.1.4 “the Employer” means Overstrand Municipality; and

1.1.5 ‘“ihe Parties” means the Employer and Employee.

%ir.@__ MM: /l .
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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 entsred into
between the Parties,

2.2  To specify objectives and targets established for the Employee and io
communicate to the Employee the Emplayer's expectations of the
Employee’s performance fargels and accountabilities;

2.3 To specify accountabiliies as set out in the Performance Plan
{Annexure A),

2.4  To monitor and measure performance against sef targeted outpuls
and autcomes;

2.5  To establish a fransparent and accountabie working relationship;

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

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

COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2017 and will remaln in
force until 30 June 2018 where-after a new Performance Agreement
shall be concluded between the parties for the next financial year or
any portion thereof;

3.2  The Paries will conclude a new Perfarmance Agreement that replaces
this Agreement at least once a year by not later than 31% of July of the
succeeding financial year,;

3.3 This Agreement will terminate on the termination of the Employee's
coniract of employment for any reasan;

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

3.6  Any significant amendments or deviations must take cogrizance of the

requirements of sections 34 and 42 of the Municipal Systems Act and
Regulation 4({5) of the Regulations.

PERFORMANCE OBJECTIVES

4.1 The Performance Plan (Annaxure A) sets oui -
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411 The performance objectives and largels that must be met by
the Employes;

4.1.2 The timeframes within which those performance objeclives and
targets must be met; and

413 The competencies (Annexure B — definitions in terms of
Regulation 21 of 17 January 2014} required fo operate

effectively as senior managers in the local government
environment,

4.2  Yhe performance objectives and targets reflected in Annexure A are
set by the Employer in consultation with the Employee and basad on
the Integrated Development Pian, Service Delivery and Budget
fmplementation Plan {(SDBIP) and the Budget of the Employer, and
shall include:

4.2.1 Key objectives that describe tha main tasks that need to be
done;

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

4.2.3 Target dales that describe the timeframe in which the targets
must be achieved; and

4.2.4 Weightings showing the relative importance of the ksy
objectives to each other.

4.3 The Personal Development Plan (Annexure C) sets out the
Employee’s personal development requiremenis in line with the
objectives and targets of the Employer; and

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

PERFORMANCE MANAGEMENT SYSTEM

5.1 The Employee agrees {0 participate in the performance management
system that the Employer adopted for the employees of the Employer,;

52 The Employse accepts that the purpose of the performance
management system will be to provide a comprehensive system with
specific performance standards to assist the employess and service
providers to perform to the standards required;

53 The Employer must consult the Employee about ihe specific

performance standards and targets that will be included in the
performance management system applicable {o the Empioyee,

Qe
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5.4  The Employee underiakes io aclively focus on the promotion and
imptementation of the key performance indicators (including special
projects relevant to the employee’s responsibilities) within the local
govarnment framework;

55 The criteria upon which the performance of the Employee shall be
assessed shali consist of two components, Operational Performance
and Competencies both of which shall be contained in the
Performance Agreement;

58 The Employee's assessment will be based on his performance in
terms of the outputs/outcomes (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:
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5.7 The Compelencies will make up the other 20% of the Employes’s
assessment score, The Competencies are spilt into two groups,
leading cornpetencies (indicated in blle on the graph helow) that drive
strategic intent and direction and core compeiencies (indicated in

green oh the graph below}, which drive the execution of the leading
competencies.
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PERFORMANCE ASSESSMENT
6.1 The Performance Plan (Annexure A} lo this Agreement sets out —

6.1.1 The standards and procedures for evaluating the Employee's
parformance; and

6.1.2 The intervals for the evaluation of the Employee's
perfarmance.

6.2 Despite the establishment of agreed Intervals for evaluation, the
Employer may in addition review the Employee’s performance at any
stage while the contract of employment remains in foree;

6.3 Personal growth and development needs identified duwiing any
performance raview discussion must be documented in a Parsonal
Development Plan as weli as the actions agreed {c and
implementation must {ake place within set time frames;

8.4 The Employee's performance will be measured in terms of
contributions to the goais and sirategies set out in the Employer's
integrated Development Plan (IDP) as described in 8.6 - 6.13 beiow,

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

8.6 Assessment of ithe achievement of results as outlined in the
performance plan;

8.6.1 Each KP! or group of KPls shall be assessed according o 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 performed under the KPI,

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

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

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

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

6.7  Assessment of the Competencies:

6 |
irs MM: /
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6.8

6.9

6.7.1 Each Compsetency will be assessed in ferms of the
descriptions provided (Annexure B) on a 360 degree basis
during the mid-year and year-and reviews and will inform the
final score awarded by the evaluation commitice. 360 degree
means that the employee's pears and managers reporting to
him will assess his/her Competencies;

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

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

Overall rating

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

6.8.2 Such overall rating represents the outcome of the performance

appraisal.

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

Gugelandeng Perlormence Fuby affecive ot fally U it e
perlarmairce wgndizerlly el uchive per U IE S
byt
HRPHCLITOT

Performance far exceeds the siandard expected of an
employes at this level. The appralsal indicates that the
Outstanding Employee has achieved above fully effective resulls against
performance all performance criteria and indicators as specified in the PA
and Performance plan and maintained this in all areas of
responsibility throughout the year,

Performance Peiformance is significantly higher than the standard
significantly expected in the job. The appraisal indicates that the
above Employee has achieved above fully effective results against
expectations more than half of the performance criteria and indicators and
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Performance fully meeis the standards expected in all areas
of the job. Ths appraisal indicates that the Employae has fully
Fully effective achieved effective resulte against all significant performance
criteria and indicators as specified in the PA and Performance
Plan,

Performance Is below the standard required for the joby in key
areas. Performance mesis some of the standards expecied
for the job. The review/assessment indicafes that the
Not fully effective | employee has achieved below fillly effective rosults against
more than half the key performance criteria and indicalors as
spacified in the PA and Performance Flan.

Performance dees not meet the standard expected for the job.
The reviewfassessment indicates that they employece has
achieved below fully effective results against almost all of the
parformance crifera and indicators as specified in the PA and

Unacceptable Parfarmance Plan. The employes has failed to demonstrate

performance the commitment or ability to bring petformance up to the levet
expected in the job desplte management efforts to encourage
improvernent. —

6.10 The assassment of the competencies will be based on the following
rating scale:

Poor Basic Competent Advanced Superier

Do not apply the basic cancepts and methods to proof a basic
Poor understanding of local govemment operations and requires
extensive supervision and development interventions.

Applies basic concepis, mathods, and understanding of lcal

Basic governiment  operations, but requires  supervislen  and
development intervention,
Develops and applies more progressive concepts, methods
Competent and understanding. Plans and guides the work of others and

executes progressive analysis.

Develops and apples complex concepts, methods and
Advanced understanding. Effeclively directs and leads a group and
executes in-depth analysis.

Has a comprehensive understanding of local govemment
operations, cdtice) In strategip-Sfiaging strategic dlrection and

Superior
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change, develops and appliles comprehensive concepts and
methods,

6.11 For purposes of evaluating the performance of the Employee for the
mid-year and year-end reviews, an evaluation panel constituted of the
following persons will be establishad -

6.11.1 Municipal Manager,
6.11.2 Municipal Manager from another municipality;

6.11.3 Chairperson of the Performance Audit Commitlee or in his/her
absence thereof, the Chairperscn of the Audit Commitiee; and

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

86.12 The Municipal Manager will evaluate the performance of the Empioyee
as ai the end of the 1™ and 3¢ guarters; and

6.13 The Municipal Manager will give performance faedback to the
Employee within five (5) working days after each guarterly and annual
assassment meetings.

7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of the Employee in relation io 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:

? October — Dacember February 2018

BT I B T A

4 Aprif - June September 2018

7.2  The Employer shali keep a record of the mid-year and year-end
assessment meeatings;

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

7.4  The Employer will be entitled 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

75 The Employer may amend the provisions of Annexure A whenever the
performance management sysiem is adopted, implemented andfor
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amended as the case may be. In that case, the Employee will be fully
consultad before any such change is made.

8. DEVELOPMENTAL REQUIREMENTS

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

8. OBLIGATIONS OF THE EMPLOYER
9.1 The Employer shall-

9.1.1 Create an enabling envionment to faciiitate effective
nerformance by the employee;

9.1.2 Provide access io skills development and capacity building
opportunities;

8.1.3 Work collaboratively with the Employes to solve probiems and
generate solutions to common problems that may impact on
the performance of the Emploves;

914 On the request of the Employee delegate such powsrs
reascnably required by the Employee to enable him fo meet
the performance objectives and targets established in terms of
this Agreement; and

9.1.5 ‘Make available to the Employee such resources as the
Employee may reasonably require from time to time assisting
him to meet the performance objeclives and targeis
established in terms of this Agreement.

