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AGENDA OF THE MAYORAL COMMITTEE MEETING 26 JUNE 2019

9.
SIGNED PERFORMANCE AGREEMENTS OF THE SECTION 54A AND 56
APPOINTEES FOR 2019/20

2/12/1
R Louw (028) 313 8071 Corporate Head Office
12 June 2019

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 2019/20 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

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 2019/20

RECOMMENDATION TO THE COUNCIL:
that the signed performance agreements of the Section 54A and 56 appointees for
2019/20 be noted.

RESPONSIBLE OFFICIAL : R LOUW

TARGET DATE FOR IMPLEMENTATION : 1 JULY 2019
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Annexure A
1/260

OVERSTRAND MUNICIPALITY

Performance Agreement
for the period

1 July 2019 - 30 June 2020

MUNICIPAL MANAGER

=
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Performance Agreement 2019/20

Performance agreement made and entered into by and between

The Overstrand Municipality and represented by Ald. Dudley Coetzee, 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 2019 to 30 June 2020

Where as

. 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”;

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

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

The Parties wish 1o ensure that they are clear abaut 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

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 employee and the Annexures
thereto;

1.1.2 “the Executive Authority’” — means the Mayoral Committes 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 Municipal Manager 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.

Executive
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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 Employee and to
communicate to the Employee the Employer's expectations of the
Employee’s performance targets and accountabilities;

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

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

25  Toestablish a transparent and accountable 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 attaining improved
service delivery.

COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2019 and will remain in
force until 30 June 2020;

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

3.3 If at any time during the validity of {he 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 parties, immediately 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.

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 performance objectives and
targets must be met; and

e, JL gﬂ@@
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4.2

4.3

4.4

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 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:

4.21 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;

4.2.3 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.

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

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

PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

5.3

5.4

5.5

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

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

The Employer must consult the Employee about the specific
performance standards and fargets 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 criteria upon which the performance of the Employee shall be
assessed shall consist of two components, Operational Perfermance

4
Executive Mayor: MM:
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5.6

5.7

and Competencies both of which shall be contained in the
Performance Agreement;

The Employee's assessment will be based on his performance in
terms of the 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:

™ Service Delivery and
Infrastrnsciure {

Muncipal Transfernuin
sud Institutional
Development

& Local Ecanomic Development

& Municipal Financial Viabiliny
and Management

B Good Governance, Public
Participation Accountability
and Transparency

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
strategic intent and direction and core competencies (indicated in
green on the graph below), which drive the execution of the leading
competencies. '

B Strategle diraction and leadership

¥ People management
‘ W Program and project mansgement

EFinaneial management
W Change leadership

{ A

| - —T I Governance leadersip

‘ -

\ = ' - EMoral competence

\/’ l B Planning and organising

4 Anglyzls and Innevation
UKnowledge and Information
Management
‘Communlcation

U Results and quality forus

PERFORMANCE ASSESSMENT

6.1

The Performance Plan (Annexure A) to this Agreement sets out —
6.1.1 The standards and procedures for evaluating the Employee’s
performance; and

5
Executive Mayor: MM:
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6.2

6.3

6.4

6.5

6.6

6.7

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

Despite the establishment of agreed intervals for evaluation, the
Employer may in addition review the Employee’s performance 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
Development Plan as well as the actions agreed to and
implementation must take place within set time frames:

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

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;

Assessment of the achievement of results as outlined 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-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 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;

6.6.4 In the instance where the employee could not perform due to
reasons outside the control of the employer and employee, the
KP!' will not be considered during the evaluation. The
employee should provide sufficient evidence in such instances:
and

6.6.5 An overall score will be calculated based on the total 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 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/her Competencies;

§F S S
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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

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

6.8  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.

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

i

Outstandmg  Performance  Fully eHective Nol blly  Unaccestsble
performanes  signihcantly effective  ~ performance
abowe
expzckations

Terminology Description

Performance far exceeds the standard expected of an
employee at this level. The appraisal indicates that the
Outstanding Employee has achieved above fully effective results 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 vear.

Performance is significantly higher than the standard

:;:?;;L";:f; expected in the job. The appraisal indicates that the
aliou Employee has achieved above fully effective r_esul:s against
expectations more than half of the performance criteria and indicators and
fully achieved all others throughout the year.
Performance fully meets the standards expected in all areas
of the job. The appraisal indicates that the Employee has fully
Fully effective achieved effective results against all significant performance
criteria and indicators as specified in the PA and Performance
Plan.

Performance is below the standard required for the job in key
areas. Performance meets some of the standards expected
for the job. The review/assessment indicates that the
Not fully effective | employee has achieved below fully effective results against

7

(2
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Terminology Description

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 almost all of the
performance criteria and indicators as specified in the PA and

Unacceptahle Performance Plan. The employee has failed to demonstrate

performance the commitment or ability to bring performance up to the level
expected in the job despite management efforts to encourage
improvement.

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

rating scale:
5
a
3
2
1 1
T wi B e

Achievement

Description

Level

Do not apply the basic concepts and methods to proof a basic
Poor understanding of local government operations and requires
extensive supervision and development interventions.

Applies basic concepts, methods, and understanding of local
Basic government operations, but requires supervision 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 applies complex concepls, methods and
Advanced understanding. Effectively directs and leads a group and
executes in-depth analysis.

Has a comprehensive understanding of local government
operations, critical 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 —

6.11.1 Executive Mayor;

6.11.2 Mayor / Municipal Manager from another municipality; (@

A

8 T~ Y
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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 Committee;

6.11.4 The Member of the Mayoral Committee; and
6.11.5 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 mestings.

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:

Quartey Review Period Review to be completed by
' July - September October 2019 (informal)
2 Qctober — December February 2020
3 January — March April 2020 (Informal)
4 April - June September 2020

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 performance;

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 Annexure 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.

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 consulted before any such change or plan is made.

9
Executive Mayor: - MM:
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9.

10.

11.

OBLIGATIONS OF THE EMPLOYER

9.1

The Employer shall-

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

9.1.2 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;

9.14 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 to meet the performance objectives and targets
established in terms of this Agreement.

CONSULTATION

10.1

10.2

The Employer agrees to consult the Employee timeousiy 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 implement or to give effect to a
decision made by the Employer; and

10.1.3 A substantial financial effect on the Employer.

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.

REWARD

1.7

11.2

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

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.

10
Executive Mayor: MM:
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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
evaluated for the portion during which he was employed and he will be
entitled to a pro-rata performance bonus based on his evaluated
performance for the period of actual service; and

11.4 The Employer will submit the results of the annual assessment and
the scoring report of the Employee, to the MEC responsible for local
government.

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 fo any
matter dealt with in this Agreement, the Employer will give nofice 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 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

12.4 In the case of unacceptable performance, the Employer shall -

12.4.1 Provide systematic remedial or developmental support fto
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 to carry out his
or her duties.

13. DISPUTE RESOLUTION

13.1 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 to resolving the issue. 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,
\ OD

an independent arbitrator, acceptable to both parties, shall be
appointed to resolve the matter within 30 (thirty) business days;

//ﬁ
Ty &
Executive Mayor: MM: Q
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13.3 In the instance where the matters referred to in 13.2 were not
successfully resolved, 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 person appointed
by the MEC; and

13.4 In the event that the mediation process contemplated above fails, the
relevant clause of the Contract 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 to the

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

M
Thus done and signed at on the / (4 day June of

2019.

AS WITNESSES:

o olfeleui

O ™
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1
&
Thus done and signed at HQ—AM on the _\( day June of 2019,

AS WITNESSES:

2. 1

E)(ECUTIVE MAYORCD

o
4/

Executwc B{hy% V4 1 ®
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23 /260
Annexure B 2019/20
Cluster Leading Competencies
Competency Name Strategic Direction and Leadership
Provide and direct a vision for the institution, and inspire and deploy others
Competency Definition | o oier on the strategic instituticnal mandate
ACHIEVEMENT LEVELS __ .
BASIC COMPETENT ADVANCED SUPERIOR
= Understand e Give direction lo a|e Evaluate all activitles to [ Struciure and position
institutional and team in realising the | determine wvalue and| the institution to local
departmental inglitution's  sfrategic | alignment to sirategic | government priorities
strategic mandate and set| Intent Actively use in-depth
objectives, but | objectives e Display in-depth | knowledge and
lacks the ability | e Has & positive impact | knowledge and | understanding to
to Inspire others and influence on the | understanding of strategic | develop and Implement
fo achieve set morale, engagement | planning a comprehensive
mandate and participation of | e Align strategy and goals | insfitutional framework
= Describe  how | team members across all functional areas |« Hoid self accouniable
spacific  fasks | » Develop actions plans | » Actively define | for siralegy execution
link to to execute and guide | performance measures to | and resulis
Institutional strategy monitor the progress and |e Provide impact and
strategies  bul implementation effectiveness of the| influence through
has limited |e Assist in defining | institution building and
influence in | performance ¢ Consistently  challenge | malntaining  strategic
directing measures to monitor [ strategic plans to ensure | relationships
strategy the progress and| relevance Create an environment
*Has a2 basic | effectiveness of the | e Understand institutional | that fecilitates loyalty
understanding of | institution struciures  and political | and innovation Display
Institutional » Displays an| factors, and the | @ superior level of self-
performance awareness of | consequences of actions discipline and integrity
management, institutional structures | « Empower others to follow | in actions
but iacks the | and political factors stralegic  direction and |e Integrate various
ability fo | o Effectively deal with = complex| systems into a
integrate communicate barriers |  sfuations collective ~whole fo
systems into & [ to execution tc | e Guide the insfilution | optimise Institutional
collective whole relevant parties through complex and| performance
e Demonstrale @ |« Provide guidance to | ambiguous concern management
basic ) all stakeholders In the | o Use  understanding of |* Uses understanding of
understanding of | gchievement of the | power relationships and |~ competing interests to
key decision- | strategic mandate dynamic tensions among | Mmanoceuvre
makers e Understand the aim | key players to frame | successfuly to a
and objectives of the | communications and | Wwin/win outcome
institution and relate it | develop strategies,
to own work posilions and alliances
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Annexure B 2019/20
Cluster Leading Competencies o )
Competency Name _ | People Management
Effectively manage, inspire and encourage people, respect diversity,
Competency Definition | optimise talent and build and nurture relationships in order to achieve
institutional objectives
ACHIEVEMENT LEVELS
_BASIC COMPETENT ADVANCED SUPERIOR
e Parlicipate in |eSeek opportunities to | e Identify ineffective team | « Develop and
team goal- increase team | and work processes and | incorporate  best
setting and | coniribution and | recommend remedial | practice people
problem responsibllity interventions management
solving eRespect and support | s Recognise and reward | processes,
oinferact 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 | e Provide mentoring and | institution
diverse approach guidance to others in | «Foster a culture of
backgrounds « Effectively delegate | order to Increase | discipline,
o Aware of | tasks and empower| personal effectiveness responsibllity and
guidelines for others to  increase | e |dentify development | accountability
employee contribution and | and leaming needs | e Understand the
development, execute funclions | within the team impact of diversity
but  requires optimally s Bulld a work | In  performance
support in | e Apply relevant [ environment conducive | and actively
implementing employee legislation | to sharing, innovation, | incorporate a
development fairly and consistently ethical behaviour and | diversity strategy
Initiatives o Faciitate team goal-| professionalism in the institution
setting and problem- | sInspire a culiure of | » Develop
solving performance excellence | comprehensive
« Effectively identify | by giving positive and | integrated
capacity requirements | constructive feedback to | strategies and
to fulfil the strategic | the team approaches fo
mandate e Achieve agreement or | human capital
consensus in| development and
adversarial . management
environments o Actively  identify
elead and unite diverse | trends and predict
teams across divisions | capacity
to achieve institutional | requirements to
objectives facilitate  wnified
transition and
performance
management
T
(\:ﬂ___:
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25/ 260

2019/20

“Cluster

Leading Competencies

Compefency Name

Program and Project Management

Able to understand program and project management methodology;

Competency Definition | plan, manage, monitor and evaluate specific activities In order to
deliver on set objectives
_ ACHIEVEMENT LEVELS _
BASIC COMPETENT ADVANCED SUPERIOR
e Initiate projects Establish broad | ¢ Manage multiple | ¢ Understand and
after approval from stakeholder programs and conceptualise
higher authorities involvement  and balance priorities the long-term
e Understand communicate the and conflicts implications  of
procedures project status and according to desired project
program key milestones institutional goals outcomes
project Define the roles |e Apply effective risk |» Direct a
management and responsibilities managerment comprehensive
methodology, of the project team strategies  through strategic macro
implications and create clarity Impact assessment and miero
stakeholder around and resource analysis and
involvement expectations requirements scope  projects
¢ Understand Find a balance |« Modify project scope | accordingly to

rational of projects
in relation to the

institution’s

strategic objectives

e Document
communicate

factors and risk

associated
own work

o Use nresults and

approaches

euccessful project
implementation as

guide

between  project and budget when realise
deadline and the required without institutional

quality of compromising  the objectives
deliverables quality and | e Consider and
\dentify appropriate objectives of the initiate  projects
project resources to project that focus on
facilitate the | = involve top-level achievement of
effective authorities and the long-term
completion of the relevant objectives
deliverables stakeholders in | = Influence people
Comply with seeking project buy- in positions of
statutory in authority to
requirements and | e Identify and apply implament
apply policies in a contemporary outcomes of
consistent manner project menagement | projects
Monitor  progress methodology o Lead and direct
and use of | « Influence and transiation  of
resources and motivate project policy into
make needed team to  deliver workable
adjustments to exceptional results actions plans
timelines,  steps, [« Monitor policy | = Ensures  that
and resource implementation and programs  are
allocation apply procedures to monitored o
manage risks track progress
and optimal
resource
utilisation, and

that adjustments
are made as
needed

AR
AR
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Annexure B 2019/20

Cluster Leading Competencies
Competency Name | Financial Management
Able to compile, plan and manage budgets, control cash flow,
institute financial risk management and administer procurement
Competency Deflnltlon | processes in accordance with recognised financlal practices. Further
to ensure that all financial transactions are managed in an ethical
manner - o
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
o Understand basic | Exhibit knowledge [ Take active s Develop planning
financial concepts of general financial ownership of tools to assist in
and methods as cancepts, planning, planning, evaluating and
they relate to budgeting, and budgeting, and manitoring future
institutional forecasting and forecast processes expenditure
processes and how they interrelate and provides trends
activities o Assess, identify credible answers to | ¢ Set budget
« Display and manage queries within own frameworks for
awareness into financial risks responsibility the institution
the various e Assume acost- e Prepare budgets ¢ Set strategic
sources of saving approach to that are aligned fo direction for the
financial data, financial the strategic instilution on
reporting management objectives of the expenditure and
mechanisms, o Prepare financial institution other financial
financial reports basedon | o Address complex processes
govemance, specilied formats budgeting and e Build and nurture
processes and e Consider and financial parinerships to
systems understand the management improve financial
¢ Understand the financial concemns management and
importance of implications of » Put systems and achieve financial
financial decisions and processes in place savings
accountability suggestions to enhance the o Actively identify
¢ Understand the o Ensure that quality and integrity and implement
importance of delegation and of financial new methods to
asset control instructions as management 8 improve asset
required by practices control
National Treasury |e Advise on policies |e Display
guidelines are and procedures professionalism in
reviewed and regarding asset dealing with
updated control financial data and
o |dentify and e Promote National processes
implement proper Treasury's
monitoring and regulatory
evaluation practices framework for
to ensure Financial
appropriate Management
spending against
budget