10.  CONSULTATION

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

10.1.1 A direct effect on the performance of any of the Employes's
functions;

10.1.2 Commit the Employee to implement or tc give effect to &
decision made by the Employer; and

10.1.3 A substantial financial effect on the Employer.

10.2 The Employer agrees lo inform the Employee of the oulcome of any
decisions taken pursuant to the exercise of powers contemplated in
clause 12.1 as soon as is practicable fo snable the Employse to take
any necessary action with delay.
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11. REWARD

11.1  The evaluation of the Employee's performance will form the basls for

acknowleddging outstanding performance or comrecting unacceptable
performance;

11.2 1tis recorded that by mutual agreement the Parties have decided that
no perfarmance bonus will be paid to the Employee as the Employee’s
total cost of employrment package is deemed to be adequate.

12. MANAGEMENT OF EVALUATION OUTCOMES

121 Where the Employer is, any time during the Employee's employmerit,
not satisfied with the Employee’s performance with respact to any
matter dealt with in this Agreement, the Employer will give notice to
the Employee to attend a meeting;

12,2 The Employee will have the opportunity at the meeting to satisfy the
Employer of the measures being taken {o ensure that his performance
becomes satisfactory and any programme, including any dates, for
implementing these maasures;,

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

12.4  In the case of unacceptable performance, the Employer shalf —

12.4.1 Provide systematic remedial or developmental support to
assisi the Employee to improeve his performance; and

12.4.2 After appropriate performance counselling and having provided
the necessary guidance and/or support as well as reasonable
ime for improvement in perdformance, the Employer may
consider steps to terminate the contract of employment of the
Employee on grounds of unfithess or incapacity to carry out his
ot her duties,

13.  DISPUTE RESGLUTION

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

13.2  If the Parlies cannot resolve the issues within 10 (ten) business days,

an [ndependent arbitrator, acceptable to both parties, shall be
appointed to resolve the matter within 30 (thirly) business days;

il
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13.2

13.3

134

3.5

if the Parties cannot resoclve the issues within 10 (ien) business days,
an independent arbitrator, acceplable 1o both pardies, shall be
appoinied to resolve 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 to the Executive
Mayor to mediate the issues within 30 (thirty) business days of receipt
of a formal dispute from the Employee.

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

in the event that the mediation process contemplated above fails, the
relevant clause of the Contract of Employment shall apply.

14, GENERAL

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

142 HNothing In this agreameni diminishes tha obligatiohs, duties or
accountabilites of the Employee in terms of his coniract of
employment, or the effects of existing or new regulations, circulars,
poticies, directives or other instruments,

Thus done and signed at on the @7 day June of
2017,
AS WITNESSES:
/7 TAUNIETPEL MANAGER
2.
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Thus done and signed at Hﬁﬁ\/wwug on the fi ] day June of 2017,

DIRECTOR
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Annexure B 2017/18
Cluater Leeding Competencies
Compeiancy Name Strategis Direction and Leadership
. Provide and direct a vision for the institution, and inspire and deploy olthers
Competency Definition | \, jetver on the strategic institutional mandate
ACHIEVEMENT LEVELS
BASIC GOMPETENT ADVANCED SUPERIOR
¢ Understand ¢ Give direction to a ] e Evaluzte all aciivities to |« Structure and position
institutional and team in realising the | determine value and| the institution to local
departmental instifution’s  stralegic | alignment to  strategic | government pricritisa
strategic mandale and sst| intent o Actively use in-depth
abjectives, but objectives « Display in-depth | knowledge and
lacks the ahility |« Hag a positive impact | knowledge and | understanding to
to inspire others and influence on the | understanding of strategic | develop and Implement
to achieve set morale, engagement | planning a comprehensive
mandate end particlpation of } « Align strategy and geals | institutional framewark
» Describe  how team members acioss all funciional areas |« Hold self accountable
specific  lasks |« Develop aclions plans | » Actively define | for sirategy exacution
link 13 to execute and guide | performance measures te |  and results
institutional strategy monitor the prograss and [« Provide impact and
stralegies  but implementation effectivensss of  the influence through
has limited | Assist in defining | institution building and
influerice in | performance a Consigtently  challenge | maintaining  strategic
directing measures to monitor | strategic plans to ensure | relationships
sirategy the progress and; relevance s Creale an environmeant
sHas & basic effectiveness of the | e Understand  institutional | that faciiitates (oyally
understanding of | institution structures and political | and innovation Display
institutiona) « Displays an| factors, and the | a superior leve! of self-
performance HWAIenNess of | consequences of actions disciniine and intagrily
management, institulions! structures | e Empower othars to follow |  in actions
but lacks the | and poiitical factors strategic  direction and |« Integrate various
ability to | o Effectively deal with  complex | systems into  a
integrate communicate barriers {  situations collective whole lo
systems into a o exscution to]eGuide the institution | optimise institutional
collective whole relevant partias through complex and | performance
« Demonstrale @ | » Provide guidance to] ambiguous concemn management
basic all stakeholders in the | » Use  understanding  of |+ Uses understanding of

understanding of
key
riakers

decision-

achievement of the
strategic mandate

» Understand the aim
ang objectives of the
institution and relate it
0 own work

power relationshipz and
dynamic tensions among
key players to  frame
communications and
develop strategins,
positions and alliances

competing inferests to
‘manoeuvre
successfully to  a
winfwin outzome
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selting and problem-
salving

» Effectivaly
capacity
fo  fulfdi
imandate

identify
requirements

the strategic |

professionadism

= |pspire a cultwe of
perfformance excelience
by giving positive and
constructive feedback to
the team

s Achieve agreement or
CONSensus in
adversarial
environments _

¢ Lead and unite diverse
teams across dlvisions
to achieve institutionat
obiectives

« Develop
ecomprehensive
intagrated
strategies and

approaches fo
hurman capital
development and
management

s Actively  identify
trends and predict
capacity
requirements Lo
facilitate  unified
transition and
patformance
managemenl
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Cluster Leading Competencies |
Competency Name People Management
Effectively manage, inspire and encourage people, respect diversity,
Competency Definition | optimise talent and build and nurture relationships in ordey to achieve
institutional obisctives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIDOR
sParticipate in | = Seek opporiunities to | « ldentify ineffective team | = Devalop and
team goal- incregse team | and work processes and | incorporate bast
setting and contribution and | recommend rfemedia! | practice people
problem responsibility interventions management
solving s Respect and support | « Recognise and reward | processes,
siteract and | the diverse nature of | effective and desired | approaches and
collaborate others and be aware of | behaviour tools across the
with people of | the benefits of a diverse | ¢ Provide mentoring and |  institution
diverse approach guidance to others in | » Foster a culture of
backgrounds = Effactively delegate { order to increase | discipline,

« Aware of | tasks and empower]| personal effectiveness responsibility and
guidelines for | othérs to  increase | « Identify development | accountability
smployee contribution and| and learning needs | « Understand  the
development, execute functions | within the team impact of diversity
but requires | optimally » Build a work | in performance
support in | = Apply relevant | environment conducive | and aclively
implementing employes  legislation | to sharing, innovation | incorporate a
development fairly and consistently ethical behaviour and | diversity strategy
initiatives sFaciitate team qoal- in the institution




212/259%9

Annexure B 2017/18

Cluster
Compatency Name

Leading Competencies
Program and Project Management

Able to understand prograe and project management methodology;

aliocation

apply procedures {o
manage risks

Cornpetency Definition | plan, manage, monitor and evaluate specific activities in order to
- | deliver on set objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Initiate projects Establish broad { « Manage muttiple tnderstand and
after approval from stakehoider programs and conceptualise
higher authorities involvement  and balance priorifies the long-term
Understand communicate  the and conflicts implicatiens  of
procedures of project status and agcording to desited project
program and key milestones institutionat goals oulcomes
project Define the roles Apply effsctive risk Direct a
management and rasponsibilities management comprehensive
methodology, of the project team strategies  through sleategic macso
implications  and and create clarity impact assessment and micro
stakeholder around and resource analysis and
involvernent expectations requirements 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 deadline and the reguired without ingtitutionz
institution's quaiity of compromising  the objectives
sirategic objectives deliverables quality and Consider  and
Document and identify appropriate chjectives of the infliate  projects
comminicate project resources to project that focus on
factors and risk facilitate the Involve top-level achievement of
associated with effective authorities and the long-term
own work completion of the relevant objectives
Use resulis and deliverables stakehelders in infuence peaple
approaches of Comply with seeking project buy- in positons of
successful  project statutory in authority to
implementation as requirements  and ldenlify and apply implement
guide apply peolicies in a contemporary outcomes of
congistent manner project management projects
Monitor  progress methedology Lead and direct
and use of Influence and transiation of
resources and motivate project policy intes
make needed team to  deliver workahle
adjustments ta exceptional resuits actions plans
timelines,  steps, Monitor policy Ensures that
and rESOUICE implementation and

progrems  are
monitored io
track  progress
and oplimal
resource

utilisation, and
that adjustments
are made as
naeded
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Cluster Leading Competencies
Competency Name | Financial Management
Able to compile, pian and manage budgets, control cash flow,
institute finansial sisk management and administer procurement
Competency Definition | processes in accordance with recognised financial practices. Further
: io ensure that all financial transactions are managed in an ethical
manner
_ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Understand basic Exhibit knowiedge |+ Take aclive Deveiop planning
financial concapls of general financial ownarship of fools to assist in
and methods as cencepts, planning, plarning, evaluating and
they rafate to budgeting, and budgeling, and monitoring fulure
institutional foracasting and foracast processes expenditure
processes and how they interrelate and provides trends
activities Assess, identify credible answers to Set budgat
<« Digplay and manage gueries within own frameworks for
awareness into financial risks rasponsibility the institution
the various Assume a cost- o Prapare budgets Set slrategic
sources of saving approach to that are aligned to direction for the
financial data, financial the strategic jnatitution on
reporling management objectives of the axpenditure and
mechanisms, Prapare financial institution other financial
financial reporte basad on s Address complex processes
governance, specified formats budgeting and Build and nurture
precesses and Consider and financial partrerships to
systems understand the managament improve financial
=+ Understand the financial concems management and
importance of implications of + Pult systems and achieve financial
firancial decisions and processes in place savings
agcountability suggestions to enhance the Aclively idantify
s Understand the Ensure that quality and integrity and implement
importance of delagation and of financial new methods to
assel control instrustions as managemant improve asset
reguired by practices control
National Treasury |« Advise on policies Display
guidelines are and procedures professionalism in
raviewed and regarding asset dealing with
updated control financial data and
Identify and » Promote National Processes
implement proper Treasury's
mionitoring and regulatory
evaluation practices framework for
to ensure Financia
appropriate Management
spending against
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Clustgr Leading Competencies
Gompetency Name Change Leadership

Able to direct and initiate institutional rangformation on all levels in

Competency Qeﬁnil;im_i ofder to successfuly drive and implement new initiatives and

deliver professional and quallty services to the community

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIGR
Display an Perform an analysis |s  Actively monitor o Sponsor
awareness of change of the change impact change impact and change
interventions, and on the soclal, resulis and convey agents and
the bensfits of political and progress 1o relevant create a
transformation gcanomic slakeholders nstwork of
initiatives environment = Becure buy-in and change
Able to idenlify basic Maintain calm and sponsorship for leaders who
needs for change fosus during change change imtiatives support the
idantify gaps Able o assist leam  [» Continuously interventions
bebtween the current members durlng evaluate change »  Astivaly
and desired state change and keep strategy and design adapt current
Identify potential risk thern focused on the and introduce new atructures
and challenges tc deliverables approaches o and
transformation, Volunteer lo lead enharce lhe precesses o
including resistance change afforts institution's incorporate
to change factors ouiside of own work effectiveness tha change
Perticipate in change team = Bulid and nurture interventions
programs and Able to gain buy-in relationships with s Mentor and
piloling change and approval for varicus stakeholders guide team
interventions change from {0 establish sirategic memhars on
Undarstand the relevant aliance in facilitating the effects of
impact of chiange slakaholdara change changs,
interventions on the fdentify change s Take the lead in resistance
institution within the readingss levels and impactiul change factors and
broader scopa of assist in resolving programs how lo
Ligeal Gyovernment. resistance to change |s Benchmark change integrate
factors interventions against |  change
Design change best change « Motivate and
intervantions that practices - inspire others
are aligned with the 1=  Understand the around
ingtitution’s sirategic impact and phgnge
objectives and goals psychology of intiatives

change, and put
remedial
interventions in
place to facilitate
effective
transformation

Take calculated vigi
and seek new ideas
from best practice
scenarios, and
identify the potential
for wnplementation
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Gluster Leading Compelencies
Gompetency Name Govemance Leadership
Able to promota, direct and apply professicnalism in managing risk
and compllance requirements and apply & thorough understanding
Competency Definition | of govermance practices and obligations. Further, able to direct the
conceplualisation of relevent policies and enhance cooperative
governance relationships
__ACHIEVEMENT LEVELS N
BASIC COMPETENT ADVANCED SURERIOR
s Displsy a basic + Displaya + Able to link risk + Demonstratae a
awareness of tharough initiatives into key high level of
risk, compliance understanding of insitutional objectives commitment in
and governance governance and and drivers complying with
factors but risk and » Ideniity, analyse and povernanse
require guidance eompliance measurg risk, create requirements
and factors and valid risk forecasls, s implament
development in implement plans and map risk profites governance and
implementing to address these [«  Apply risk contral compliance
such s Demonsirate meihodoiogy and strategy io ensure
requirements understanding of approaches to prevent achievement of
» Understand the the technigues and reduce rigk that institutional
structurs of and processas for impede on the objectives within
cooperative optimising risk achiavernent of the lagisiative
govarnment but taking decisions institutionai objectives framework
raquires within the s Demonstrate a s Able io advise
guidance on institution thorough Local Govermment
fostering e Actively drive understanding of fisk on risk
workable peticy formulation retention plans management
relationships within the o |dentify and strategies, best
between institution to implement praciice
stakeholders ensure the comprehensive risk interventions and
=  Provide inpul achlevement of " management systems compliance
into poliey objectives and processes management
formuiation o Implament and | Abletoforge
rmonitor the positive
formulation of policies, relationships on
identify and analyse cacperative
constraints and govemance lavel to
challenges with enhance the
implementation  and effectiveness of
provide Hocal government
recommendationg for fe  Able 10 shape,
improvernent direct and drive the
formuiation of

policles on a magro
level




local government

principlas consistantly io
achieve moeral decisions
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Clustar Core Compelencias
GCompelency Name | Moral Compelence
Comgetoncy Able to identify moral trigaers, apply reasoning that promoles honesty
Definition and imegrity and consistently display behaviour that reflects moral
competanca "
ACHIEVEMENT LEVELS i
BASIC COMPETENT ADVANCED SUPERIOR
» Reailse the Conduct self in s idantify, develop, and » Create an
impact of alignmant with the apply measures of seif- environment
acling wilh values of Local correction conducive of
integnty, but Goavernment and e Able to gain trust and moral practices
requires the institution respact through aligning | = Actively develop
guidance and Able to openiy actions with and Implement
development in admit own commitments measuies 1o
implementing mistakes and v Make proposals and combat fraud
principles waaknesses and recommendations that and corcuption
¢ Foliowthe seek asslstance are transparant and gain | «  Sat infegrity
basic rvies and from others when the approval of relevant standards and
regulations of unable to deliver stakeholders shared
the institution Actively report = Present values, beliefs accountability
+ Able to identify fraudutent activity gnd ideas that are measures
baslc moral end corruption congruent with the across the
gituations, bul within local institution's rules and institution to
requires government reguiations suppart the
guidance and Understand and ¢ Takes an active stance objectives of
development in honour the against corruption and logat
understanding confidential nature dishonesty when noted govemment
and reasoning of matters withot | e  Actively promote the s Take
with moral seeking personal value of the Institution to reeponsibility for
intent gain internal and external own actions and
Able to deal with stakeholdars decislons, even
situations of s Able to work in unity with if the
conflict of interest a team and not seek consequences
promptly and in the personal gain are
best interest of s Apply universal moral unfavourable
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Cluster Core Compstencies
Compstency Name | Planning and Organising
Competency Abla to plan, priorip'sa and organisg information and resources effactively
Definition to ensure the quality of service delivery and build efficient contingency
plans to manage risk
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Able to follow o Actively and « Abls to defing Focus on broad
basic plans and appropriately institutional strategies and
organise tasks organise cbjectives, develop initiatives when
around set infonmation and comprehensiva davetoping
objectives resources plans, integrate and plans and
Understand the required for a coordinate activities, actions
progess of task and assign Able o project
ptanning and « Recognisa the appropriate and forecast
organising but urgency and resources for shott, medium
requirgs importance of suscessiul and long term
guidance and taske implamentation raguirements of
devslopment in « Balanee shorl = jdentify in advance the instltution
providing and leng-term required stages and and local
detailed and plans and goals actions to complate govarnmeani
comprahanslve ang incorporate tasks and projects Transiate policy
plans into the tear's ¢ Schedule realistic into relevant
Able to follow performance timelines, objectives projects o
existing nlans ohjectives and milestones for faciiitate the
and ensura that |« Schedule tasks 1o tasks and projects achieverneni of
objectives are ansure they are + Produce clear, institutional
rnet performed within delailed and objectives
Focus on shorl- budge! and with comprehensive
{erm objectives efficient use of plans to achieve
in developing time and institutionai
plans and resources chjectives
actions = Measures o Identify possible risk
Arrange progress and factors and design
information and mMonito: and implement
rEsourcas perdormance approprisle
required for a resiulls contingancy plans
task, but requira o Adapt plans in fignt
further structure of changing
and organisation circumstances
¢ Prigritise tasks and
projects according to
their relevant
urgenty and
| importarce
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Cluster

Core Competencies

Competency Namg

Analysis and Innovalion

Able io critically analyse information, challenges and tends to

that marginally
challerges the
status quo

» Listen lo the
fdeas and
parspactives of
others and
explore
opportunities to
enhance such
innovative
thinking

oppertunities to

improve processes

and sarvice delivery

Clearly

communicate the

benefits of new

opportunities and
innovalive soiutions
o stakeholders

# Continuously identify
opportunities fo
enhance internal
processes

« [dentlfy and analyse
opportunities
gonducive to
innovative
approaches and
piopose remedial