—— Y/
A
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Annexure B 201%9/20
Cluster Leading Competencies
Competancy Name Change Leaderghip .
Able to direct and initiate institutional transformation on all levels in
Competency Definition | order to successfully drive and implement new inibalives and
' | deliver professional and quality services to the community |
ACHIEVEMENT LEVELS
BASIC COMPETENT "ADVANCED SUPERIOR
Display an Perform an analysis |e Actively monilor Sponsor
awareness of change of the change impact change impact and change
interventions, and on the social, resuits and convey agents and
the henefits of political and proygress to relevant cresile a
transformation economic stakeholders network of
initiatives anvironment ¢ Secure buy-in and change
Able to identify basic Maintain calm and sponsorship for leaders who
needs for change focus during change change Initiatives support the
Idantify gaps Able to sssistteam |e Conlinuously inferventions
between the current members during evaluate change Actively
and desired stale change and keep strategy and desion adapt current
Identify potential risk them focused on the and introduce new structures
and challenges 1o deliverables approaches fo and
transformation, Volunteer to lead enhance the processes {0
including resistance change efforis institution’s incorporate
{o change factors outside of own work effectiveness the change
Parlicipate in change team e Bulld and nurture interventions
programs and Able to gain buy-in relationships with Mentor and
piloting change and approval for various stakeholders | . guide team
interventions change from to establish strategic memberson |
Understand the relevant alllance in facilitating the effects of
impact of chanpe stakeholders 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 aseist in resolving programs how to
Hocel Ggovemment. resistance to change |e Benchmark change integrate
factors interventions against {  change
Desigh change best change Motivate and
interventions that practices inspire others
are aligned with the | Understand the around
institution's strategic |  impact and change
objectives and goals psychology of initiatives
change, and put
remedial
interventions in
place to facilitate
effective
transformation
» Take calculated risk
and seak new ideas
from best practice
scenarios, and
identify the potential
for implementation

S——, V4
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Annexure B 2019/20
I Cluster Leading Competencies ]
Competency Name Govemance Leadership
Able to promote, direct and apply professionalism in managing risk
and compliance requirements and apply a thorough understanding
Competency Definition | of governance practices and obligations. Further, able to direct the
conceplualisation of relevant policles and enhance cooperative
governance relationships
ACHIEVEMENT LEVELS ==
BASIC COMPETENT ADVANCED SUPERIOR
¢ Display a basic e Display a ¢ Able {o link risk Demonsirate a
awareness of thorough initiatives into key high level of
risk, compliance understanding of institutionsl objectives commiiment in
and govemnance governance and and drivers complying with
factors but risk and e |dentify, analyse and goverpance
require guidance compliance measure risk, creale requirements
and factors and valid risk forecasts, Implement
development in implement plans and map risk profiles governance and
implementing to address these [« Apply risk control compliance
such o Demonstrate methodology and strategy fo ensure
requirements understanding of approaches fo prevent achievement of
e Understand the the techniques and reduce risk that institutional
structure of and processes for impede on the objectives within
cooperative oplimising risk achievement of the legislative
government but taking decisions institutional objectives framawork
requires within the o Demonstrate a Able to advise
guidance on institution thorough Local Government
fostering s Actively drive understanding of risk on risk
workable policy formulation retention plans management
relationships within the o |dentify and sirategies, best
between Institution to implemant practice
stakeholders ensure the comprehensive risk interventions and
o Provide input achievement of management systems | compliance
into policy objectives and processes management
formulation s Implement and |* Able ioforge
monitor the |  positive
formulation of policies, |  relationships on
identify and ansalyse co
constraints and govemnance leve! to
challenges with | enhance the
implementstion and| effecliveness of
provide Llocal government
recommendations for Abla to shape,
improvement direct and drive the
formulation of
policies on a macro
level

%M/

) 7
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29 /260
Annexure B 2019/20
[ Cluster Core Competencles
Competency Name | Moral Competence
Competency Able to identify moral triggers, apply reasoning that promotes honesty
Definition and integrity and consistently display behaviour that refiects moral
) competence o
ACHIEVEMENT LEVELS = :
BASIC COMPETENT ADVANCED SUPERIOR
» Realise the e Conduct self in ¢ {dentify, develop, and ¢ Create an
impact of alignment with the apply measures of self- environment
acting with values of Loeal correction conducive of
integrity, but Governmentand | e Able to gain trust and moral practices
requires the institution respect through aligning | o Actively develop
guidance and e Able to openly aclions with and implemant
development in admit own commitments measures {o
implementing mistakes and ¢ Make proposals and combal fraud
principles weaknesses and recommendetions that and corruption
e Follow the seek assistance are transparent and gain | = Set integrity
basic rules 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 fraudulent activity and ideas that are messures
basic moral and corruption congruent with the across the
situations, but within local institution's rules and Institution to
requires government regulations support the
guidance and Understand and « Takes an active stance objectives of
development in honour the against corruption and local
understanding confidential nature dishonesty when noted govermnment
and reasoning of matters withoul | » Actively promote the » Take
with moral seeking personal value of the institution to regponsibility for
intent gain internal and external own actions and
¢ Able to deal with stakeholders decisions, even
situations of s Able to work in unity with i the
conflict of interest a team and not seak consaguences
promptly and In the personal gain o are
best interest of o Apply universal moral unfavourable
local government principles consistenily to
achieve moral degisions
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Annexure B 2019/20

| Cluster | Core Competencies
Competency Name | Planning and Organising
Competency Able fo plan, prioritise and organise information and resources effectively
Definition {0 ensure the quality of service delivery and build efficient contingency
plans to manage risk
ACHIEVEMENT LEVELS D
BASIC COMPETENT ADVANCED SUPERIOR
e Able to follow s Actively and e Able to define e Focus cn broad
basic plans and appropriately institutional strategies and
organise tasks organise objectives, develop initiatives when
around set information and comprehensive developing
objectives FES0UrCes plans, integrate and plans and
e Understand the required for a coordinate activities, actions
process of task and assign s Able to project
planning and s  Recognise the appropriate and forecast
organising but urgency and resources for short, medium
requires importance of successiul and long term
guidance and tasks implementation requirements of
developmentin | Balance shorl e |dentify in advance the inatitution
providing and long-term required stages and and local
detailed and plans and goals actions to complete government
cemprehensive and incorporate tasks and projecte e Tranzlate policy
plans into the leam's e Schedule realistic into relevant
o Able to follow performance timelines, abjectives projects to
existing plans objectives and milestones for facliitate the
and ensure that  |o  Schedule tasks to tasks and projects achievement of
objectives are ensure they are | Produce clear, institutional
met performed within detailed and objectives
¢ Focus on short- budgst and with comprehenshve
term cbjectives efficient use of plans to achieve
in developing time and institutional
plans and resources objectives
aclions o Measures o |dentify possible risk
e Amange progress and factors and design
information and monitor and implerment
resources performance appropriate
required for a results contingency plans
task, but require »  Adapt plens In light
further structure of changing
and organisation circumstances
s  Prioritise tasks and
projecls according to
thelr relevant
urgency and
importance .
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Annexure B 2019/20
Cluster Core Competencies
Compeiency Name ' | Analysis and Innovation
Able to critically analyse information, challenges and frends to
Competency establish and implemeni fact-based solutions that are innovative
Definition to improve institutional processes in order to achieve key strategic
objeclives
ACHIEVEMENT LEVELS -
BASIC COMPETENT ADVANCED SUPERIOR
o Understand the |« Demonstrate logical |¢ Coaches team ¢ Demansirate complex
basic operation preblem solving members on analyiical and problem
of analysis, but technigues and analytical and solving approaches
lack detall and approaches and innovative and technigques
thoroughness provide rationale for | approaches and |« Create an environment
« Able to balance recommendalions techniques conducive to analytical
independent ¢ Demonstrate = Engage with and fact-based
analysis with objectivity, insight, appropriate problem-solving
requesting and thoroughness individuals in s Analyse, recommend
assigtanca from when analysing analysing and solutions and monitor
others problems resolving complex | trends in key
¢ Recommend e Able to break down problems challenges to prevent
new ways to complex problems  |e identify solutions and manage
perform tasks into manageable on various areas oscurence
within own parts and identify in the institution |« Create an environment
function solutions « Formulate and that fosters innovative
« Propose simple | Consult internal and | implement new thinking and follows a
remedial external ideas throughout learmning organisation
interventions stakeholders on the institution approach
that marginaily opportunities to » Able to gain ¢ Be a thought leader on
chalienges the improve processes approval and buy- | innovative customer
slatus quo and service delivery | in for proposed service delivery, and
® Listen to the  Clearly interventions from | process oplimieation
[deas and communicate the relevant e Play an active role in
perspectives of benefits of new stakeholders sharing best practice
others and opportunities and « Identify rends and | solutions and engage
explore innovative solutions best practices in in national and
opportunities to to stakeholders process and international local
enhance such | Continuously identify | service delivery government seminars
innovative opportunities to and propose and conferences
thinking enhance internal institutional
processes application
e |dentify and analyse |e Continuously
oppartunities engage in
conducive to research 1o
innovative identify client
appreaches and needs
propose rermedial
- intervention pe—t

,,C:;\%ﬂ
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Cluster Core Competencies
___Competency Name | Knowledge and Information Management e
Able lo promote the generation and sharing of knowledge and
Competency Definition | information through various processes and media, in order io
| enhance the collective knowledge base of local government
ACHIEVEMENT LEVELS
_BASIC COMPETENT ADVANCED SUPERIOR
& Collsct, e Use appropriate | ¢ Effectively predict | « Create and
categorise and information future information support a vision
track relevant systems and and knowledge and culture where
information technology to manggement leam members
required for manage requirements and are empowered to
specific tasks institutional systems seek, gain and
and projects knowledge and + Develop standards share knowledge
e Analyse and information and processes to and information
interpret shering meet fulure ¢ Establish
information to « Evaluate data knowledge partnerships
draw from various management across jocal
conclusions sources and use needs government to
s Seek new information e Share and facilitate
sources of effeclively to promote best- knowledge
information to influence practice management
increase the decisions and knowledge = Demonsirate a
knowledge provide solutions management mature approach
base e Actively create across various fo knowledge and
» Regularly mechaniams and institutions information
share structures for « Establish accurate sharing with an
information sharing of measures and abundance and
and knowledge information monitoring assistance
with internal e Use external and systems for approach
stakeholders internal knowiedge and + Recognise and
and team resources o information exploit knowledge
members research and management _ points In
provide relevant | « Creale a culture interactions with
and cutting-edge conducive of. internal and
knowledge o learning and external
enhance knowledge sharing stakeholders
institutional ¢ Hold regular
effectiveness and knowledge and
efficiency Information
sharing sessions
to elicit new ideas
and share best
practice
approaches

11@ (%,
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[ Cluster [ Core Competencies
Competency Name | Communication
Able to share information, knowledge 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 outcome i ]
- ACHIEVEMENT LEVELS
- BASIC COMPETENT ADVANCED SUPERIOR
e Demonstrate an e Express ideas | e« Effectively Regarded as a
understanding to individuals communicate high- specialist in
for and groups in risk and sensitive negotiations
communication formal and matters to relevant and
levers and tools informal stakeholders représenting the
appropriate for settings in an Develop a well- institution
the audience, manner that is defined Able to inspire
but requires interasting and communication and motivate
guidance in motivating strategy others through
utilising such e Ableto Balance political positive
tools understand, perspectives with communication
« Express ideas in tolerate and institutional needs that is impactful
a clear and appreciate when communicating and relevant
focused manner, diverse viewpoints on Creates an
but does not perspectives, complex issues environment
always take the aftitudes and Able to effectively conducive to
needs of the beliefs direct negotiations transparent and
audience Into e Adapt around complex productive
consideration communication metters and arive ai communication
e Disseminate and content and a win-win situation and critical and
convey style to suit the that promotes Batho appreciative
information and audience and Pele principles conversations
knowledge facilitate Market and promote Abls to
adequately optimal the institution to coordinate
Information external stakeholders. negofiations at
transfer and seek to enhance different levels
¢ Deliver content a positive image of within local
in @ manner the institution government and
that gains Able to communicate externally
support, with the media with
commitment high levels of moral
and agreement competence and
from relevant discipline
stakeholders
o Compile clear,
focused,
concise and
well-structured
written
documents
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Cluster Core Competencies
Competency Name | Resulls and Quality Focus
Able to maintain high quality standards, focus on achieving
results and objectives while consistently striving to exceed

Competency Definition | expectations and encourage others to meet quality standards.

Further, to aclively monitor and measure results and quality
against identified objectives

iy ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR

o Understand Focus on high- « Consistently verify | e Coach and
quality of work priority actions own standards guide others to
but requires and does not and outcomes (o exceed guality
guidance in become ensure quality standards and
attending to distracted by output results
imporiant lower-priority Focus on the end Develop
matters activities result and avoids challenging,

¢ Show a basic Display firm being distracted client-focused
commitment to commitment Demonstrate a goals and sets
achieving the and pride in determined and high standards
corract resulls achieving the committed for personal

¢ Produce the correct results approach to performance
minimum level Set quality achieving resulls Commit to
of resuits standards and and quality exceed the
requirad in the design standards results and
role processes and Follow task and quality standards,

o Produce tasks around projects through monitor own
outcomes that achieving set to completion performance and
is of agood standards Set challenging implement
standard Produce oulput goals and remedial

 Focus on the of high quality objectives to self interventions
quantity of Able 1o balance and team and when required
output but the quantily and display Work with team
requires quality of results commitment to to set ambilious
development in in order to achieving and chalienging
incorporating achieve expectations team goals,
the quality of objectives Maintain a focus communicating
work Monitors on quality cutputs long- and short-

« Produce quality progress, quality when placed term expectations
work in general of work, and use under pressure Take appropriate
circumstances, of resources; Establishing risks to
but fails to mest provide status institutional accomplish goals
expectation updates, and systems for Overcome
when under make managing and setbacks and
pressure adjustments as assigning work, adjust action

needed defining plans to realise
responsibilities, goals
fracking, Focus people on
monitoring and critical activities
measuring that yield a high
SUCCESS, impact
evaluating and
valuing the work

o

9
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OVERSTRAND MUNICIPALITY

Performance Agreement
for the financial year
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Performance Agreement 2019720

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

Santie Reyneke Naude, the Director: Finance (herein and after referred as
Employee) for the period 1 July 2019 to 30 June 2020

Where as

. 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”™

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

Employment concluded 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
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

10

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 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 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

21

2:2

2.3

2.4

25
2.6

2.0

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

To specify objectives and targets established for the Employee and to
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 outputs
and outcomes;

To establish a fransparent and accountable working relationship,;

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

To give effect to the Employer's commitment to a performance-
orientated relationship with the Employee 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 2019 and will remain in
force until 30 June 2020 where-after a new Performance Agreement
shall be concluded 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 315 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 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 parties, immediately be revised; and

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

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 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 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;

4.2.3 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.