1 intervantion

+ Able to gain
approval and buy-

. in for proposed
interventions from
relevant
stakeholders

« Idenlify trends and
pest praclices in
process and
service delivery
and propose
institutionat
application

e Conlinuously
engage in
research top
identify client
needs

L]

Competency esfabiish and implement fact-based solutions that are innovalive
Dafinition to improve [nstitutional processes in order {o achieve key strategic
oblectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Understand the |» Demonstrate logicat je Coaches team = Demonstrate complex
basic operation problem solving mernbers on analytical and problem
of analysis, but techniques and analyfical and soiving approaches
lzck detall and " approaches and innovative and techniques
thoroughnees provide rationale for approaches and  |e Create an environment
« Able to balance recomynendations techniques conducive to analytical
independent o Demonstrate + Engage with and fact-based
analysis with objectivity, insight, appropriate preblem-solving
requesting and thoraughness individuals in = Analyse, recommend
assistance from when analysing analysing and solutions and monitor
others provlems resolving complex § trends in key
» Recommand s Able lo break down problems challengas o prevent
new ways to complex problems | e |dentify solutions and manage
perform tasks intc manageable on various areas peouirence
within own paris and identify in the institution ¢ Create an environmaeant
function solutions » Formuiate and that fosters innovalive
« Fropose simple |2 Consult internal and implement new thinking and follows a
remedial extemal ideas throughowt tearning organisation
interventions stakebolders on the instiiuticn

approach

Be a thought ieader on
innovative custarmer
service delivery, and
process optimisation
Play an active rofe in
sharing best practice
solutions and engage
in nationat and
international local
government seminars
and conferences

10
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Clusier Corg Compsetencies
Compsetency Name | Knowledge and information Management

Competency Definition

Able to promote the generation and sharing of knowledge and
information through varlous processes and media, in order (o
anhance the collective knowledge hage of logal dovernment

ACHIEVEMENT LEVELS N
BASIC COMPETENT ADVANCED SUPERIOR
e Coliect, Usc appropilate | = Effectively predict - Create and
categorise and information futuse information support a vision
track relevant gystams and and knowledge and cullira where
information technoiogy to managament team mambers
required for manage requirements and are empowered to
specific tasks institutional syslems seak, gain and
and projects knowledge and Cavelop standards share knowladge
s Anaiyse and information and processes to and information
interpret sharing meet future Establish
information {o Evaluate dale knowledge partnerships
draw from varinus managemant across local
conciusions sources and use needs government 10
v Seek new information Share and facilitate
sources of effectively to promeoie best- knowledge
information to influence practice managament
increase the dacisions and knowledge Pemonsteate a
knowledge provide solutions management mature approach
basg Actively create aCross various i knowiedge and
» Regularly mechanisms and instituions information
share structures for Establish accurate sharing with an
information sharing of measuras and abundance and
and knowledge information monitoring assistance
with internal Uge external and systeins for approach
stakaholders internal knowledae and Recognise and
and team resources lo information axploit knowledge
members rasaarch and rmanagerment points in
provide refevant Create a culture interactions with
and cutling-gdge conducive of irernal and
knowledge lo learning and external
anhance knowledge sharing sltakehoidars
institutional Hold reguiar
effectivensss and kinowiadge and
efficiency information

sharing sessions’
to elicit new ideas
and share best
practice
approaches

AP
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Cluster | Core Competencies
Lompetency Name | Communication
Able to share information, knowiedge and ideas in a clear,
Competency focused and concise manner appropriate for the audience in
Definition order to effectively convey, persuade and influence stakeholders
to achieve the desired cutcome o
ACHIEVENENT LEVELS
BASIC COMPETENT ADVANCED SUPERIDR
» Demonstrate an s Express ideas | » Effactively s Regardedasa
understanding to individuals communicata high- spacialist in
for and groups in risk and sensitive negotiations
communication formal and matters to relevant and
levers and tools infermal stakeholders reprasenting the
appropriate for seltings in an + Davelop a well- institution
tha audience, manner that is defined s Able to inapire
but requires interesting and communication and molivate
guidance in motivating strateqy others through
utilising such s Ableto + Balance political positive
lools understand, perspectives with communication
+ Express ideas n {olerate and institutional needs that is impactful
& clear and appreciate whien commitnicating and relevant
focused manner, diverse viewpoints on » Creates an
but does not perspectivas, complex issues envirorment
always take the altitudes and s Able to effectively conducive to
needs of the beliefs direct negotiations fransparent and
audisnce into o Adapt around complex productive
consideration commmunication matters and arrive at communication
s Disseminate and gontent and 2 win-win situation and eritical and
convey style lo suit the that promotes Batho apprecialive
infermation and awdienceand |  Pele principlas conversations
knowiedge facllitate = Markel and promole | ¢« Able to
adequately optimal the institution to coordinate
information external stakeholders negotiations at
transfer and sesak o enhance difierent levels
e Deliver confent a positive image of within local
in a manner the institution government and
that gaing ¢ Able to communicate externally
support, with the media with
commitment high levels of morat
and agreement competence and
from relevant discipiine
siakeholders
« Compile clear,
focused,
concise and
wel-structured
written
documents
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Cluster Cere Competencies
Competency Nams Results and Quality Focus

Compeatency Definition

Able to maintaln high quality standards, focus on achieving
results and objectives while consistently striving (o excesed
expectations and encourage others to meat quality standards.
Further, to actively monitor and measure results and quality

of the institution

against identified objectives
ACHIEVEMENT LEVELS B
BASIC COMPETENT ADVANCED SUPERIOR
+ Understand Facus on high- Cansgistenlly verify Coach and
quality of work priority actions own slandards guide others to
but reguires and doas nol and outcomes to axceed quality
guidance in bacome ensure qualily standards and
aftending to distracted by output resuits
important lower-priority Focus on the end Develop
matlers activities rasult and avoids ¢hallanging,
= Show a hasic Display firm being distracied alient-focused
commitrent to commitmeant Demonstrate a goals and sels
achieving the and pride in determined and high standards
correct resulis achieving the committad for parsonal
e Produce the sofrect resuils approach to performance
mininnum level Sel quality achieving rasulls Commit to
of results standards and and quatlty exceed the
required in the design slandards ragults and
role processes and Follow task and quality standards,
* Produce {asks around projects through monitor own
outcomes that achleving set o completion performance and
is of 2 good standards Set chalienging implement
standard Produce output goals and remedial
1 + Focus on the of high quality objectives to self interventions
quantity of Able to balance and feam and when required
output but the quantity and display Work with team
requires qualkty of results commitment to to set ambitious
development in in grder to achiaving and challenging
incorporating achigve expectations tearn gosls,
the guality of objectives Maintain a focus cormmunicating
work Maonitors on guality outputs iong- 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 io
but fails to meel provide status institutional accomplish goals
expectation updatas, and systems for Ovarcome
when under make managing and satbacks and
pressure adjustments as agsigning work, adjust aclion
naeded defining pians to realise
responsibitities, goals
tracking, Focus people on
menitotitg and critical activities
maasuring that yield a high
i SUCLOSS, impact
; evaluating and
' vaiuing the work
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OVERSTRAND MUNICIPALITY

Performance Agreement
for the financial yeaor
1 July 2017 - 30 June 2018

DIRECTOR: PROTECTION SERVICES
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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 Employer)

and

Neville Michaels, the Director: Protection Services (herein and after referred as
Employae) for the period 1 July 2017 to 30 June 2018

Where as

a. The Employer has entered into a contract of employment with the
Empleyee in terms of section 57(1)(a) of the Local Government:
Municipal Systems Act 32 of 2000 ("the Systems Act”). The Employer
and the Employee are hersinafter referred as “the Parties”;

b. Seclion 57(1)(b) of the Systems Act read with the Contract of
Employment conciuded between the parties, requires the Parlies to
conclude an annual perfermance agreement,

¢. The Parties wish to ensure that they are clear about the goals fo be
achieved, and secure the commitment of the Empioyee to a sst of
outcomes that will promote local government goals; and

d. The Parlies wish to ensure that there is compliance with Sections
57{4B) and 57(5) of the Systems Act.

1. INTERPRETATION

1.1 in this Agreement the followings terms will have the meaning ascribed
thereio:

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

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

1.1.3 ‘“the Employze” 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 Employee,
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PURPOSE OF THIS AGREEMENT

2.1 To comply with the provisions of Section 57(1)(b),(4B) and (5) of the
Systems Act as wsll 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 Employee the Employer's expectations of the
Employee’s performance targets and accountabliities;

2.3 To specify accountabilities as set out in the Performance Plan
(Annexure A);

2.4 To monitor and measure performance against sat targeted outputs
and outcomes;

2.5  To establish a transparent and accountable working relationship;

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

27 To give sffect to the Employers commitment to a performance-
orientated relationship with the Employee in attaining improved
sarvice delivery.

COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2017 and will remain in
force until 30 June 2018 where-after a new Performance Agreement
shall be concluded between the parties for the next financial year or
any portion thereof;

32  The Parlies will conclude a new Performance Agreement that replaces
this Agreement at least once a year by not later than 31* of July of the
succeeding financial year,

3.3  This Agreement will terminate on the tarmination of the Employee's
contract of employment for any reason,

34 ¥ at any time during the validity of the agreement the work
environment alters to the exient that the contents 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

raquirements of sections 34 and 42 of the Municipal Systems Act and
Regulation 4(5) of the Regulations,

PERFORMANCE OBJECTIVES

4.1 The Performance Plan {Annexure A) sels out -
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41.1 The performance cbjectives and targets that must be met by
the Employee;

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

4,13 The competencies (Annexure B - definitions in terms of
Regulation 21 of 17 January 2014) required to operate
affactively as senior managers in the local govemment
anvironmeant.

4.2 The performance objectives and targets reflected in Annexure A are
set by the Employer in consuitation with the Employee and based on
the integrated Development Plan, Service Delivery and Budget
Implementation Plan (SDBIP) and the Budget of the Employer, and
ghall include:

4,21 Key objectives that describe the main tasks that need to be
done;

4,22 Key performance indicators that provide the details of the
evidence that must be provided fo show that a key objective
has been achieved;

4.2.3 Target dates that describe the timeframe in which the targets
must be achieved; and

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

43 The Personal Development Plan (Annexure C) sels out the
Employee’s personal development requirements in line with the
objectives and targets of the Employer; and

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

PERFORMANCE MANAGEMENT SYSTEM

5.1  The Employes agrees to pariicipate in the performance management
system that the Employer adopted for the employees of the Employer;

6.2 The Employee accepts that the purpose of the performance
management system will be {o provide a comprehensive system with
specific performance standards to assist the employees and service
providers to perform to the slandards required;

5.3 The Employer must consult the Employee about the specific
performance standards and targets that will be included in the
performance management system applicable to the Employee;
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5.4

5.5

5.6

5.7

The Employea undertakes to actively focus on the promotion and
implementation of the key performance indicators (including speciat
projects relevant to the employee’s responsibilities) within the local
government framawork;

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

The Employee's assessment will be based on his performance In
terms of the outputsfoutcomes (performance indicators) identified as
per attached Performance Plan, which are linked to the KPAs, and will
constitute 80% of the overall assessmaent result as per the weightings
agreed to beiween the Employer and Employee:

# Servic e D liveny aind
Tisframt ety

= Muaasic gl Tmmasfosmation
Ak B ibgional
Pevelopnyent

Lowad ELorts i, Dlevelapmg st

# Reliecdi ipwok o 8 Visbday
bl Rlvogsenieal

& Gariagh Goveeramtice, Puddic
Praavic i sation Accotmalilicy
Wb TS e

The Competencies will make up the oiher 20% of the Employee’s
assessment score. The Compstencies ares spilt into two groups,
leading competencies (indicated in blue on the graph below) that drive
strategic intent and direction and core competencies (indicated in
graen on the graph below), which drive the execution of the leading
competencies,

BSygtagic direction Ing lsader ship
B Paopln manegamani

L Brogrars snd project mpaABgement
HFinancial management

HChenge loudsrzhlp

overnance leadersip

Wil al compeiante

* Rlannlig end erganising

- B pdis and Innovation
Hrowistdge 2nd informebon
FBAIEEMBNT

-Comminitahan

Liflpsuls and quality focus
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PERFORMANCE ASSESSMENT
6.1 The Performance Plan (Annexure A) {o 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
performance.

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

8.3 Personal growth and development needs Iidentified during any
performance review discussion must be documented in a Personal
Development Plan as well as the actions agreed o and
implementation must take place within set time frames;

6.4 The Employee's performance will be measured in terms of
contributions {0 the goals and strategies set out in the Employer’s
Integrated Development Pian {{DP) as described in 8.6 — 6.13 below;

6.5  The Employee will submit quarterly performance reports (SDBIP) and
a comprehensive annual performance report at the fourth evaluation at
least one week prior to the performance assessment meetings to the
Evaluation Panel Chairperson for distribution to the panel members for
preparation purposes,

6.6 Assessment of the achievemenit of results as outlined in the
performance plan:

6.6.1 Each KPI or group of KFPls shall be assessed according fo the
extent to which the specified standards or performance targets
have been met and with due regard to ad-hoc tasks that had to
ba performed under the KPi;

6.6.2 A rating on the five-point scale described in 6.2 below shalt be
provided for each KPl or group of KPIs which will then be
muitiplied by the weighting to calculate the final score;

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

6.6.4 In the instanee where the employee could not perform due to
reasons outside the control of the employer and employee, the
KPI will not be considered during the evaluation. The
smplovee should provide sufficient svidence in such instances;
and

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

6.7  Assessment of the Competencies:
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8.7.1 Each Competency will be assessed in terms of the
descriptions provided (Annexure B) on a 360 degree basis
during the mid-year and year-end raviews and will inform the
final score awarded by the evaluation committee. 360 degree
means that the employee's peers and managers reporting to
him will assess his/her Competencies;

6.7.2 A rating on the five-point scale describad in 6.10 helow shall
be provided for each Competency which will then be multiplied
by the weighting to caloulate the final score; and

6.7.2 An averall score will be calculated based on the total of the
individual scores calculated above,

6.8  Qverall rating

65.8.1 An overall rating is calculated by adding the overgll scores as
calculated in 8.6.5 and 6.7.3 above; and

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

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

Carslang=y  Perbosmence  Faly affeckye fupl fully Urscoratathie
peeloprrapze ugniPoerby elfeciine prriormanee:
dbve

axpret atany

Performance far exceeds the siandard expected of an
employee at this level. The appraisal indicales that the
Dutstanding Employee has achieved ahove fully effective results against
parformance all perfermance critaria and indicatars as specified in the PA
and Pedormance plan and mainiained this in all areas of
responsibifity throughout the year,

Performance Perfomance s significantly higher than the standard
significantly expectad in the job.  The appraisal indicates that the
| above Emplayes has achleved above fully effective resulis against
sxpectations mare than half of the performance criteria and indicatars and

Dir.;




231/259

Performance Agreement 2017718

fully achlsved all others throughout the year.

Performance fully meets the standards expacted in all areas
of the jolr. The appraisal indicales that the Employee has fully
Fully effective achieved effeclive results against all significant performance
criteria and indicators as specified in the PA and Performance
Plan.

Performancs is below the standard required for the job in key
areas. Performance meets some of the standards expected
for tha jobh. The review/assessment indicates that the
Mot fully effective | employee has achieved below fully effective results against
more than half the key performance criteria and indicators as
specified in the PA and Performance Plan.

Performance does not meet the standard expected for the job.
The review/assessment indicates that they employee has
achieved below fully effective results against aimost all of the
performance criteria and indicators as specified in the PA and

Unacceptable Performance Plan. The employee has falled to demonstrate

performance the commilment or ability to bring peformance up to the lsvel
expacted in the job despite management afforts to encouraga
improvernent. ]

The assessmant of the competencies will be based on the following
rating scale:

% Poar Basic Campatent Advanced Superior

Do not apply the basic concepls and methods to proof a basic
Poor underslanding of tocal government operations and requires
extensive supervision and development interventions,

Applies bask: concepts, methods, and understanding of local
Basic govarnment operations, bul requires  suparvision and
development intervention.

Develops and applies more progressive concepts, melhods
Compatent and understanding. Plans and guides the work of others and
executes progressive analysis.

Develops and applies complex concepts, methods and
Advanced understanding. Effectively directs and leads a group and
executes in-depth analysis, -

Superlor Has a comprehensive understanding of local government
3 __| operations, crittcal in strategic shapiny strategic direction and
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| methads.

€.11 For purposes of evaluating the performance of the Employee for the
mid-year and year-end reviews, an evaluation panel constituted of the
following persons will be established ~

6.11.1 Municipai Manager;
8.11.2 Municipal Manager from another municipality;

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

8114 The Member of the Mayoral Committee (Porifolio
Chairperson).

6.12 The Municipal Manager will evaluate the performance of the Employee
as at the end of the 1™ and 3™ quarters; and

613 The Municipal Manager will give performance feedback o the

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

SCHEDULE FOR PERFORMANCE REVIEWS

7.4 The performance of the Employes 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 salisfactory:

2 QOctober - Dacember February 2018

4 April = June September 2018

7.2 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  The Employer will be entitied o review and make reasonable changes
to the provisions of Annexura A from time to time for operational
reasons., The Employee will be fully consulted before any such
change is made; and

7.5  The Employer may amend the provisions of Annexure A whenever the
performance management system is adopted, implementied andfor
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amended as the case may be. in that case, the Employee will be fully
consulied before any such change is made.