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

The Employee's performance will, in addition, be measured in terms of
contributions fo 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 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:;

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;

P
4 L
Dir. (g_'ti:% MM: Av
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5.4

5.5

5.6

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 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;

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:

M Seivice Delivery and
Infrastructure

Municipal Transformation
and Institutional
Development

« Local Economic Development

* Municipal Finandial Viability
and Management

¥ Good Governance, Public
Participation Accountability
and Transparency

0%

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
strategic intent and direction and core competencies (indicated in
green on the graph below), which drive the execution of the leading

competencies.

e A O
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& irection and (ead

Y B People menagement |
\. 1 . W Program and profect management
: ¥ Financial manage ment
! v, . ¥ Change leadership I
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A @ Planning and organising
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management
Communication

1 Results and quailty focus i

PERFORMANCE ASSESSMENT
6.1 The Performance Plan (Annexure A) to 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
performance.

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 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 to the panel members for
preparation purposes:;

6.6 Assessment of the achievement of results as outlined 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-hoc tasks that had to
be performed under the KPI;
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6.7

6.8

6.9

6.6.2 A rating on the five-point scale described in 6.9 below shall be
provided for each KPI or group of KPls 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 instance 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
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.

Assessment of the Competencies:

6.7.1 FEach 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 commitiee. 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 described in 6.10 below shall
be provided for each Competency which will then be multiplied
by the weighting to calculate the final score; and

6.7.3 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 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 KPls:

- wband
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I"ﬂb

danslandng
periormance

Terminology

Outstanding
performance

Peclormance  Fully efectrve Mot Tully Unareceptatle

significanily eifective performance
abowe
expectatians
Description

Perfarmance far exceeds the standard expected of an
employee at this level. The appraisal indicates that the
Employee 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 year. ¢

Performance
slgnificantly
above

expectations

Performance is significantly higher than the standard
expected in the job. The appraisal indicates that the
Employee has achieved above fully effective results against
more than half of the performance criteria and indicators and
fully achieved all others throughout the year.

Fully effective

Performance fully meets the standards expected in all areas
of the job. The appraisal indicates that the Employee has fully
achieved effective results against all significant performance
criteria and indicators as specified in the PA and Performance
Plan,

Not fully effective

Performance Is below the standard required for the job in key
areas. Performance meets some of the standards expected
for the jeb. The review/assessment indicates that the
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.

Unacceptable
performance

Performance does not meet the standard expected for the job.
The review/assessment indicates that they employee has
achieved below fully effactive resulis against almost all of the
performance criteria and indicators as specified in the PA and
Performance Plan. The employee has failed to demonstrate
the commitment or ability to bring performance up to the level
expected in the job despite management efforts to encourage

improvement.

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

rating scale:

’ Dir.: @HMM:
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Poor Basic Competent Advanced Superior
e ——— M——

Achievement Description
Do not apply the basic concepts and methods to proof a basic
Poor understanding of local government operations and requires
extensive supervision and development interventions.

Applies basic concepts, methods, and understanding of local
Basic government operations, but requires supervision and
development intervention.

Develops and applies more progressive concepts, methods

Level

Competent and understanding. Plans and guides the work of others and
executes progressive analysis.
Develops and applies complex concepis, methods and
Advanced understanding. Effectively direcls and leads a group and

executes in-depth analysis.

Has a comprehensive understanding of local government
operations, critical 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 —

6.11.1 Municipal Manager;
6.11.2 Municipal Manager from another municipality;

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

6.11.4 The Member of the Mayoral Commititee (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
Employee within five (5) working days after each quarterly and annual

assessment meetings.
2 % \‘@
Dir.: . MM: “ I" E
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SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2

7.3

74

7.5

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

1 July - September October 2019 (informal)
2 October — December February 2020

3 January — March April 2020 (Informal)
4 April - June September 2020

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 performance;

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 Annexure 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.

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 consulted before any such change or plan is made.

OBLIGATIONS OF THE EMPLOYER

9.1

The Employer shall-

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

9.1.2 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 Employee delegate such powers
reasonably required by the Employee to enable him to meet

“
* ol
Dir.: MM:
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10.

1.

12.

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 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 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 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.

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 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 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 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; an

. Dir.:‘gjfé; MM: E@
S 8 s
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13.

14.

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 to carry out his
or her duties.

DISPUTE RESOLUTION

13.1 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 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
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 arbitrator, acceptable to both parties, shall be
appointed to 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 Mayor 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 Contract of Employment shall apply.

GENERAL

141 The conients 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, 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.

Dir.: g@ﬂ. MM: 1 /%2{&



151
49 / 260

Performance Agreement 2019720

Thus done and signed at ‘gé""‘“q on the / 0 day June of
2019.

AS WITNESSES:
1, &:b\ O i
—J IPAL MANAGER

" @f&ﬂL S G
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Thus done and signed at Herrmmnus on the f&x‘rﬁ'day June of 2019.

AS WITNESSES:

DIRECT@R

2 Al et
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61/ 260
Annexure B 2019/20
Cluster Leading Competencies
Compsetency Name Strategic Direction and Leadership
Provide and direct a vislon for the institution, and inspire and deploy othars
Competency Definltion | ,, yejiver on the strategic institutional mandate
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Understand * Give direction to a | Evaluate all activities to [e Structure and position
institutional and team In realising the | determine wvalue and| the institution to local
departmental institution's  strategic | alignment to sirategic | government priorities
stralegic mandate and set| intent e Actively use in-depth
objectives, but | objectives o Display in-depth e and
lacks the ability | Hag a positive impact | knowledge and | understanding fo
fo inspire cthers and influence on the | understanding of stralegic | develop and implement
to achisve set morale, engagement | planning a comprehensive
mandate and participation of | » Align strategy and goals | institutional framework
» Describe  how team members across all functional areas (e Hold self accountable
specific  tasks |« Develop actions plans | « Actively define | for stralegy execution
link fo | to execule and guide | performance measures to | and results
institutional strategy monitor the progress and |e Provide impact and
strategles  but implementation effectiveness of the | influence through
has limted |s Assist  in defining [ institution building and
influence in | performance o Consistently  challenge | maintaining  strategic
directing measures to monitor | strategic plens to ensure | relationships
strategy the progress and| relevance e Create an environment
eHas & basic effectiveness of the | e Understand institutional | that facilitates loyalty
understending of | institution structures and political | and innovation Display
institutional o Displays an | factors, and the | & superior level of self-
performance awareness of | econsequences of actions discipline and integrity
management, institutional structures | « Empower others to follow | in actions
but lacks the and poliical factors sirategic  direction and |* Integrate various
ability to | e Effectively deal  with  complex| systems into a
integrate communicate barriers |  sltuations collective whole to
systems info a | to execution o | e Guide the inslitution | optimise instilutional
collective whole relevant parties through complex and| performance
» Demonstrate & |« Provide guidance to | ambiguous concern management
basic all stakeholders in the | e Use understanding of | Uses understanding of
understanding of | achievement of the | power relationships and |~ competing interests to
key decision- | strategic mendate dynamic tensions among | manoeuvre
makers o Understand the aim| key players fo frame | successfuly to a
and objectives of the | communications and | win/win outcome
institution and relate it | develop strategies,
to own work positions and alliances
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to fulfill the strategic
mandate

the team

e Achieve agreement or
CONSensus in
adversarial
environments

eLead and unite diverse
teams acress divisions
to achieve institutional
objectives

o Actively

62/ 260

Annexure B 2019/20

Cluster Leading Competencies _
Competency Name | People Management
Effectively manage, inspire and encourage people, respect diversity,
Competency Definition | optimise talent and build and nurture refationships in order to achieve
institutional objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
eFarticipate in | eSeek opportunities to | « ldentify ineffective team |  Develop and
team goal- increase team | and work processes and | incorporate best
setting and | contribution and | recommend remedial | practice people
problem responsibllity interventions management
solving =Respect and support [ e Recognise and reward | processes,
sinteract 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 | e Provide mentoring and | institution
diverse approach guidance to others in | » Foster a culture of
backgrounds = Effectively delegatle | order to  increase | discipline,

e Aware of taske and empower| personal effectiveness responsibllity and
guidelines for | others to increase | eIdentify  development | accountability
employee contribution and | and Ileaming needs |eUnderstand the
development, execute functions | within the team impact of diversity
but  requires | optimally * Build a work | in  performance
support in | e Apply relevant | environment conducive | and actively
implementing employee  legislation | to sharing, innovation, | incorporate a
development fairly and consistently ethical behaviour and | diversity s
initiatives eFacilitate team goal-| professionalism in the institution

sefting and problem- | elnspire a cullure of | » Develop

solving performance excellence | comprehensive

o Effectively identify | by giving positive and | integrated
capacily requirements | constructive feedback to | strategies  and

approaches {0
human capital
development and
management
identify
trends and predict
capacity
requirements  to
facilitate  unified
fransition and
performance
management
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63 /260
Annhexure B 2019/20

Cluster Leading Competencies

Competency Name Program and Project Management
Able to understand program and project management methodology;
Competency Definitlon | plan, manage, monitor and evaluate specific activities in order to

deliver on set objeclives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
o Initiate projects | » Establish broad | ¢ Manage multiple | « Understand and
after approval from stakeholder programs and conceptualise
higher authorities involvement  and balance priorities the long-term
e Understand communicate the and conflicts implications  of
procedures of project status and according to desired project
program and key milestones institutional goals outcomes
project e Define the roles |« Apply effective risk|e Direct a
management and responsibilities management comprehensive
methodology, of the project team strategies  through strategic macro
implications  and and creale clarty impact assessment and micro
stakeholder around and resource analysis and
involvernent expeciations 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 required without institutional
institution’s quality of compromising  the objectives
strategic objectives deliverables quality and (e Consider and
e Document and | e |dentify appropriale objectives of the initiate  projects
communicate projeci resources to project that focus on
factors and risk facilitate the [ e Involve top-level achievement of
associated  with effective authorities and the long-term
oW work completion of the| relevant objectives
e« Use results and deliverables stakeholders in | = Infiuence people
approaches of |« Comply with seeking project buy- in positions of
successful project statutory in authority fo
implementation as requirements and [ ¢ Identify and apply implement
guide apply policies in a contemporary " outcomes of
consistent manner project management projects
¢ Monitor progress methodology s Lead and direct
and use of | e Influence and translation  of
resources and motivate project policy into
make needed team to deliver workable
adjustments ((+] exceptional results actions plans
timelines,  sieps, | » Monitor policy | © Ensures  that
and resource implementation and programs  are
allacation apply procedures to| monitored  to
manage risks track progress
and optimal
resource
utilisation, and
that adjustments
are made =28
needed

ah,
Ry

7
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64 / 260
Annexure B 2019/20
Cluster Leading Competencies
Competency Name 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. Further
fo ensure that all financial transactions are managed in an ethical
manner
____ ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
= Understand basic Exhibit knowledge |e Take active = Develop planning
financial concepls 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 foracast procesees axpenditure
processes and how they interrelate and provides trends
aclivities Assess, identify credible answers to | ¢  Set budget
s Display and manage queries within own frameworks for
awareness inlo financial risks respansibility 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, financial the strategic institution on
reporting management objectives of the expenditure and
mechanisms, Prepare financial institution other financial
financial reports based on s Address complex processes
govemance, specified formats budgeting and * Build and nurture
processes and Consider and financial partnerships to
gystems understand the management improve financial
¢ Understand the financial concams management and
importance of implications of e Put systems and achieve financial
financial decigions and processes in place savings
accountability suggestions to enhance the o Actively identify
e Understand the Ensure that quality and integrity and implement
importance of delegation and of financial new methods fo
asset control instructions as management improve asset
required by practices control
National Treasury | e Adviseonpolicies |e Display
guidelines are and procedures professionalism in
reviewed and regarding asset dealing with
updated control financial data and
Identify and » Promote National processes
implement proper Treasury's
monitoring and regulatory
evaluation practices framework for
to ensure Financial
appropriate Management
spending against
budget

=

\)
AR
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65/ 260
Annexure B 2019/20
Cluster Leading Competencies
Competency Name Change Leadership

Compstency Definition

Able to direct and initiate institutional transformation on all lavels in
order to successfully drive and implement new initiatives and

deliver professional and quality services to the community

for implementation

ACHIEVEMENT LEVELS S
BASIC COMPETENT ~ ADVANCED SUPERIOR
« Display an o Perform an analysis |« Actively monitor e Sponsor :
awarenass of change of the change impact change impact and change
interventions, and on the social, results and convey agenis and
the benefits of political and progress to relevant create a
transformation economic stakeholders network of
initiatives environment » Secure buy-in and change
= Able to ldentify basic e Maintain calm and sponsorship for leadere who
needs for change focus during change change Initiatives support the
e Identify gaps e Ableto assistteam [e¢ Continuously interventions
between the current members during evaluate change *  Actively
and desired state change and keep strategy and design adapt current
o [dentify potentlal riak them focused on the and intfroduce new slructures
and challenges to deliverables approaches ta and
transformation, » Volunteer to lead enhanoe the processes to
including resistance change efforis institution's incorporate
to change factors outside of own work effectiveness the change
e Participate in change team « Bulld and nurture interventions
programs and ¢ Able {o gain buy-in relationships with ¢ Rhentor and
piloting change and epproval for various stakeholders |-  guide team
interventions change from to establish strategic meambars on
= Understand the relevant alliance in facilitating the effecis of
impact of change stakeholders change -change,
interventions on the  |= Identify change ¢ Take the lead in resistance
institution within the readiness levels and impactful change faclors and
broader scope of assist in resolving programs how to
tlocal Ggovernment. resistance to change [« Benchmark change infegrate
factors interventions against |  change
¢ Design change best change ¢ Molivate and
interventions that practices inspire others
are afigned with the |e Understand the around
insfitution's strategic impact ang change
objectives and goals psychology of Initiatives
change, and put
remedial
Interventions in
place to facilitate
effective
transformation
e Take calculated risk
and seek new ideas
from best practice
scenarios, and
identify the potential
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Cluster

Leading Competencies

Competency Name

Govemance Leadership

Able to promote, direct and apply professionalism in managing risk
and compliance requirements and apply a thorough understanding

Competency Definition | of governance practices and obligations. Further, able to direct the
conceplualisation of relevant policies and enhance cooperative
governance relationships

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Display a basic |+ Display a e Able to link risk ¢ Demonstrate a
awareness of thorough initiatives into key high level of
risk, compliance understanding of institutional objectives commitment in
and governance governance and and drivers complying with
factors but risk and ¢ |dentify, analyse and govemance
require guidance compliance measure risk, create requirements
and factors and valid risk forecasts, & |mplement
development in implement plans and map risk profiles govemnance and
implementing to address these (s  Apply risk control compliance
such ¢ Demonstrate methodology and strategy o ensure
requirements understanding of approaches to prevent |  achievement of
Understand the the techniques and reduce risk that institutional
structure of and processes for |  impede on the objectives within
cooperative optimising risk achisvement of the legisiative
govemment but taking decisions institutional objectives framework
requires within the » Demonstrate a « Able to advise
guidance on institution thorough Local Government
fostering » Actively drive understanding of risk on risk
workable policy formulation retention plans management
relationships within the e [dentify and strategies, best
belween ingtitution o implemeant practice
stakeholders ensure the comprehensive risk interventions and
Provide input achievement of management systems . compliance
into policy objectives and processes managsment
formulation o Implement and [* Able ioforge
monitor the |  posilive
formuletion of policies, |  telationships on
identify end analyse ! cooperative
constraints and govermnance level o
challenges with enhance the
implementation and [ effectiveness of
provide local government
recommendations for [e  Able to shape,
improvement direct and drive the
formulation of
policies on a macro
level

@

¥
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Clusler Core Competencies
Competency Name | Moral Competence
Competency Able fo identify moral triggers, apply reasoning that promotes honesty
Definition and integrity and consistently display behaviour that reflects moral
competence _—
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Realise the Conduct self in e [dentify, develop, and s Create an
impact of alignment with the apply measures of self- environment
acting with values of Local correction conducive of
integrity, but Government and e Able to gain trust and moral practices
requires the institution respect through aligning |« Actively develop
guidance and Able to openly actions with and implement
development in admit own commitments measunes to
implementing mistelkes and * Make proposals and combat fraud
principles weaknasses and recommendations that and corruption
e Follow the seek assistance are transparent and gain | » Set integrity
basic rules and from others when the approval of relevant standardg and
regulations of unabie to deliver stakeholders shared
the institution Actively report » Present values, beliefs accountability
s Able to identify fraudulent activity and ideas that are measures
basic moral and corruption congruent with the across the
situations, but within local institution's rules and institution to
requires government regulations support the
guidence and Understand and o Takes an active stance objectives of
development in honour the against corruption and local
understanding confidential nature dishonesty when noted government
and reasoning of matters without |« Actively promote the e Take
with moral seeking personal value of the institution 1o respongihillty for
intent gain interna! and external own actions and
Able to deal with stakeholders declsions, even
situations of o Able to work in unity with |  ifthe
conflict of interest a team and not seek consequences
promptly and in the personal gain : are
best interest of ¢ Apply universal moral unfavourable
local government principles consistantly to
achieve moral decisions
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i Cluster Care Competencies
Competency Name | Planning and Organising
Compstency Able to plan, prioritise and organise information and resources effectively
Definition to ensure the quality of service delivery and build efficient contingency
plans to manage risk
ACHIEVEMENT LEVELS o
BASIC COMPETENT ADVANCED SUPERIOR
o Able to follow o  Actively and e Able to define »  Focus on broad
basic plans and appropristely institutional strategies and
organise tasks organise objectives, develop initiatives when
around set information and comprehansive developing
objectives resources plans, integrate and plans and
s Understand the required for a coordinate activities, actions
process of task and aseign [¢  Able to project
planning and * Recognise the appropriate and forecast
organising but urgency and resources for short, medium
reguires importance of successful and long term
guidance and tasks implementation requirements of
developmentin e Balance short s |dentify in advance the institution
providing and long-term required stages and and local
delailed and plans and goals actions to complete government
comprehensive and incorporate tasks and projects o Translate policy
plans into the team's e Schedule realistic inte relevant
«  Able to follow performance timelines, objectives fo
existing plans chjectives and milestones for faciitate the
and ensure that | Schedule tasks to tasks and projects achievement of
objectives are ensure thay are  |e  Produce clear, institutional
met performed within detailed and objectives
¢ Focus on shori- budget and with comprehensive .
term cbjectives efficient use of plans to achieva
in developing time and institutional
plans and resources objectives
actions o Measures [o  identify possible risk
» Arrange progress and factors and design
information and monitor and implemsnt
resources perfarmance appropriate .
required for a results contingency plans
task, but require o  Adapt plans in light
further structure of changing
and organisation circumstances
* Priorilise (asks and
projects accoerding to
their relevant
urgency and
importance I




171

69 /260
Annexure B 2019/20
Clustar Core Competencies
Competency Name * | Analysis and Innovation
Able to critically analyse information, challenges and frends to
Competency establish and implement fact-based solutions that are innovative
Definition to improve institutional processes in order to achieve key strategic
objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED . SUPERIOR
e Understand the |e Demonstrate logical | Coaches team ¢ Demonstrate complex
basic operation problem solving members on analytical and problem
of analysis, but technigues and analytical and solving approsches
lack detail and approaches and innovative and techniques
thoroughness provide rationale for approaches and |e Create an environment
« Able to balance recommendations techniques conducive to analytical
independent ¢ Demonstrate ¢ Engage with and fact-based
analysis with objeciivity, ingight, appropriate problem-solving
requesting and thoroughness individuals in ¢ Analyse, recommend
assistance from when analysing analysing and solutions and monitor
others problems resolving complex | trends in key
¢ Recommend = Able fo break down problams challenges to prevent
new ways to complex problems [ Identify solutions and manage
perform tasks into manageable on various areas occurrence
within own parts and identify in the institution | e Creafe an environment
function solutions e Formulate and that fosters innovative
© Propose simple |« Consultinternal and | implement new thinking and follows a
remedial external ldeas throughout leaming organisation
interventions stakeholders on ' the institution approach
that mamginally oppertunities to ¢ Able to gain * Be a thought leader on
challenges the improve processes approval and buy- | innovative customer
status quo and service delivery | In for proposed service delivery, and
e Listen fo the e Clearly interventions from | process optimisation
ldeas and communicate the relevant e Play an active role in
perspectives of benefits of new stakeholdere sharing best practice
othere and opporiunities and + Identify frends and | solutions and engage
explore innovative solutions best practices In in national end
opportunities (o to stakeholders process and international ocal
enhance such (e Continuously Identify | service delivery government seminars
innovative opportunities to and propose and conferences
thinking enhance internal institutional
processes application
e |dentify and analyse ;e Continuously
opportunities engage in
conduclve to research to
innovative identify client
approaches and needs
propose remedial
intervention e

@Uk@
T4
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Clustar Core Competencies
|__Competency Name | Knowledge and Information Managemen B
Able lo promote the generation and sharing of knowledge and
Competency Definition | information through various processes and media, in order 1o
enhance the collective knowledge base of local government
ACHIEVEMENT LEVELS
BASIC COMPETENT |  ADVANCED SUPERIOR
o Collect, e Use appropriate | » Effectively predict | ¢ Create and
categorise and information future information support a vision
track relevant systems and and knowledge and culture where
information technology to management leam members
required for manage reguirements and are empowered to
specific tasks institutional systems seek, gain and
and projects knowledge and « Develop standards share knowledge
e Analyse and information and processes fo and information
intarpret sharing meet future Establigh
information to e Evaluate data knowledge partnerships
draw from various management across local
conclusions sources and use needs government to
¢ Sesk new information ¢« Share and facilitate
sources of effectively to promote best- knowledge
information to influence practice management
increase the decisions and knowledge Demonstrate a
knowledge provide solutions management mature approach
base o Aclively create Aacross various to knowledge and
» Regularly mechanisms and institutions information
share structures for o Establish accurate sharing with an
information sharing of measures and abundance and
and knowledge information monitoring asslstance
with internal * Use external and systems for approach
stakeholders internal knowledge and Recognise and
and team resources fo information exploit knowledge
members research and management points in
provide relevant | « Create a culture inieractions with
and cutting-edge conducive of internal and
knowledge fo leamning and external
enhance knowledge sharing stakeholders
instiutional ¢ Hold regular
effectiveness and | knowledge and
efficiency information
sharing sessions
to elick new ideas
and share best
practice
approaches

<
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L Cluster |.Core Competencies
Competency Name | Communication
Able ta share information, knowledge and ideas in a clear,
Competency focused and concise manner appropriate for the audience in
Dofinition order o effectively convey, persuade and influence stakeholders
to achieve the desired outcome . ‘ )
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Demonsirate an = Expregs ideas |« Effectively Regarded ag a
understanding to individuals communicate high- specialist in
for and groups in risk and sensitive negotiations
communication formal and matters to relevant and
levers and tools informail stakeholders representing the
appropriate for sefingeinan | ¢ Davelop a well- institution
the audience, manner that is defined Able to inspire
but requires intaresting and communication and motivate
guidance in molivating strategy olhers through
utilising such « Ableto  Balance political positive
tools understand, perspectives with communication
e Express ideas in tolerate and institutional needs that is impactiul
a clear and appreciate when communicating and relevant
focused manner, diverse viewpoints on Crestes an
but does not perspectives, complex issues environment
always lake the atitudes and | « Able to effectively conducive to
needs of the beliefs direct negotiations transparent and
audience into o Adapt around complex produclive
consideration communication matiers and arrive at communication
« Disseminate and content and a win-win situation and critical and
convey style fo suit the that promotes Batho appreciative
information and audience and Pele principles conversations
knowledge facilitate * Market and promote Able to
adequately optimal the Institution to coordinate
information external stakeholders negoliations at
transfer and seek to enhance different levels
= Deliver content a positive image of within local
in &8 manner the institution government and
that gains ¢ Able to communicate externally
suppont, with the media with
commitment high levels of moral
and agreement competence and
from relevant discipline
stakeholders
o Compile clear,
focused,
concise and
well-strictured
written
documents
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Clustier Core Competencies
Competency Name | Results and Quality Focus
Able to maintain high quality standards, focus on achieving
results and objectives while consistently stiiving to exceed
Competency Definition | expectations and encourage others to meet quality standards.
Further, to actively monitor and measure results and quality
against identified objectives
. ACHIEVEMENT LEVELS .
BASIC COMPETENT _ADVANCED SUPERIOR
Understand Focus on high- « Consistently verify Coach and
quality of work priority actions own standards guide others to
but requires and does not and outcomes to excesd qualily
guidance in become ensure quality standards and
attending to distracted by output results
important lower-priority Foous on the end Develop
matters activities resull and avoids challenging,
Show a basic Display firm being distracted cllent-focused
commitmeant to commitment Demonstrate a goals and sets
achieving the and pride in determined and high standards
correct results achieving the committed for personal
Produce the correct results approsch to performance
minimum level Set quality achieving results Commit to
of resulis standards and and quality exceed the
required in the dasign standards results and
role processes and Follow task and quality siandards,
Produce tasks around projects thraugh moniter own
outcomes that achieving set to completion performance and
is of a good standards Set challenging implement
standard Produce oulput goals and remedial
Focus on the of high quality objactives to self interventions
quantity of Able to balance and team and when required
output but the quantily and display Work with team
requires quality of results commilrent to o set ambitious
development in in order to achieving and challenging
incorporating achieve expeclations team goals,
the quality of abjectives Maintain a focus communicating
work Monitors on quality outputs long- and short-
Produce quality progress, quality when placed term expectations
work in general of work, and use under pressure Take appropriate
circumstances, of resources; Establishing rigks to
but fails to meat provide status institutional accomplish goals
expectation updates, and systems for Overcome
when under make managing and satbacks and
pressure adjustments as assigning work, adjust action
needed defining plans fo realise
responsibilities, goals
tracking, Facus people on
monitoring and critical activities
measuring that yleld & high
success, impact
evaluating and
valuing the work
of the institution

%.
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Performance Agreement 2019/20

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

Roderick Williams, the Director: Community Services (herein and after referred as
Employee) for the period 1 July 2019 to 30 June 2020

Where as

a. The Employer has entered into a coniract 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. Section 57(1)(b) of the Systems Act, read with the Contract of
Employment concluded between the parties, requires the Parties to
conclude an annual performance agreement;

c. 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

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 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 appointed in terms of Section
82 of the Structures Act;

1.1.4 ‘the Employer” means Qverstrand Municipality; and

1.1.5 “the Parties” means the Employer and Employee.

’ ==,
Dir.: M:

O
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PURPOSE OF THIS AGREEMENT

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

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

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

A);

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

2.5 To establish a transparent and accountable working relation ship;

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 to a performance-orientated
relationship with the Employee in attaining improved service delivery.

COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2019 and will remain in force
until 30 June 2020 where-after a new Performance Agreement shall be
concluded between the parties for the next financial year or any portion
thereof; _

3.2  The Parties will conclude a new Performance Agreement 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
contract of employment for any reason;

3.4 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 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.
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PERFORMANCE OBJECTIVES
41  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 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.

4.2  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 (IDP), 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;

4.2.3 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 C) sets 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 Employee agrees to participate in the performance management
system that 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
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5.3

5.4

5.5

5.6

5.7

The Employer must consult the Employee about the specific performance
standards and targets that wil 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 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;

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:

B Seyvice Deliviery and
Infrastructure

Municipal Translormation
and Institutional
Development

* Lotal Economic Development

¥ Municipal Finandial Viability
‘ and Management

a s B Good Governance, Public
| @ ! W
L ¥ B -'., :@

Participation Accountability

and Transparency
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 strategic
intent and direction and core competencies (indicated in green on the
graph below), which drive the execution of the leading competencies.