8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is
attached as Annexure C. Such Plan may be implementad and/or amended as
the case may be after the each assessment. In that case, the Employee wilt
be fuily consulted before any such change or plan is made,

8. OBLIGATIONS OF THE EMPLOYER
9.1 The Employer shall-

9.1.1 Create an enabling environment fo facilitate effective
performance by the employee;

9.1.2 Provide access to skills development and capacity building
opportuniiies;

9.1.3 Work coltaboratively with the Employee to solve problems and
generate solutions to common problems that may impact on
the performance of the Empioyes;

914 On the request of the Employee dalegate such powers
reasonably required by the Employee to enable him to meat
the performance oblectives and targets established in terms of
this Agreement; and

9.1.5 Make avzilable to the Employee such resources as the
Employee may reasonably require from time to time assisting
him to mest the performance objeciives and targets
established in terms of this Agreement.

10. CONSULTATION

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

10.1.1 A direct 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 Emplover; and

10.1.3 A substantial financial effect on the Employer,
10.2 The Employer agrees to inform the Employee of the outcome of any
decisions taken pursuant to the exercise of powers contemplated in

clause 12.1 as soon as is practicable to enable the Employee to take
any necessary action with delay.

10
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11, REWARD

11.1  The evaluation of the Employee's performance will form the basis for
acknowledging outstanding performance or correcting unaccepiable
performance;

11.2  Itis recorded that by mutual agreement the Parties have declded that
ne performance bonus will be paid to the Employee as the Employee’s
total cost of employment package is deemed to be adequate.

12. MANAGEMENT OF EVALUATION OUTCOMES

12.1  Where the Employer is, any time during the Employee’s employment,
not satisfied with the Employee’s performance with respect to any
matter dealt with in this Agreement, the Employer will give notice to
the Employee to attend a meeling;

122  The Employee will have the opportunity at the meeting tc satisfy the
Employer of the measures being taken io ensure that his performance
becomes satisfactory and any programme, including any dates, for
implementing these meastres;

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

12.4  In the case of unacceptabie performance, the Employer shall —

12.4.1 Provide systernatic remedial or developmental support to
assist the Ermployee to improve his pedormance; and

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

13.  DISPUTE RESOLUTION

13.1  In the event thai the Employee is dissatisfied with any decision or
action of the Empioyer in terms of this Agreement, or where a dispute
or difference arises as to the extent to which the Employee has
achieved the performance objeclives and targets established in terms
of this Agreement, the Employee may within 3 {three) business days,
meet with the Employer with a view to resolving the issue. The
Empioyer will record the ouicome of the meeting in writing;
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13.2 If the Parties cannof resolve the issues within 10 (ten} business days,
an independent arbitrator, acceptable to both patties, shall be
appointad o resolve the matter within 30 (thirty) business days;

13.3 In the instance where the matters referred to in 13.2 were not
successfully resolved, the matter shall be referred to the Executive
Mayor to mediate the issues within 30 (thirty} business days of receipt
of a formal dispute from the Employee.

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

13.5 In the event that the mediation process contemplated above fails, the
relevant clause of the Coniract of Employment shall apply.

14. GENERAL

141 The contents of this agreement and the outcome of any review
conducted in terms of Annexure A may be made available {0 the
public by the Employer; and

14.2 Nothing in this agreement diminishes the obligations, duiies or
accountabilities of the Employee in terms of his contract of
employment, or the effects of existing or new regulations, circulars,
policies, directives or other instruments,

\ \ - : i
Thus done and signed at Vo Laman sirs, onthe M7 day June of
2017,

AS WITNESSES:

12

Dir\ Faeh
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Thus done and signed at H@éﬂ/l A l\ﬂ-«] Q on the day June of 2017.

AS WITNESSES:

13
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Annexure B 2017/18
Cluster Leading Competencies
Competency Name Strategic Direclion and | eadership
. Provide and diract a vision for the institution, and inspire and deploy others
Competency Definition | 4, dejiver on the sirategic institutional mandate
ACHIEVEMENT LEVELS .
BASIC COMPETENT ADVANCED SUPERIOR
= Linderstand » Give direction to al e+ Evaluate all aclivibes to |« Stryciure and position
instilutional and team in realising the | delermine wvalue and| the inglitution to local
departmental inglitution's  strategic | alignment to  sirategic ;| government priorities
strategic mandate and set| inient « Actively use in-depth
objeclives, but phiectives s« Display indepth { knowledge and
lacks the ability |+ Has a positive Impact | knowledge and | understanding o
to inspire others and influence on the | understanding of strategic | develop and implement
to achieve sst morale, engagement | planning a comprehensive
markate and participation of { « Align strategy and goals |  institutional framework
» Describe  how team members across all funchonal arsas |+ Hold self accountable
speeific  tasks | « Develop actions plans | « Actively define | for sirategy execulion
link to to execute and guide | performance measures to | and results
inglitutional sirategy monitor the progress and e Provide impact and
strategies  but imiplementation effectiveness of the| influence through
has fimted { e Assist in defining | institution building and
infiuence in | performance s Consistently  challange | maintaining  sirategic
directing measures fo monitor | strategic plans to ensure |  relationships
strategy the progress and | relevance ¢+ Creale an environment
sHas a bhasic | efiecliveness of the |« Understand  institutional | that facilitates loyaity
understanding of inglitution structises  and  pofitical |  and innovation Display
institutional = Displays an | faclors, and tha | a superior fevel of self-
performance awareness of |  conseguences of actions discipline and inteqrity
management, institutional structures | « Empower others to follow | in aclions
but jacks the | and pofitical factors strategic direction and | Integrate various
ability o | o Effectively deal with  complex| systems inte @
integrate communicate barriers [ situations collective whole (o
systems into 2 | to execuion  fo|e Guide the institution ] Optimise institutional
collective whole relevant parties through complex and{ performance
s Demonstrate a | Provide guidance fo | ambiguous concern management
basic all stakeholders in the | » Use  understanding  of |* Uses understanding of

understanding of
key  decision-
makers

achiovement of the
strategic mandate

+ Understand the aim
and objectives of the
institution and relate it
to own work

power relationships and
dynamic tensions ameng
oy players to frame
communications and
davelop strategies,

pasitions and alliances

competing interests to
manoeuvre

successfully o
winfwin outcome

2
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20M17/38

Cluster

Leading Competencies

Competency Name

People Management

Compelaney Definition

tHectively manage, inepire and encourage people, respect diversity,
optimise talent and build and nurture relationships in order to achieve
institutional obieclives

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
«Participate in | »Seek opportunities fo | e Identify ineffective team | » Develop and
teamn goal- increzse team | and work processes and | incorporate  best
setling and contribution and | recommend remedial | practice  people
problem responsibility interventions management
solving sRespect and support | s Resognise and reward | processes,
¢Interact  and the diverse nature of | effective and desired | approaches and
colizborate others and be aware of | behaviour tools across the

with people of
diverse
backgrounds

s Aware of
guidelines for
employee
development,
but  requires
suppost in
implementing
development
initiatives

the benefits of a divarse
approach

» Effectively delagate
lasks and empower

others to  increase
contribution and
execute functions
optimatiy

s Apply relevant
employee legisiation
fairly and consistently

» Faclfitate team goal-

sefing and problem-
solving
» Effectively identify
capacity requirements
to fulfil the stralegic
mandate

» Provide menioring and
guidance to olhers in
ordar to incregse
personal effectiveness

= Identify development
and leaming needs
within the (eam

« Buitd a work
envionment conducive
to sharing, innovation,
agthical behaviour and
professionalism
einspire a cuilture of
performance excellence
by aiving positive and
constructive feedback to
_ the teamn

s Achieve agresment or
CONSEnsUs in
adversarial
environments

elLead and unite diverse
teams across divisions
fo achieve inslitutional
obijeclives

institution

a Foster a culiure of
discipline,
responsibility and
accountability

o Understand  the
impact of diversity
in  performance
and activaly
incorporate a
diversity strategy
in the institution

= Develop
comprehensive
integrated
strategies and

approaches to
hurian capital
development and
management

» Actively  identify
trends and predict
capacity
requisements o

facilitate  unified
transition and
pedormance

management
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Annexure B 2017/18
Cluster Leading Competencies
Competency Narme Program and Project Management

Competaency Definition

Able to understand program and project management methodology,
plan, manage, monitor and evaluate specific activities in order to

deliver on set objectives

ACHIEVEMENT LEVELS N
BASIC COMPETENT ADVAMNCED SUPERIOR
» [nitiate projecis Establish broad Manage multiple [ « (hwlerstand and
after approvat from stakehoider programs and conceptualise
higher authorities involvernent  and baiance priorities the long-term
« Understand cormmmunicate  the and conflicts implications  of
procedures of praject status and according fo desited project
program and key milestones insfitutional goals outcomes
project Define the roles Apply affective risk | ¢ Diract a
managemant and responsibilities management comgrehensive
methodology, of the project team strategies  through strategic macro
implications  and and ecreate clarity impact assessment and micro
stakeholder around and resource analysis and
involvement expectations requirements scope  projects
s Undeistand the Find a baance Madify project scape accordingly o
rational of projects between project and budget when realise
in relation to the deadiine and the rFequired withou! institutional
institution's quality of compromising  the objectives
strategic objectives deliverables quality and [ » Congider and
¢ Document and Identify appropriaie objectives of the initiate  projects
communicate project resources to project that focus on
factors and risk facifitate the fnvoilve top-level achievement of
associated with gffective authorlties and the  long-term
DWN Work completion of the relevant objectives
s+ lse results and deliverables stakeholders in|e Influerce psople
approaches of Cornply with seeking project buy- in positions of
successful  project statutory ' in authority to

implementation as
guide

reguirements  and
apply policies In a
consistent manner
Monitar  progress
and use of
FasouUrces and
make needed
adjustments to

timelines, steps,
and resource
Alocation

Identily and apply
cordtemporary
project management
methodalogy .
influence
motivate project
team to  defiver
exceptional results
Monitor policy
implementation and
apply procedures to
manage risks

and

implement
oultomes of
projects

Lead and direct
teansiation of

policy into
workable

aclions plans
Ensures that

programs  are
monitored to
track  progress
and optimat
resource

utilisation, and
that adiustments
are made as
neadad
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Annexure B 2017/18

Cluster
Competancy MName

Leading Compelencies
Financial Management

Abls io compile, plan and manage budgets, control cash flow,
institute financial risk management and administer procurement

implemert proper
monitoring and
avaluation practices
o ensure
appropriate
spending against
budget

Treasury's
regutatory
framewark tor
Financial
Management

Competency Definition | processes in accordance with recognised financial practices. Further
to ensure that alt financial transactions areé managed in an ethical
manner

N ACHIEVEMENT LEVELS _
BASIC COMPETENT ADVANCED SUPERIOR
« Understand basic Exhibit knowledge [« Take active Develop planning
financial congepls of general financial ownership of {ools to assist in
and methods as concepts, planning, planning, evaluating and
they relate to budgeting, and budgeting, and monitoring future
institutional forecasting and forecast processes expenditure
processes and how they interrelate and provides trends
golivities Assess, identify credible answers to Sat budget

= Display and manage queries within own frameworks for
awareness into financial risks responsibility the institution
the various Assume a cost- Prepare budgets Set strategic
sources of saving approach to that are aligned to direction for the
financial daia, financial the sirategic institution on
reporting management objectives of the expenditure and
mechanisms, Prepare financial institution other financial
financial reports based on Address complex Processes
governance, spegified formats budgeting and Build and nurture
processes and Consider and finaneial partperships to
systems understand ihe management improve financial

» Understand the financial concems managsement and

importance of implications of Put systems and achieve financial
financial decisions and processes in piace savings
accountability suggestions to enhance tha Actively identify

e Understand the Ensure that quality and intagrity and implement

importance of delegation and of financial new methods to

assel control instructions as managemert improve asset
required by praclices _ control
National Treasury Advise on policies Display
guidelines ara and procedures professionailsm in
reviewed and ragarding asset dealing with
updated control financial data and
tdentify and Promote National pProcesses
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Cluster Leading Competencies
Compeatancy Name Change teadership

Competency Definition

Able to direct and initiate institutional transformation on &l levels in
order to successfully drive and Implement new inibiatives and
deliver professionat and quality services to the community

ACHIEVEMENT {.EVELS R
BASIC COMPETENT ADVANCED SUPERIOR

Display an Perfarm an analysis |«  Actively monitor » Sponsor
awarenass of change of the change impact change impact and change
interventions, and on the social, results and convey agents and
the benefits of political and prograss lo relevant create a
transformation economic glakeholders network of
initialives amdronmernt + Secure buy-in and change
Able to identify basic Maintain calm and sponsorship for leadess who
needs for change focus during change change Iniliatives support the
Identify gaps Ableto assist team  |e  Continuously Interventions
between the current membsers during evaluate change s Actively
and desired slate change and keep strategy and design adapt current
Identify potential risk them focused on the and introduce new structures
and chatlenges to deliverables approaches {o and
transformation, Volunteer to lead enhanca the processas lo
including resistance change eflorts institution's ingorporate
to change faclors outside of own work effectiveness the change
Participate in change team s Bulld and nurture interventions
programs and Able to gain buy-in relationships with s Menlor and
piloting change and approval for various stakeholders guide team
intarventions change from 1o establish strategic members on
Understand the relevant aliance in facilitating the effects of
impact of change s{akeholders change change,
interventions on the identify change = Take the lead in resistance
institution within the readiness levets and impactful change factors and
broader scope of assiat in resoling programs how to
Llocal Ggovernment. resistance to change |»  Benchmark change integrate

factors interventions against | Change

Design change best change . ?Ldotiyate and

interventions tha practices inspire others

are aligned with the |« Understand the around

institution’s siretegic impact and change

objectives and goals psychology of initigtives

change, and put
remedial

interventions in
place to facllitate
effective
transiormation
Take calculated risk
and seel new ideas
from best practice
stenarios, and
identtfy the potential
for implementation
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Cluster Leading Compelencles
Competency Name Govemance Leadership
Able to promota, direct and apply professionalism in managing risk
and compiiance requirements and apply & thorough undarstanding
Competency Definition | of governance practices and obligations. Further, able io direct the
sonceptualisation of relevent policles and enhance cooperstive
governance relationships
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Display a basic o Display a ¢ Able to fink risk + Demonstrate a
awareness of tharough initiatives into key high fevel of
risk, compliance understanding of institutional objectives commilment in
and governansce governance and and drivers comnplying with
factors but risk and ¢ ldentify, analyse and governance
requira guidance compliance measuie risk, ereate requirements
and factors and valid risk forecasts, « lmplement
development in impterne:nt plans and map risk profiles governance and
imptementing to address these |+  Apply risk contra compliance
such + Demonstrate methodology and strategy (o ansure
requirements undarstanding of approaches to prevent achievement of
Understand the the techniques and reduce risk that institutional
structure of and processes for impeds an the objectives within
cooperative oplimising risk achievernent of the iegislative
governmeni but taking decisions institutional objectives framework
requires within the o  Demonstrate 5 s Able to advise
guidance on institution thorough Local Government
fostering e Actively drive understanding of risk on risk
workable policy formulation retention plans management
retationships within the e |dentify andg strategies, best
between institution {o implement practice
slakeholders ensure the comprehensive risk interventions and
Provide inpul achiavement of - managemernt syslems compliance
into policy abijectives and processes management
formulation s jmplemeni and |« Able to forge
monitor the |  positive
formutation of policies, relationships on
identify and analyse cooperative
constraints and govemance jevel to
challenges with enhance the
implementation  and effectivenass of
provide local government
recommendations {or [ Able Ino shape,
improvernent direct and diive the
formulation of
policies on 8 macro
evel
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baslc rules and
regulations of
the insltution

+ Able to idantity
basic moral
situations, but
requires
guidance and
development in
understanding
and reasoning
with moral
inteni

fram others when
unabia to deliver
Actively report «
frauduterit activity
and corruption
within jocsl
government
Understand and .
honour the
confidential nature
of maiters withowl | e
seaking persona
gain

Able to desl with
situations of o
conflict of interest
promptly and in the
best interest of ”
local goverament

the approval of refevant
stakeholdara

Present values, beliefs
and ideas that are
congruent with the
institution’s ruies and
regllations

Takes an active stance
agalnst corruption and
dishonesty when noted
Aclively promote the
value of the ingtitution to
imernal and external
slakeholders

Able to work in unily with
a leam and not seek
personal gain

Apply universal moral
principles consiztently to
achieve moral decisions

252/259
Annexure B 2017/18
Clugter Core Competoncies
Competency Name | Moral Competence
Competency Abla to idenlify moral triggers, appiy reasnning that promoles honesty
Definitlon and integrity and consistently display behaviour that refiects moral
compelence
ACHIEVEMENTLEVELS
BASIC COMFPETENT ADVANGED SUPERIOR
» Reallse the Conduct self in + |dentify, develop, and o Create an
impact of alignrenl with the apply maasures of seif- snviranment
acting with values of Local corraction conducive of
integrity, but Government and « Able o gain trusl and morat practices
redqulifes the institution respect through aligning Activaly develop
guidance and Abie to openly actions with and implement
development in admit own commitrnents measures o
implementing mistakes and » Make proposals and combat fraud
principles weaknesses and recommendations that and corruphion
a Follow the seek assistance are ransparest and gain Set intagrity

standards and
sharad
accountability
measures
across the
inglitution to
support the
objactives of
local
govemment
Take
responslbitity for
own actions and
decisions, even
if the
consequences
are
unfavourable
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+ Prioritise tasks and
projects actording to
thelr relevant
urgency and
importance