=4
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B Strategic direction and leadership |

\ ' B Pagple management
‘ W Program and project management
B Financial management
\ B =y ¥ Change leadership |
»r
' . Governance leadersip
\ [ - B Moral compatence
' - _ | B Planning and organising
' . U Analysis and innovation
| Uknowledge and information

managernent
+ | Communication

U Results and quality focus

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 - ;
6.1.2 The intervals for the evaluation of the Employee’s performance.

Despite the establishment of agreed intervals for evaluation, the Employer
may in addition review the Employee's performance 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
Development Plan as well as the actions agreed to and implementation
must take place within set time frames;

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

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;

Assessment of the achievement of results as outlined in the performance

6 A
Dit.. % ;VjM:
| =
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6.7

6.8

6.9

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-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 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;

6.6.4 In the instance 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 employee
should provide sufficient evidence in such instances; and

6.6.5 An overall score will be calculated based on the iotal 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 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/her
Competencies;

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

6.7.3 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 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 KPls:

! Dﬁ.:%:
w O
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5
4
| '
Guistandmg  Performsnce  Fully efectve Mot Tally Unacceptuhle
perormanse  sipnificantly effeckive parformance

abowe
wxpurtations

Terminology Description
Performance far exceeds the standard expected of an employee

at this level. The appraisal indicates that the Employee has

Qutstanding achieved above fully effective resulls against all performance
performance criteria and indicators as specified in the PA and Performance
plan and maintained this in all areas of responsibility throughout
the year.
Performance is significantly higher than the standard expected in
Performance the job. The appraisal indicates that the Employee has achieved
slgnificantly above | above fully effective results against more than half of the
expectations performance criteria and indicators and fully achieved all others
throughout the year.

Performance fully meets the standards expecled in all areas of
the job. The appraisal indicates that the Employee has fully
Fully effective achieved efiective results against all significant performance
criteria and indicators as specified in the PA and Performance
Plan.

Performance is below the standard required for the job in key
areas. Performance meets some of the standards expected for
the job. The review/assessment indicates that the employee has
Not fully effective | 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 almost all of the
performance criteria and indicators as specified in the PA and

Unacceptable Performance Plan. The employee has failed to demonstrate the

performance commitment or ability to bring performance up to the level
expected in the job despite management efforts to encourage
improvement.

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

B%JQLCN
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6.11

6.12

Poor

Achlevement
Level

Poor

. —_— ——— 1

Basic Competent  Advanced Superior

Description

Do not apply the basic concepts and methods to proof a basic
understanding of local government operations and requires
extensive supervision and development interventions.

Basic

Applies basic concepts, methods, and understanding of local
government operations, but requires supervision and
development intervention. g

Competent

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

Advanced

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

Superior

Has a comprehensive understanding of local government
operations, critical in strategic shaping strategic direction and
change, develops and applies comprehensive concepts and
methods.

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;

6.11.2 Municipal Manager from another municipality;

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

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

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

&
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6.13  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

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

Quarter Review Period Review to be completed by
1 July - September October 2019 (informal)
2 October — December February 2020
3 January — March April 2020 {Informal)
4 April - June September 2020

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 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

7.5 The Employer may amend the provisions of Annexure 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.

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
consulted before any such change or plan is made.

OBLIGATIONS OF THE EMPLOYER

9.1 The Employer shall-

9.1.1 Create an enabling environment to facilitate effective performance

by the employee;
10 ==
Dir.: MM:
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10.

11.

9.1.2 Provide access to skills development and capacity building
opportunities;

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

9.1.4 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

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 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 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 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 praclicable to enable the Employee to take any
necessary action with delay.

REWARD

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

11.2 It 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.

.
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12.

13.

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;

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

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 incapagcity to carry out his or her duties.

DISPUTE RESOLUTION

13.1  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 to resolving the issue. 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 arbitrator, acceptable to both parties, shall be appointed to
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 Mayor shall be final and binding on both

parties; and
2 =
Dir: ™ MM: %
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135 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

14.2 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.

Thus done and signed at y‘ :" Sy on the /0 day June of

2019.

AS WITNESS
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T
Thus done and signed at #EW"“ on the ':'F day June of 2019

AS WITNESSES:
1, CAA ' S %
l/ DIRECTOR
2.
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Annexure B 2019/20
Cluster Leading Compelencies
Competency Name | Strategic Direction and Leadership
Provide and direct a vision for the institution, and inspire and deploy others
Contpalsany Dafinition fo deliver on the strategic institutional mandate
ACHIEVEMENT LEVELS _
BASIC COMPETENT ADVANCED SUPERIOR

e Understand « Give direction to a | Evaluate all activities to [¢ Structure and position

institutional and team in realising the | determine wvalue and| the institution fo local

deparimental institution's  stralegic | alignment to strategic | government priorities

sirategic mandate and set| Intent » Actively use in-depth

objectives, but chjectives » Display in-depth {  knowledge and

lacks the ability | e Has a positive impact | knowledge and | understanding to

to inspire others and Influence on the | understanding of strategic | develop and implement

to echieve set morale, engagement | planning <] comprehensiva

mandate and participation of | « Align strategy and goais | institutional framework
¢ Describe  how | team members across all functional areas | Hold self accountable
specific  tasks | e Develop actions plans | « Actively define | for strategy execution
fink to | to execute and guide | performance measures lo | and results
institutional strategy monitor the progress and [e Provide impact and
strategles  but implementation effectiveness of the | influence through
has limited | e Assist In defining | institution building and
Influence in | performance « Consistently  challenge | malntaining  sirategic
directing measures to monitor | strategic plans fo ensure | relationships
strategy the progress and| relevance Create an environment
eHas a basic effectiveness of the | Understand institutional | that facliitates lovalty
understanding of institution structures and political | and innovation Display
institutional « Displays an| factors, and the | & superior level of seli-
performance awareness of | consequences of actions discipline and integrity
management, institutional slruciures | « Empower others to follow | in actions
but lacks the and political factors strategic direction and [# Integrate various
ability t¢ | o Effectively deal with  complex | systems into a
integrate communicate barriers |  situations collective whole to
systems into 8 | to execution 0| Guide the institution [ optimise institutional
collective whole relevant parties through complex and | performance
e Demonstrale @ | e Provide guidance to | ambiguous concem management
basic all stakeholders inthe | « Use  understanding. of |¢ Uses undersianding of
understanding of | achievement of the| power relationships and | competing interests to
key decision- | strategic mandate dynamic tensions among | manceuvre
makers e Understand the aim| key players to frame | successfuly to a
and objectives of the | communications and | win/win outcome
Institution and relate it | develop strateples,
to own work _positions and alliances
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Annexure B 2019/20
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 achieve
institutional objectives
. ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
e Participate in | eSeek opportunities to | « Identify ineffective team | » Develop and
team goal- | increase team | and work processes and | incorporate best
setting and | contribulion and | recommend remedial | practice psople
problem responsibility interventions management
solving eRespect and support [ e Recognise and reward | processes,
enteract and the diverse nalure 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 | o Foster a culture of
backgrounds e Effectively delegale | order to  increase | discipline,
¢ Aware of | tasks and empower| personal effectiveness responsibility and
guidelines for others to increase | o Identify development | accountability
employee confribution and| and learning needs | eUnderstand the
development, execute functions | within the team impact of diversity
but  requires | optimally o Build a work | In  performance
support in | e Apply relevant | environment conducive | and actively
implementing employee  legislation | to sharing, Innovation, | incorporate a
development fairly and consistently ethical behaviour and | diversity strategy
initiatives e Facilitate team goal-| professionalism in the institution
setting and problem- | elnspire a culture of | @ Davelop
solving performance excellence | comprehensive
« Effactively identify | by giving positve and [ integrated
capacily requirements | constructive feedback to | strategies  and
to fulfill the strategic | theteam approaches  to
mandate eAchieve agreement or| human  capilal
consensus in dEVElﬂPI'I'IEI'It and
adversarial management
environments e Actively identify
oLead and unite diverse | {rends and predict
teams across divisions | Capacily
to achieve institutional | requirements to
objectives faciltate  wunified
transition and
performance
management |
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Annexure B 2019/20
Cluster Leading Competencies
Competency Name | Program and Project Management
Able to understand program and project management methodology;
Competency Definition | plan, manage, monitor and evaluate specific activilies in order fo
deliver on set objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
o [nitiate projects Establish broad | ¢ Manage multiple Understand and
after approval from stakeholder programs and conceptualise
higher authorities involvement  and balance  priorities the  long-term
¢ Understand communicate the and conflicls implications  of
procedures project status and according to desired project
program and key milestones institutional goals outcomes
project Define the roles Apply effective risk Direct a
management and respongibililies management comprehensive
methodology, of the project team strategies  through strategic macro
implications ~ and and creste clarity Impact assessment| and micro
stakeholder around and resource analysis and
involvement expectations requirements scope projects
e Understand  the Find a balance Modify project scope accordingly to
rational of projecis between  project and budget when realise
in relation ko the deadline and the reguired without institutional
institution's quality of | compromising the| oblectives
sirategic objectives deliverables quality and Consider and
e Document and Identify appropriate objectives of the initiate  projects
communicate project resources to project that focus on
factors and risk facilitate the involve top-level achlevement of
associated  with effective autherlties and the  long-term
own work completion of the relevant objectives
e Use resulls and deliverables stakeholders in Influence people
approaches Comply with seeking project buy- in positions of
successful project statutory in 1 authaority to
implementation as requirements and Identify and apply implement
guide apply policies in a contemporary outcomes of
consistent manner project management projects
Monitor  progress methodology Lead and direct
and use of Influence and translation  of
resources and mofivate project policy into
make needed team to deliver workable
adjustments to exceptional resulis actions plans
timelines,  steps, Monitor policy Ensures  that
and resource implementation and programs  @re
allocation apply procedures to monitored to
manage risks frack progress
and optimal
resource
utllisation, and
that adjustments
are made as
needed
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Annexure B 2019/20
Cluster Leading Competencies
Competency Name Financial Management
Able to compile, plan and manage budgets, control cash fiow,
institute financial risk management and administer procurement
Competency Definition | processes in accordance with recognised financial practices. Further
to ensure that all financial transactions are managed in an ethical
manner
— ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Understand basic Exhibit knowledge |s Take active Develop planning
financial concepts of general financial ownership of tools to assist in
and methods as concepts, planning, planning, evaluating and
they relate to budgeting, and budgeting, and monitering future
institutional forecasting 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 cosl- Prepare budgets Sel strategie
sources of saving approach to that are aligned to direction for the
financial data, financial the strategic institution on
reporting manaegement objectives of the expenditure and
mechanisms, Prepare financlal institution other financial
financial reports based on Address complex processes
govemance, gpecified formats budgeting and Build and nurture
processes and Coneider and financial partnerships to
systems understand the management improve financial
o Understand the financial concerns 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
e Understand the Ensure that quality and integrity |- and implement
importance of delegation and of financial new methods to
aseet control instructions as management’ improve asset
required by practices control
National Treasury Advise on policies Display
guidelines are and procedures professionalism in
reviewed and regarding asset dealing with
updated control financial data and
Identify and Promote National processes
implement proper Treasury's
monitoring and regulatory
evaluation praclices framework for
to ensure Financial
appropriate Management
spending against
budget
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Annexure B 2019/20
Cluater Leading Compelencies T
Competency Name Change Leadership
Able to direct and inltlate institutional transformation on all levels in
Competency Definition | order to successfully drive and implement new initiatives and
__| deliver professional and quality services to the community
ACGHIEVEMENT LEVELS e :

BASIC COMPETENT ADVANCED SUPERIOR
Display an Perform an analysis |s Actively monitor Sponsor
awareness of change of the change impact change impact and change
interventions, and on the social, results and convey egenis and
the benefits of political and progress to relevant create a
transformation economic stakeholders network of
initiatives environmant e Secure buy-in and change
Able to Identify basic Maintain calm and sponsorship for leaders who
needs for change focus during change change initiatives support the
Identify gaps Able fo assist ieam [« Continuously interventions
between the current membars during evaluate change Actively
and desired state change and keep strategy and deslign adapt current
Identify potential risk them focused on the and introduce new structures
and challenges to deliverables approaches to and
transformation, Volunieer to lead enhance the processes lo
including resistance change efforts institution's incorporate
to change faciors outside of own work effectiveness the change
Participate in change feam e Bulld and nurture interventions
programs and Able to gain buy-in relationships with Mentor and
piloling change and approval for varioug stakeholders guide team
interventions change from to establish strategic members on
Understand the relevant alliance in facilitating the effects of
impact of change stakeholders change change,
interventions on the Identify change e Take the lead in resistance
institution within the readiness levels and impactiul change factors and
broader scope of assist in resolving programs - how to
Llocal Ggovernment. registance to change |« Benchmark change integrate

factors interventions against |  change
Design change best change Motivate and
interventions that practices inspire others
are aligned with the |e Understand the around
institution's strategic |  impact and change
objectives and goals peychology of initiatives

change, and put

remedial

interventions In

place to facilitate

effective

transformation

¢ Take calculated rigk

and seek new Ideas

from best practice

scenarios, and

identify the potential

for implementation

oM

——
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Annexure B 2019/20
___ Cluster Leading Competencies
Competency Name Governance Leadership
Able o promote, direct and apply professionalism in managing risk
and compllance requirements and apply & thorough underatanding
Competency Definiflon | of governance practices and obligations. Further, able to direct the
conceptualisation of relevant policles and enhance cooperative
vernanece relationghi
_____ACHIEVEMENT LEVELS .

BASIC COMPETENT ADVANCED SUPERIOR
Display a basic | Display a ¢ Able to link risk ¢ Demonsirate a
awareness of thorough initiatives into key high level of
risk, compliance understanding of institutional objectives commiiment in
and govemance governance and and drivers complying with
factors but risk and ¢ ldentify, analyse and governance
reguire guidance compliance measure risk, create requiremenis
and factors and valid risk forecasts, « |mplement
development in implement plans and map rigk profiles governance and
implementing to address these |o Apply rigk control compliance
such ¢ Demonstrate methodology and strategy to ensure
requirements understanding of approaches to prevent achievement of
Understand the the techniques and reduce risk that instituticnal
structure of and processes for impede on the objectives within
cooperative oplimising risk achievement of fhe legislative
government but taking decigions institutional objectives framework
requires within the ¢ Demonsirate * Able fo advise
guidance on institution therough Local Govemnment
fostering s drive undserstanding of risk on risk -
workable policy formulation retention plans management
relationships within the » Identify and sfrategies, best
between institution to implement practice
stakeholders ensure the comprehensive risk interventions and
Frovide input achievement of management systems | . compliance
into policy objectives and processes management
formulation o Implement .and [¢ Able toforge

monitor the positive
formulation of policies, |  relationships on
identify and analyse coopenative
consirainis and governance leve! o
challenges with | enhance the
implementation and | eflectiveness of
provide Elocal government
recommendations for [¢  Able to shape,
improvement direct and drive the
formulation of
policies on a macro
level
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Annexure B 2019/20
[ " Cluster Core Compeiencies
Competency Name | Moral Competence
Compstency Able to identify moral triggers, apply reasoning that promoles honasty |
Definition and integrity and consistently display behaviour that reflects moral
competence
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
e Realise the ¢ Conduct self in o {dentify, develop, and ¢ Createan
impact of alignment with the apply measures of self- enyironment
acling with values of Local correction conducive of
integrity, but Governmentand |« Able to gain trust and moral practices
requires the institution respect through aligning | « Actively develop
guidance and Able to openly actions with and implement
development in admit own commitments measures {o
implementing mistakes and e Make proposals and combat fraud
principles weaknesses and recommendalions that and corruption
¢ Follow the seek assistance are transparent and gain | « Set Integrity
basic rules and from others when the approval of relevant standards and
regulations of unable to deliver stakeholdera shared
the institution o Actively report = Present values, beliefs aceountability
e Able to identify fraudulent activity and ideas that are MBASUNes
basic moral and corruption congruent with the across the
situations, but within local instifution's rules and institution to
requires government regulations support the
guidence and Understand and o Takes an active stance objectives of
development in honour the against corcuption and local
understanding confidential nature dishonesty when noted government
and reasoning of matters without | « Actively promote the » Take
with moral seeking personal value of the institution to responsibility for
intent gain internal and external own actions and
Able to deal with stakeholders decislong, even
situations of » Able to work in unity with-|  ifthe
conflict of interest a team and not seek consequences
promptly and inthe |  personal gain are
bestinterestof |+ Apply universal moral unfavourable
local government principles consistently to
achieve moral decislons

Ao

=
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Anhexure B 2019/20

Clustar Core Competencies
Competency Name | Planning and Organising
Competency Able to ptan, prioriiise and organise information and resources effectively
Definition fo ensure the quality of service delivery and buiid efficient contingency
plans to manage risk
ACHIEVEMENT LEVELS ]
___BASIC COMPETENT ADVANCED SUPERIOR
s Able fo follow =  Actively and « Able to define e Focus on broad
basic plans and appropriately institutional strategies and
organise tasks organise oblectives, develop initiatives when
around set information and comprehensive developing
objectives resources plans, integrate and plans and
e  Understand the required for a coondinate activities, actions
process of task and assign «  Able to project
planning and Tt Recognise the appropriate and forecast
organising but urgancy and resources for ghort, medium
reqguires importance of successful and long term
guidance and tasks implementation requirements of
developmentin [« Balance short e |dentify in advance the institution
providing and long-term required stages and and local
detailed and plans and goals actions to complete government
comprehensive and Incorporate taeke and projects o Translate policy
pians into the team's e Schedule realistic into relevant
» Able to follow performance timelines, objectives projects to
existing plans objectives and milestones for facilitate the
and ensure thet ¢ Schedule tasks to tasks and projects achlevement of
objectives are ensure they are * Produee clear, institutional
met performed within detailed and objectives
« Focus on shori- budget and with comprehensive
term objectives efficient use of plans to achieve
in developing time and institutional
plans and resources objectives
ections * Measures e |dentify possible risk
e Arrange progress and factors and design
information and monitor and implement
resources performance appropriate
required for a resuits contingency plans
tasl, but require = Adapt plans in light
further structure of changing
and organisation circumstances
e Priortise tasks and
projects accerding fo
their relevant
urgency and
importance =
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Annexure B 2019/20
Cluster Core Competencies
Competency Name ' | Analysis and Innovation A
Able to crilically analyse informetion, challenges and trends lo
Competency establish and implement fact-based solutions thet are innovative
Definition to improve institutional processes in order to achieve key strategic
objectives
ACHIEVEMENT LEVELS _
BASIC COMPETENT ADVANCED SUPERIOR
o Understand the [e Demonstrate logical |e Coaches team » Demonstrate complex
basic operation problem solving members on analytical and problem
of analysig, but techniques and analytical and solving approaches
lack detail and approaches and innovative and techniques
thoroughness provide rationale for | approaches and |e Create an environment
e Able to balance recommendations technigues conducive to analytical
independent ¢ Demonstrate e Engage with and fact-based
analysis with objectivity, insight, appropriate problem-golving
requesiing and thoroughness individuals in ¢ Analyse, recommend
assistance from when analysing analysing and solutions and monitor
others problems resolving complex | trends in key
¢ Recommend e Able to break down problems challenges to prevent
new ways to complex problems | e Identify solutions and manage
perform tasks into manageable on varloug aregs oecumrence
within own paris and identify in the institution | e Create an environment
function solutions e Formulate and that fosters innovative
e Propose simple | Consult internal and | implement new thinking and follows a
remedial external ideas throughout learning organisation
inferventions slakeholders on the institution approach
that marginally oppertunities to » Able to gain » Be a thought leader on
challenges the improve processes approval and buy- | innovative customer
status guo and service delivery in for proposed service delivery, and
¢ Listen to the e Clearly interventions from | process opiimisation
ideas and communicate the relevant » Play an active role in
perspectives of benefils of new stakeholders sharing best practice
others and opportunities and » Identify trends and | solutions and engage
explore innovative solutions | best practices in in naticnal and
opportunities to to stakeholders process and internaticnal local
enhance such o Continuously identify | service delivery govemment seminars
innovative opportunities to and propose and conferences
thinking enhanca infernal institutional
processes application
» |dentify and analyse {= Continuously
opportunities engage in
conducive to research o
innovative identify clisnt
approaches and needs
propose remedial
inlervention S - ———

1, M

=
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Annexure B 2019/20

Cluster Core Compelencies
Competency Name _ | Knowledge and Information Management . -
Able to promote the ganeration and sharing of knowledge and
Competency Definition | information through various processes and media, in order fo
___| enhance the collective knowledge base of local government
ACHIEVEMENT LEVELS
BASIC COMPETENT _ ADVANCED SUPERIOR
e Collect, ¢ Useappropriate | o Eflectively predict | « Create and
categorise and information future information support & vision
track relevant syslems and and knowledge and culture where
information technology 10 management feam members
required for manage requirements and are empowered (o
speclfic tasks institutional systems seek, gain and
and projects knowledge and o Develop standards share knowledge
+ Analyse and information and processes to and information
interpret sharing meet future e Establish
information o o Evaluate data knowledge partnerships
draw from various management across local
conclusions sources and use needs government to
o Seek new information o Share and facilitate
sources of effectively to promote best- knowledge
information to influence practice management
increase the decisions and knowledge e Demonsirate a
knowledge provide solutions management mature approach
base o Actively create across various to knowledge and
e Regularly mechanisms and inslitutions information
share structures for s Establish accurate sharing with an
information sharing of measures and abundance and
and knowledge information monitoring assistance
with internal ¢ Useexiemal and systems for approach
stakeholders internal knowledge and «-Recognise and
and team rescurces to information exploit knowledge
membars research and management - points in
provide relevant | « Create a culture interactlons with
and cutting-edge conducive of internal and
knowledge to leaming and external
enhance knowledge sharing stakeholders
Institutional ¢ Hold regular
effectiveness and knowledge and
efficlency information
sharing sessions
to slicit new ideas
and share best
practice
approaches

}911
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Annexure B 2019/20
“Cluster | Core Competencies o
Compsetency Name | Communicalion
Able to share information, knowledge and ideas in a clear,
Competency focused and conclse manner appropriate for the audience in
Definition order to effectively convey, persuade and influence stakeholders
o achieve the desired outcome -
ACHIEVEMENT LEVELS _
| BASIC COMPETENT ADVANCED SUPERIOR
» Demonstratean | « Expressideas | o Effectively * Regardedasa
understanding to individuals communicate high- specialist in
for and groups in risk and sensitive negotiations
communication formal and matters to relevant and
levers and tools informal stakeholders representing the
appropriate for seflings inan | « Develop a well- institution
the audience, manner that is defined Able to inspire
but requires interesting and communication and motivate
guidance in mofivating strategy others through
utilising such e Ableto » Balance political positive
fools understand, perspectives with communication
e Expressideas in tolerate and institutional needs that is impactful
& clear and appreciate when communicafing and relevant
focused manner, diverse viewpoints on Creates an
but does not perspectives, complex issues envirenment
always take the aftitudes and | « Able to effectively conducive to
needs of the beliefs direct negotiations transparent and
audience into ® around complex productive
consideration communicaflon mafters and arrive at communication
¢ Disseminate and content and 2 win-win situation and critical and
convey slyle to suit the that promotes Batho appreciative
information and audience and Pele principles conversations
knowledge facllitate « Market 2nd promote Able to
adequetely optimal the institution to coordinate
information external stakeholders |  negotiations at
tranefer and seek fo enhance different levels
¢ Deliver content a positive image of within local
In @ manner the institution government and
that gains s Able to communicate externally
support, with the media with
commitment high levals of moral
and agreement competence and
from relevant discipline
stakeholders
« Compile clear,
focused,
concise and
well-structured
writlen
documents
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Annexure B 2019/20
Cluster Core Competencies
Competancy Name Results and Quality Focus
Able to maintain high qualily standards, focus on achieving
results and objectives while consistently striving to exceed

Competency Definition | expectations and encourage others to meet quality standards.

Further, to aclively monitor and measure results and quality
against identified objectives

o ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR

e Understand Focus on high- e Consistently verify | o Coach and
guality of work priority actions own standards guide others to
but requires and does not and outcomes to exceed quality
guidance in become ensure quality standards and
attending to distracted by cufput results
important lower-priority Focus on the end Develop
matters activities resull and avoids challenging,

o Show a basic Digplay firm being distracted client-focused
commitment fo commitment Demonsirate a goals and sets
achieving the and pride in determined and high standards
correct results achieving the committed for personal

¢ Produce the correct resulis approach to performance
minimum level Set quality achieving results Commit to
of results standards and and quality exceed the
reguired in the design standards results and
role processes and Follow task and quelity standards,

= Produce tasks around projects through monitor own
outcomes that achiaving sei to completion perfarmance and
is of a good gtandarde Set challenging implement
standard Produce oufput goals and remedial

e Focus on the of high quality objectives to self interventions
guantity of Able to balance and team and - when required
output but the quantity and display Work with team
requires quality of results commitment to fo set ambitious
development in in order to achieving and chellenging
incorporating achieve expectations team goals,
the quality of objectives Maintain a focus communicaling
work Monitors on quality outputs long- and short-

o Produce quality progress, quality when placed term expectations
wark in general of work, and use under pressure Take appropriate
circumstances, of resources; Establishing risks to
but fails to mest provide status Instiutional accomplish goals
expectation updates, and systems for Dvercome
when under meake managing and setbacks and
pressure adjustments as assigning work, adjust action

neaded defining plans to realise
responsibilities, goals
tracking, Fotus peaple on
monitoring and critical activities
measuring that yield a high
BUCCESS, impacl
evaluating and '
valuing the work
of the Institution_

W) 1




214

112/ 260

UD|d juswidojaAa( |[puUosIad

0z/6102

D alnxauuy



215

1137260

INI

N2

SSAREIE .

—

sahojdwz sy} Aq peidecoe pue paubis

sadjAleg Ajlunwiwio) :103oaliq

pal23adx3 sawoding dec) 80UBLUIoRd S|IMS

0zZ/6102 D 8lnNXsuuy




216

114 /26

82 % ¢/ "
N

o

L

Ryjediounpy sy Jo jjeysq uo JaBeuepy |edioiunpy sul Aq paubis

0Z/6102

D aInxauuy



217
115/ 260

OVERSTRAND MUNICIPALITY

ONERSTRAND
‘7

Performance Agreement
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Performance Agreement 2019/20

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

Stephen Muller, the Director: Infrastructure & Planning (herein and after referred as
Employee) for the period 1 July 2019 to 30 June 2020

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. Section 57(1)(b) of the Systems Act, read with the Contract of
Employment concluded 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
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 thé meaning ascribed
thereto: :
1.1.1 ‘this Agreement’” — means the performance agreement
between the Employer and the employee and the Annexures
thereto;

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

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

1.1.4 "the Employer” means Overstrand Municipality; and

1.1.5 ‘"the Parties” means the Employer and Employee.

’ Dir.: /f MM:
Yo e

.
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Performance Agreement 2019/20

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

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

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

2.5  To establish 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 to a performance-
orientated relationship with the Employee in attaining improved
service delivery.

COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2019 and will remain in
force until 30 June 2020 where-after a new Performance Agreement
shall be concluded between the parties for the next financial year or
any portion thereof;

3.2  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 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 alters to the extent that the contents of the agreement
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.

PERFORMANCE OBJECTIVES

4.1 The Performance Plan (Annexure A) sets out —

Dir. / MM: AR
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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.

4.2  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;

422 Key performance indicators that provide the details of the
evidence that must be provided to 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

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

43 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 additio'n, 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 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:

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;

4 /
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5.4

5.5

5.6

5.7

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 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;

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:

= Service Delivery ancd
Infrastructurs

Municipal Trmston nation
annd Institutional
Development

* Local Economic Developiment

= Municipal Financial Viabilig
and Management

= Good Governance, Pullic
Partidpation Accountabiiity
nnd Transparency

The Competencies will make up the other 20% of the Employee's
assessment score. The Competencies are spiit 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.

™ strateglc direction and leadership

W People management

‘ M Program and preject managemant
¥ Financlal managemant
':'.f ’ ‘ # Change leadership
; . J Governance leaderslp
i -
\ ; 7 . ' @ Moral competence
I .'\.’- i i Planning and arganising
' . L Analysis and Innovation
L' Knowledge and Infarmation

munagement

| Cammunicatian

U Results and quality focus

./ 9
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PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

6.6

6.7

The Performance Plan (Annexure A) fo 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
performance.

Despite the establishment of agreed intervals for evaluation, the
Employer may in addition review the Employee’s performance at any
stage while the contract of 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 actions agreed to and
implementation must take place within set time frames:;

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

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; :

Assessment of the achievement of results as outlined 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-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 KPI or group of KPIs which will then be
mulitiplied by the weighting to calculate the final score;

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

6.6.4 In the instance where the employee could not perform due to
reasons outside the control of the employer and employee, the
KP! will not be considered during the evaluation. The
employee should provide sufficient evidence in such instances:
and

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

Assessment of the Competencies:

4
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6.8

6.9

6.7.1

6.7.2

6.7.3

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/her Competencies;

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

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

Overall rating

6.8.1

6.8.2

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

Such overall rating represents the outcome of the performance
appraisal.