253/259
Annexure B 2017/18
__Cluster Cara Competencies
Compotency Name | Planning and Qrganising .
Competency Able to plan, priori?ise and o:rganisia information and resources effectively
Definition to ensura the quality of service delivery and build efficient contingency
plans lo manage risk
ACHIEVEMENT LEVELS e
BASIC COMPETENT ADVANCED SUPERIOR
Able to follow = Actively and a  Able {0 define s Focus on broad
basic plans and appropriately institutional strategies and
organice tasks organise objeclives, develop initlatives when
asound saf information and comprehansive  developing
objectives resources plans, integrate and plans and
Understand the required for & ceordinate activities, actions
process of task and assign = Able to projest
planning and s« Recaognise the appropriate and forecast
organising but urgency and resources for short, medium
requires importance of successiu and long term
guidance and fasks implementation reguiremants of
developmentin  |o  Balance short « |dentify in advance the institution
providing and iong-term required stages and and ‘ocal
detailed and plans and goals actions to compiete government
comprehensive and incorporate tasks and projects «  Translate policy
plans into the team’s + Schedule realistic into relevant
Able o fellow performance timelines, objectives projects o
existing plans objectives and milestones for faciitate the
and ensure tha! |« Schedule tasks fo tasks and projects achisvernent of
phjectives are ensure they are  jo  Produce clear, institutional
met performed within detailed and objectives
Fotus on shorl- budged and with comprahensive
term objectives efficient use of plans to achieve
in developing time and institutional
plans and resources T objectives
actions +  Measures « ldentily possible risk
Arrange progress and factors and design
information and maonitoer and implement
TRSOLrcHs nerformance appropriate
required for a results contingancy plans
task, but require s Adapt plans in light
further structure of changihg
and grganisafion circumstances
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Cluster

Core Competencies

Competency Name

Analysis and Innovation

Able io critically analyse infomnation, challenges and trends to

-]

assistance from
others
Racommend
new ways to
perform tasks
within own
function
Progose simple
remadiat
interventions
that marginally
challenges ihe
slatus guo
Listen to the
ideas and
perspectives of
others and
explorg
oppostunities to
enhance such
innevative
thinking

when analysing
problems

s Able to break down

complex problerns
into managaable
parts and identify
solutions

Consult internal and
external
stakeholders on
opportunities to
improve processes
and service delivery
Clearly
comimunicate the

bengfits of new

opportunities and
innovative solutions
to stakeholders

= Continuousily identify

opportunities to
gnhance interngl
Pro¢esses

» {dentify and analyse

opportunities
candicive to
inhovative
approaches and
propose remedial
intervention

Competency establish and implement fact-hased solutions that are innovative
Definition to improve institutional processas in order to achieve Key strafegic
objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
« Understand the |+ Demonstrate logicat |« Coaches team » Damonsirate complex
basgic operation problem solving members on analylical and problem
of analysis, but techniquas and analytical and soiving approaches
lack detail and approaches and innovative and technigues
thoroughness provide rationale for approaches and e Create an environmeant
« Able to balance recommendations technigues conducive to analytical
independent Demonstrate ¢ Engage with and fact-based
analysis with objectivity, insight, appropriate prablem-selving
recuesting and thoroughness individuals Ih s Analyse, recommend

analysing and
reselving complex
problems
Identify solutions
on various areas
in the institution
» Formulate and
implement new
ideas throughout
the institution
Abe to gain
approval and buy-
. In for proposed
interventions from
relevant
stakeholders -
Identify trends and
best practices in
process and
senvice delivery
and propose
institutional
application
» Continuously
angage in
research to
identify client
needs

L

solutions and monitor
trends in key
chalienges to prevent
and manage
ocouImence

¢ Create an environment
that fosters innavative
thinking and follows a
lmarning organisation
approach

= Be a thought leader on
innovalive customer
service defivery, and
process optimisation

= Play an active role in
sharing best practice
solubians and engage
In national and
international local
government seminars
and conferences
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Annexure B 2017/18
Cluster Core Compelancies
Competency Name ! Knowledge and Information Managemant _
Able fo promote tha generation and sharing of knowledge and
Competency Definition | information through various processes and media, in order to
enhance the collective knowledge base of igcal government
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERICR
s Collect, Use appropriate o Effectively predict | « Create and
categorise and information fulure information support & vision
track relovant systens and and knowledge and cufiure where
information technoiogy to mianagament team mambers
required for manage requirernents and are empowered to
specific lasks institutional systems saek, gain and
and brojects knowledge and Deavelog standards share knowledge
s Analyse and information and processes to and information
interpret sharing meet future Establish
information to Evaluale data knowledge partnerships
draw from various management across local
conciugions sources and use needs government io
¢ Seek new information Share and facilitate
sources of effectively to promoie best- knowledge
information to influence practice management
increase the decislons and knowledge Demonstrate a
knowledge provide solulions management mature approach
base Actively create across various to knowledge and
= Reqularly mechanisms and institutions information
share structures for Establish accursta sharing with an
information sharing of measures and abundance and
and knowledge information monitoring assistance
with internal Use external and systems for approach
stakeholders internal knowledge and Retcoaanise and
and team resources to information exploit knowledge
members research and management points in
provide relevant Create a culture interactions with
and cutting-edae conduchve of internal and
knowledge 1o learning and external
enhance knowledge sharing stakeholders
institutional Hold regular
effectiveness and knowledge and
efficiency information
sharing sesaiens
to elicit new ideas
and shars best
practice
epproaches | -
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Cluster 1 Core Compslencies
Gompetency Mame i Communication
Able to share information, knowledge and ideas in a clear,
Competency tacused and concise manner appropriate for the audience in
Definition order to effectively convey, persuade and influence stakeholders
to achigve the desiredoutcome .
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
+ Demonstrate an « Express ideas | e Effectively » Regardedas a
understanding to individuals comsunicate high- speciafist in
for and groups in sk and sensitive negotiations
communication formal and matters to relevant and
levars and tools informal stzkeholders representing the
appropriate for setlings in an = Dovelop 2 well- institution
the audience, mannar that is defined + Able to inspire
bud requires interesting and communication and motivate
guidance in motivaling strateqy olhers through
utilising such s Ableto « Balance political positive
tools understand, perspectives with communication
o Express ideas in tolerate and institutionat needs that is impactful
a clear and appretiate when communicating and relevant
focused manner, diverse viewpoinis on = Creates an
but dees not perspectives, complex issues erwironment
always take: the atiitudas and s Able to effectively conducive to
needs of the heliefs direct negotiations transparent and
audience into s Adapt arocund complex productive
consideration commurication matiars and arrive at communication
e Disseminale and content and a win-win situation and critical and
convey siyle {0 suit the that promotes Batho appreciative
information and audience and . Pele principles conversations
knowiedge facilitate e Markel and promote | ¢ Able to
adequalely oplimal the institution to coordinate
information external stakeholders negoltiations at
transfer and saek to enhance different leveis
o Deliver content a positive image of within local
in a mannear the institution government and
that gains » Able to comimunicale externally
suppor, with the media with
commitment high levels of moral
and agreement competence and
from relevant discipline
stakeholders
e Compile clear,
focused,
concise and

well-skructurad
written
documents




guality of work
but reguires
guidance in
attending to
impartant
matters

= Show a basic
commitment to
achieving the
sormect results

v Produce the
minimum level
of results
reguired in the
role

¢ Produce
outcomes that
is of a good
slandard

e Focus on the
guantity of
ouiput bud
requires
development in
incorporating
the quality of
work

¢ Produce guality
work i general
circumstances,
buit fails to meet
expactation
when under
pressure

priority actions
ang does not
bacome
distracted by
lower-priority
activities
Display firm
committnant
and pride in
achieving the
correct resulls
Set quadity
standards and
design
processes and
tasks around
achigving set
standards
Produce output
of high quality
Able to balance
the guantity and
quality of results
in order to
achieve
objeciives
Monitors
prograss, guality
of work, and use
of resources,
provide status
updates, and
make
adjustrmeants as
needed

own standards
and outcomes to
ensure quality
output

e Focus on the end
result and avoids
being distracted

+ Demaonstrate a
determined and
committed
approach to
achieving resuits
and guality
standards

+ Follow task and
projects through
to complation

« Set challenging
goals and
objectives to self
and tearmn and
display
commitment to
achieving
axpectations

+ Maintain a focus
on quality outputs
when placed
under pressure

» Establishing
institutional
systems for
managing and
assigning work,
defining
rasponsibilities,
tracking,
mondtoring and
measiiring
SUCCEss,
evaluating and
valuing the work

of the Institution

257/289
Annexure B 2017/18
Cluster Core Competencies
Competency Name Results and Guality Focus
Able to maintain high quality standards, focus on achieving
results and objectives while consistently striving to exceed
Competency Definillon | expectations and sncowrage others 0 meet qualily standands.
Further, to activaely monitor and measure resulls and quality
against identified objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Understapd Facus on high- e Consistently verify Coach and

guide others to
axceed quality
standards and
results

Develop
challenging,
client-focused
goals and sets
high stendards
for parsonal
performance
Commit to
exceed the
resulls and
quality standards,
monttor own
performanca and
implement
remediat
interventions
when reguired
Waork with {eam
1o set ambltious
and challenging
team goals,
communicating
long- and short-
term expectations
Take appropriate
risks to
accomplish goals
Dvercome
setbacks and
adjust action
plans to realise
goals

Focus people on
oritical activities
that vield a high
impact
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