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

5 - .
4
a i
. B
' .
e

Qumstandang  Perlormance Fulty efective  Med fully  Unacceptable
perormance  significanily effective performance

abpwe
expectationg

Terminology Description

Performance far exceeds the standard expected of an
employee at this level. The appraisal indicates that the

Outstanding Employee has achieved above fully effective results 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 Performance 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 Indicatoiand

g
! /
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Terminology Description

fully achieved all others throughout the year.

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

Performance is below the standard required for the job in key
areas. Performance meets some of the standards expected
for the job. The review/assessment indicates that the
Not 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 almost all of the
performance criteria and indicators as specified in the PA and

Unacceptable Performance Plan. The employee has failed to demonstrate

performance the commitment or ability to bring performance up to the level
expected in the job despite management efforts to encourage
improvement,

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

rating scale: B
5
4
3
, | _
1
g
g Ponr_. | Bi;;ic ik Com;;r;-t-'_;d\;a_nc;d ‘ SLl;:;ri;_ .

Achievement e
Description

Level

Do not apply the basic coneepts and methods to proof a basic
Poor understanding of local govemment operations and requires
extensive supervision and development interventions.

Applies basic concepts, methods, and understanding of local
Basic governiment operations, but requires supervision 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 applies complex concepts, methods and
Advanced understanding. Effectively directs and leads a group and
executes in-depth analysis.

Has a comprehensive understanding of local govemment
operations, critical in strategic shaping strategic directiop and

g Z
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6.11

6.12

6.13

Achievement

iptio
Vavel Deseription

change, develops and applies comprehensive concepts and
methods.

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;
6.11.2 Municipal Manager from another municipality;

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

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

The Municipal Manager will 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
assessmenl 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 with the
understanding that the reviews in the first and thlrd quarter may be
verbal if performance is satisfactory:

() R i O & D
1 July - September October 2019 (informal)
2 October - December February 2020
3 January - March April 2020 (Informal)
4 April - June September 2020

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 performance;

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 Annexure A whenever the
performance management system is adopted, implemented and/or

A
Ak
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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 consulted before any such change or plan is made.

9. OBLIGATIONS OF THE EMPLOYER
9.1  The Employer shall-

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

9.1.2 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 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

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 objectives and targets
established in terms of this Agreement.

10. CONSULTATION

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

" Dir.: _ / MM: pd
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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 unacceptable
performance;

11.2 It 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.

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;

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 _

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 to carry out his
or her duties.

13. DISPUTE RESOLUTION

13.1 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 to resolving the issue. 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 arbitrator, acceptable to both parties, shall be
appointed to resolve the matter within 30 (thirty) business days;

ey B
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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 Mayor 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 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

14.2  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.

Thus done and signed at !L‘ w on the / o day June of

2019,

AS WITNESSES:
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Thus done and signed at HQF MLimtS onthe €  day June of 2019,

AS WITNESSES: y
. Oee A
P DIRECTOR

2. /\LHLRFKDO‘
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137 / 260
Annexure B 2019/20
Cluster Leading Competencies
Competency Name | Sirategic Direction and Leadership_
Provide and direct a vision for the institution, and inspire and deploy others
Comiweancy Definition to deliver on the strategic institutional mandate
ACHIEVEMENT LEVELS e
BASIC COMPETENT ADVANCED SUPERIOR
¢ Understand s Give direction to a | e Evaluate all activities to |e Structure and position
institutional and team in realising the | determine wvalue and| the institution fo local
departmental institution's  strategic | alignment to strategic | govemment priorities
strategic mandate and set| Intent = Actively use in-depth
objectives, but objectives s Display indepth | knowledge and
lacks the ability |« Has & 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 # comprehensive
mandate and participation of | « Afign sirategy and goals | institutional framework
s Describe  how team members across all functional areas |« Hold self accountable
specific  tasks | s Develop actions plans | « Actively define | for strategy execution
link to | to execute and guide | performance measures to | and results
institutional strategy monitor the progress and [ Provide Impect and
sirategies  but implermnentation effectiveness of the| influence through
has limited | e Assist in defining | institution building and
influence in | performance » Consistently  challenge | malntaining strategic
directing measureés to monitor [ strategic plans to ensure | relationships
strategy the progress and| relevance s Create an environment
eHas a basic | effecliveness of the | Understand institutional | thet facilitates loyaity
understanding of | institution structures and political | and innovation Display
institutional » Displays an | factors, and the | & superior level of self-
performance awareness of | consequences of actions discipline and integrity
management, institutional structures | « Empower others to follow | In actions
but lacks the | and political factors strategic  direclion and |e Integrate various
ability to | e Effectively deal with  complex| systems into a
integrate communicate barriers | siluations ; collective whole 1o
systems into a | to execution 10| e Guide the inslitution | optimise  Institutional
collective whole relevant parties through complex and | performance
» Demonstrate 2 |« Provide guidance to| ambiguous concem management
basic : all stakehoiders in the | » Use  understanding  of |* Uses understanding of
understanding of | achievement of the| power relationships and | competing Interests to
key decision- | sirategic mandate dynamic tensions among |-~ manoeuvre
makers e Understand the aim| key players to frame | successfuly to a
and objectives of the | communications - and | Wwin/win outcome
institution and relate it | develop strategies,
to own work positions and alliances
2
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138/ 260
Annexure B 2019/20
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 achleve
institutional objectives
ACHIEVEMENT LEVELS
BASIC GCOMPETENT ADVANCED SUPERIOR
e Participate in | eSeek opportunities to | « Identify ineffective team |  Develop and
team goal- increase team | and work processes and | incorporate best
setting and | contribution and | recommend remedial | practice people
problem responsibility interventions management
solving eRespect and support | e Recognise and reward | processes,
einteract and | the diverse nature of | effective and desired | approaches and
collaborate others and be aware of | behaviour tools across the
with people of | the benefite of a diverse | « Provide mentoring and | institution
diverse approach guidance fo others in | » Foster a culture of
backgrounds o Effectively delegate | order fo  increase | discipline,
¢ Aware of | tasks and empower| personal effectiveness responsibility and
guidelines for | others to increase |eldentify  development | accountability
employee coniribution and| and leaming needs | Understand the
development, execute functions | within the team impact of diversity
but requires | optimally o Build a work | in  performance
support in | e Apply relevant | environment conducive | and actively
implementing employee  legislation | to sharing, innovation, | incorporate a
development fairly and consistently ethical behaviour and | diversity strategy
initiatives e Facilitate team goal-| professionalism in the institution
setting and problem- | eInspire a culture of | » Develop
solving performance excellence | comprehensive
o Effectively identify | by giving positive and | integrated
capacity requirements | constructive feedback to | sirategies  and

approaches to

mandate eAchieve agreement or | human  capital
consensus in| development and
adversarial management
environments | eActively identify
sLead and unite diverse | trends and predict
teamns across. divisions | capacity
to achieve institutional | requirements to
objectives faclitate  unified
transition and
performance
management
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139/ 260
Annexure B 2019/20
Cluster Leading Competencies
Competency Name Program and Project Management
Able to understand program and project management methcdology;
Competency Definition | plan, manage, monitor and evaluate specific aclivilies in order to
deliver on set objeclives
. ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Initiate projects Establish broad | ¢ Manage multiple Understand and
after approval from stakeholder programs and conceptualise
higher authorities involvement  and balance  priorities the long-term
Understand communicate  the and conflicts implications  of
procedures of project status and according to desired project
program and key milestones institutional goals outcomes
project Define the roles |« Apply effective risk | e Direct a
management and responsibilities manageament comprehensive
methodology, of the project team sirategies  through strategic macro
implications  and and create clarity Impact =ssessment and micro
stakeholder around and resource analysis  and
involvement expectations reguirements scope projects
Understand  the Find a balance Modify project scope accordingly o
rational of projects between  project and budget when realise
in relaion to the deadline and the required without institutional
institution's quality of compromising  the objectives
strategic objectives deliverables quality and Consider and
Document and Identify 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 completion of the relevant objectives
Use results and deliverables stakeholders in Influence people
approaches of Comply with seeking project buy- in positions of
successful project statutory in authority to
Implementation as requirements and ldentify and apply implement
guide apply policies in a contemporary outcomes of
consistent manner project management |  projects
Monitor  progress methodology Lead and direct
and use of Influence . and translation  of
resources and motivate project policy into
make needed team to deliver workable
adjustments to exceptional resulls actions plans
fimelines,  steps, Monitor policy Ensures  that
and resource implementation and programs  are
allocation apply procedures to monitored to
manage risks track progress
and optimal
resource
utilisation, and
that adjustments
are made as
needed

(2
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140/ 260
Annexure B 2019/20
Cluster Leading Competencies
Competency Name | 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. Further
to ensure that all financial transeclions are managed in an ethical
nanner
o ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Understand basic Exhibit knowledge |« Take active Develop planning
financial concepis of general financial ownership of tools to assist in
and methods as concepts, planning, planning, evaluating and
they relaie to budgeting, and budgeting, and monitoring future
institutional forecasting and foracast processes expenditure
processes and how they interrelate and provides trends
activities Assess, identify credible answers to Set budget
v Display and manage queries within own frameworks for
awareness inlo financial risks respansibility the inslitution
the various Assume a cost- ¢ Prepare budgets Set strategic
sources of saving approach to that are aligned to direction for the
financial data, financial the strategic {nstitution on
reporting management objectives of the expenditure and
mechanisms, Prepare financial institution other financial
financial reporis basedon |+ Address complex processes
govemance, specified formats budgeting and Build and nuriure
processes and Consider and financial partnerships to
systems understand the management improve financial
e Understand the financial concerns management and
importence of implications of ¢ Put systems and achieve financial
financial decisions and processes in place savings
accountability suggestions to enhance the Actively identify
e Understand the Ensure that quality and integrity and implement
importance of delegation and of financial new methods to
aaset control instructions as management improve asset
required by praclices - control
National Treasury | # Advise on policies Display
guidelines are and procedures professionalism in
reviewed and regarding asset dealing with
updated control financial data and
Identify and ¢ Promote National processes
implement proper Treasury's
monitoring and regulatory
evaluation practices framework for
to ensure Financial
appropriate Management
spending against
budget

A
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141 /260
Annexure B 2019/20
Cluster Leading Competencies
Competency Name Change Leadership - ]
Able to direct and initiate institutional transformation on all levels in
Competency Definition | order to successfully drive and implement new initiatives and
deliver professional and quality services to the community _
ACHIEVEMENT LEVELS -

BASIC COMPETENT ADVANCED SUPERIOR
Display an Perform an analysis e Actively monitor Sponsor
awareness 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 progress to relevant create a
transformation economic stakeholders network of
initiatives environment s Secura buy-in and change
Able to identify basic Maintain calm and sponsorship for leaders who
needs for change focus during change change iniliatives support the
Identify gaps Able to assist team |e Continuously interventions
between the eurrent members during evaluate change Actively
and desired state change and keep strategy and design adapt current
Identify potential risk them focused on the and introduce new structures
and challenges to deliverables approaches to and
transformation, Volunteer to lead enhance the processes lo
ineluding resistance change efforts institution's incorporate
to change factors outside of own work affectiveness the change
Participate in change team e Build and nurture Interventions
programs and Able to gain buy-in relationships with Mentor and
piloting change and approval for various stakeholders guide team
interventions change from to establish strategic |. members on
Understand the relevant alliance in facilitating the effects of
impect of change stakeholders 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 Ggovernment. resistance fo change [» Benchmark change inteprate

factars interventions against |  change
Design change best change Motivate and
intervantions that practices inspire others
are aligned with the |= Understand the around
institution's strategic |  impact and change
objectives and goals psychology of initiatives

change, and put

remedial

Interventions in

place to facilitate

effactive

transformation

« Take calculaied risk

and seek new ideas

from best practice

scenarios, and

identify the potential

for implementation
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Annexure B 2019/20

Cluster Leading Gompetencies
Competency Name Governance Leadership
Able to promote, direct and apply professionalism in managing risk
and compliance requirements and apply & thorough understanding
Compstency Definition | of governance practices and obligations. Further, able to direct the
conceptualisation of relevant policies and enhance cooperative

governance relationships

N ACHIEVEMENT LEVELS SR,
BASIC COMPETENT ADVANCED SUPERIOR
¢ Display a basic o Displaya ¢ Able to link risk ¢ Demonstrate a
awareneass of thorough initiatives into key high level of
risk, compliance understanding of institutional objectives commilment in
and governance governance and and drivers complying with
factors but risk and ¢ [dentify, analyse and governance
require guidance compliance measure rigk, create requirements
and factors and valid risk forecasts, + |mplement
development in implement plans and map risk profiles govemance and
implementing to address these |e  Apply risk control compliance
suech ¢ Demensirate methodology and strategy to ensure
requirements understanding of approaches to prevent achievement of
e Understand the the techniques and reduce risk that institutional
structure of and processes for impede on the objectives within
cooperative optimising risk achievement of the legislative
govermnment but teking decisions institutional objectives framework
requires within the e Damonstrale a * Able to advise
guidance on institution thorough Local Government
fostering * Actively drive understanding of risk on risk
workable policy formulation retention plans management
relatichehips within the ¢ |dentify and strategies, best
between institution {0 implement practice
stakeholders ensure the comprehensive risk interventions and
o Provide input achievement of management systems compliance
into policy objectives and processes management
formulation ¢ Implement and [= Able toforge
monitor the |  positive
formulation of policies, |  relationships on
identify and analyse cogperative
constrainis and govemance level to
challenges with |  enhance the
implementation and effectiveness of
provide Llocal government
racommendations for (¢ Able to shape,
improvement direot and drive the
formulation of
policies on & macro
level
i
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143/ 260
Annexure B 2019/20
Clustor Core Competencies
Compestency Name | Moral Competence
Competency Able to identify moral triggers, apply reasoning that promoies honesty
Definition and integrity and consistently display behaviour that reflects moral
: competence
___ACHIEVEMENT LEVELS T
BASIC COMPETENT ADVANCED SUPERIOR
e Realise the o Conduct self in » [deniify, deveiop, and o Creale an
impact of alignment with the apply measures of self- envirenment
acting with values of Local correction conducive of
integrity, but Government and « Able to gain trust and maoral practices
requires the institution respect through aligning | » Aclively develop
guidance and s Able to openly aclions with and implement
development in admit own commitments measures to
implementing mistakes and = Make proposals and combat fraud
principles weaknesses and recommendations that and corruption
» Follow the seek assistance are transparent and gain | » Set integrity
basic rules and from others when the approval of relevant standards and
reguiations of unable to deliver stakeholders shared
the institution e Actively report = Prasent values, beliefs accountability
s Able to kientify fraudulent activity and ideas that are measures
basic moral and corruption congruent with the across the
situations, but within local institution's rules and institution to
requires government regulations support the
guidence and | e Understandand |e Takes an active stance objectives of
development in honour the against corruption and local
understanding confidential nature dishonesty when noted govemment
and reasoning of matters without | e Actively promole the o Take
with moral seeking personal value of the institution to respongibility for
intent gain internal and external own actions and
s Able to deal with stakeholders decisions, even
situations of e Able 1o work in unity with |  ifthe
conflict of interest a leam and not seek consequences
promptly and inthe | personal gain are
best interest of e Apply universal moral unfavourable
local government principles consistently 10
achieve moral decisions
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144/ 260
Annexure B 2019/20
Cluster Core Competencies |
Competency Name | Planning and Organising
Competency Able to plan, prioritise and organise information and resources effectively
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 e  Actively and o Able o define Focus on broad
basic plans and appropriately institutional strategies and
organise tasks organise objectives, develop initlatives when
around set information and comprehensive developing
objectives respurces plans, integrate and plans and
Understand the required for a coordinate activities, actions
process of task and assign Able to project
planning and ¢ Recognise the appropriete and forecast
organising but urgency and resources for short, medium
requires importance of successiul and long tarm
guidance and tasks implementation requirements of
developmentin (s PBalance short e |dentify in advance the institution
providing and long-term required stages and and local
detailed and plans and goals actions to complete government
comprehenaive and incorporate tasks and projects Translate policy
plans intc the team's e Schedule realistic into relevant
Able to follow performance timelines, objectives projects to
existing plans objectives and milestones for facllitate the
and ensure that o Schedule tasks to tasks and projects achievement of
objectives are ensure they are  [»  Produce clear, institutional
met performed within detailed and objectives
Focus on short- budget and with comprehengive
term objectives afficient use of plans to achieve
in developing time and institutional
plans and resources objectives
actions e Measures e (dentify possible risk
Arrange progress and factors and design
information and monitor and implement
resources performance appropriate
required for a results contingency plans
task, but require »  Adapt plans in light
further structure of changing
and organisation circumstances
e Prioritise tasks and
projects according to
their relevant
urgency and
imporiance .
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145/ 260
Annexure B 2019/20
Cluster Core Competencies
Competency Name ° | Analysis and Innovation B
Able te critically analyse information, challenges and rends to
Competency establish and implement fact-based solutions that are innovative
Definition to improve institutional processes in order to achieve key strategic
objeclives
ACHIEVEMENT LEVELS o
BASIC _ COMPETENT ADVANCED SUPERIOR
¢ Understand the | Demonstrate logical |« Coaches team + Demonstrate complex
basic operation problem solving members on analytical and problem
of analysie, but techniques and analytical and solving approaches
lack detall and approaches and innovative and techniques
thoroughness provide rationale for | approaches and |e Create an environment
» Able to balance recommendalions techniques conducive to analytical
independent * Demonstrate ¢ Engage with and fact-based
analysis with objectivity, insight, appropriate problem-solving
requesting and thoroughness individuals In ¢ Analyse, recommend
assistancs from when analysing analysing and solutions and monitor
others problems resolving complex | trends in key
¢ Recommend e Able to break down | problems challenges to prevent
new ways to complex problems | e Identify solutions and manage
perform tasks into manageable ON Various areas occurrence
within own parts and identify in the institution e Create an environmant
function solutions » Formulate and that fosters innovative
¢ Propose simple  |e Consult internal and |  implement new thinking and follows a
remedial external ideas throughout learning organisation
interventions stakeholders on the institution approach
that marginally opportunities to & Able to gain « Be a thought leader on
chalienges the improve processes approval and buy- | innovative customer
status quo and service delivery | In for proposed service delivery, and
e Listen to the e Clearly interventions from | process oplimisation
ideas and communicate the relevant ¢ Play an active role in
perspectives of benefits of new stakeholders sharing best practice
others and opporiunities and o |dentify trends and | solutions and engage
explore innovative solutions | best practices in in national and
opportunities to to stakeholders process and - international local
enhance such » Continuously identify | service delivery government seminars
innovative opportunities to and propose and conferences
thinking enhance internal institutional
processes application
e {dentify and analyse |« Continuously
opportunities engage in
conducive to research to
innovative identify client
approaches and needs
propose remedial
intervention =5 ]

10
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146 / 260
Annexure B 2019/20
Cluster Core Compstencies
| Competency Name | Knowledge and Information Management
Able to promota the generation and sharing of knowledge and
Competency Definition | information through various processes and media, in order to
enhance the colleclive knowledge base of local government
_ ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
= Collect, Use appropriate | ¢ Effectively predict Create and
categorise and information future information support a vision
track relevant systems and and knowledge and culture where
information technology to management leam members
required for manage requirements and are empowered fo
specific tasks institutional sysiems seek, gain and
and projects knowledge and Develop standards share knowledge
¢ Analyse and information and processes to and information
interpret sharing meet fulure Establish
information to Evaluate data knowledge partrerships
draw from various management across local
conclugions sources and use needs government to
= Seek new information Share and facllitate
sources of effectively to promote best- knowledge
information to influence practice management
increase the decisions and knowledge Demonstrate a
knowledge provide solutions management mature approach
base Actively create across various lo knowledge and
» Regularly mechanisms and institutions information
share structures for Establish accurate sharing with an
information sharing of measures and abundance and
and knowledge information | monitoring asgistance
with internal Use external and systems for approach
stakeholders internal knowledge and Recognise and
and team resources fo information exploit knowledge
members research and management points In
provide relevant Create a culture interactions with
and cutting-edge conducive of internal and
knowledge to learning and external
enhance knowledge sharing elakeholders
institutional Hold regular
effectiveness and knowledge and
efficiency information
sharing sessions
to elicit new ideas
and share best
practice
gpproaches
Lo
1
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147 / 260
Annexure B 2019/20
... Cluster | Ccre Competencies
Competency Name | Communication
{ Able to share information, knowledge and ideas in a clear,
Competency focused and concise manner appropriate for the audience in
Definition order to effectively convey, persuade and influence stakeholders
1o achieve the desired outcome =1
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
e Demonstratean |  Expressideas | e Effectively ¢« Regardedas a
understanding to individuals communicate high- specialist in
for and groups in risk and sensitive negotiations
communication formal and matters to relevant and
levers and tools informal stakeholders representing the
appropriate for settingsinan | ¢ Develop a well- institution
the audience, manner that is defined ® Able to inspire
but requires interesting and communication and motivate
guidance in motivating strategy others through
utilising such o Abletfo + Balance political positive
tools undarstand, perspactives with communication
e Express ideas in tolerate and institutional needs that is impactiul
a clear and appreciate when communicating and relevant
focused manner, diverse viewpoints on » Creates an
but does not perspectives, complex issues environment
always take the alfitudes and « Able o effectively conducive o
needs of the beliefs direct negotiations transparent and
audience into e Adapt around complex productive
consideration communication matiers and arrive at communication
* Disseminate and content and a win-win situation and critical and
convey style to suit the that promotes Batho appreciative
information and audience and Pele principles conversations
knowledge facilitate » Market and promote | o Ableto
adequately optimal the institution to coordinate
information extenal stakeholders negotiations -at
transfer and seek to enhance- different levels
¢ Deliver content a positive image of within local
In & manner the institution government and
that gains * Able to communicate externally
support, with the media with
commitment high levels of moral
and agreament competence and
from relevant discipline
stakeholders
¢ Compile clear,
focused,
concise and
well-structured
written
documents
12

e
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148 / 260
Annexure B 2019/20
Cluster Core Competencies o
Competency Name | Resulls and Quality Focus
Able to maintain high quality standarcs, focus on achieving
results and objeclives while consistently striving to exceed
Competency Definition | expectations and encourage others to meet quality standards.
Further, to actively monitor and measure results and quality
against identified objectives .
ACHIEVEMENT LEVELS
BASIC COMPETENT ... ADVANCED | SUPERIOR
Understand ¢ Focus on high- + Consistently verify Coach and
quality of work priority actions own standards guide others to
but requires and does not and outcomes to exceed quality
guidance in bacome ensure quality standards and
attending 1o distracted by output results
important lower-priority Focus on the end Develop
matters activities result and avoids challenging,
Show & basic e Display firm belng distracted client-focused
commitinent to commitment Demonstrate a goals and seis
achieving the and pride in determined and high standards
correct results achieving the committed for personal
Produce the correct resulis approach to performance
minimum level ¢ Sel quality achieving results Commit to
of results standards and and guality exceed the
required in the design standards resulis and
role praocesses and Follow task and quality standards,
Praduce tagks around projects through monitor own
outcomes that achieving sei to completion performance and
is of a good standards Set challenging implement
standard * Produce output goals and remedial
Focus on the of high quality objectives to self inlervantiops
guantity of e Able to balance and team and when required
output but the quantity and display Work with team
requires quelity of results commitment to to set ambitious
development in in order to achieving and challenging
incorporating achieve expectations team goals,
the guality of abjectives Maintain a focus communicating
work * Monitors on quality outputs long- and short-
Produce quality progress, quality when placed term expectations
work in general of work, and use tinder pressure Take appropriate
clrcumstances, of resources; Establishing rigks to
but fails to meet provide status institutional accomplish goals
expectation updates, and systems for Overcome
when under make managing and setbacks and
pressure adjustments as aesigning work, adjust action
needed defining plans to realise
responsibilities, goals
fracking, Focus people on
ronitoring and critical activities
measuring that yield a high
sUCCess, impact
evaluating and
valuing lhe work
of the insfitution
13



251

149 / 260

X

Butuueld g asnjonJyselju; ;1030841

uejd juswdo|ana( jeuosiad

0Z/6102 2 ainXauuy



252

150/ 260

b o

) /

'\\l

€

Auiedpiuniy sy) jo yleyeq uo sebeueyy [edoiunyy ay) Aq psubig

safo|dy sy} Aq pejdesoe pue psubig

uosiad poddng

pelosdxg sswoong deg) 80UBULGLA] S|INS

0Z/6L0Z D aiNXBUUY



253

151 /260

OVERSTRAND MUNICIPALITY

------------------------------------

O.VERS TRAND

Performance Agreement
for the financial year
1 July 2019 - 30 June 2020

DIRECTOR:
LOCAL ECONOMIC DEVELOPMENT,
SOCIAL DEVELOPMENT & TOURISM




254

152 1 260

Performance Agreement  2019/20

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

Solomzi Madikane, the Director: Local economic development, Social development and
Tourism (herein and after referred as Employee) for the period 1 July 2019 to 30 June
2020

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

c. The Parties wish to ensure that they are clear about the goals fo be
achieved, and secure the commitment of the Employee to a set of
outcomes 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

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 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
Govemnment: Municipal Structures Act 117 of 1998 (‘the
Structures Act”) as represented by its chairperson, the Executive
Mayaor;

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

1.1.4 ‘the Employer” means Overstrand Municipality; and

1.1.5 ‘“the Parties” means the Emplayer and Employee.

© o G @ @Q@?
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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;

22 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 accountabilities:

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

A);

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

2.5  Toestablish 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 to a performance-orientated
relationship with the Employee in attaining improved service delivery,

COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2019 and will remain in force
until 30 June 2020 where-after a new Performance Agreement shall be
concluded between the parties for the next financial year or any portion
thereof;

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

3.3  This Agreement will 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
alters to the extent that the contents of the agreement 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.

S VI & 391
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PERFORMANCE OBJECTIVES

4.1

4.2

4.3

4.4

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 performance objectives and
targets must be met; and

413 The competencies (Annexure B - definitions in ferms 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 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:; :

4.2.3 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, ;

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

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

5.2

The Employee agrees fo participate in the performance management
system that the Employer adopted for the em ployees of the Employer;

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

4
Dir.: MM: [
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5.3

5.4

5.5

5.6

5.7

performance standards to assist the employees and service providers to
perform 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;

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 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
Agreament;

The Employee’s assessment will be based on his performance in terms of
the outputs/outcomes (performance indicators) identified as per aitached
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:

B Service Dellvery and
Infrastructure

B Munidipal Transformation
and Instinitional
Development

+ Local Economic Develapment

B pMunicipal Financial Viabiligy
and Management

¥ Good Governance, Public
Participation Accountability
and T'ransparency

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 strategic
intent and direction and core competencies (indicated in green on the
graph below), which drive the execution of the leading competencies.

’ Dir.: MM:

)
&)



258

156 / 260

Performance Agreement 2019/20

I8 strateglc directlon and leadership

B People managsmant

‘ W Frogram and project management
& Ananclal managemeant
y ® change leadership
j ’ 4
il th

Governance leaderslp

& Moral competence

12 Planning and organising

4 -
1 ; ﬁ
[ ’ 7 -
= =
' U Analysis and Innovation |
ki Knowledge and Infarmatton |

management

' Communication

U Results and quallty focus

| -
PERFORMANCE ASSESSMENT

6.1 The Performance Plan (Annexure A) to 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 performance.

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 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 to the panel members for
preparation purposes;

6.6  Assessment of the achievement of results as outlined in the performance

° Dir.:@hmzj‘ ﬂ
)
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6.7

6.8

6.9

6.6.1 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 KP!;

6.6.2 A rating on the five-point scale described in 6.9 below shall be
provided for each KPI 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 outside the control of the employer and employee, the
KP! will not be considered during the evaluation. The employee
should provide sufficient evidence in such instances; and

6.6.5 An overall score will be calculated based on the total 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 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/her
Competencies;

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

6.7.3 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 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 KPls:

! Di.: C v W
' # .
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I
Sruestand g
petdormance

Terminology

Outstanding
performance

d
l |
Performaence  Fally eHectoee Not Tully  Unacceptasble
signifczntly effective performarice

bz
axpeckations

Description

Performance far exceeds the standard expected of an employee
at this level. The appraisal indicates that the Employee has
achleved 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 year.

Parformance
significantly above
expectations

Performance is significantly higher than the standard expected in
the job. The appraisal indicates that the Employee has achieved
above fully effective resulls against more than half of the
performance criteria and indicators and fully achieved all others
throughout the year.

Fully effective

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

Not fully effective

Performance is below the standard required for the job in key
areas. Performance meets some of the standards expected for
the job. The review/assessment indicates that the 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.

Unacceptable
performance

Performance does not meet the standard expected for the job.
The review/assessment indicates that they employee has
achieved below fully effective results against almost all of the
performance criteria and indicators as specified in the PA and
Performance Plan, The employee has falled to demonstrate the
commitment or ability to bring performance up to the level
expected in the job despite management efforts to encourage
improvement.

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

G 3

scale:
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5
a
3
2
1
e | _

Poor Basic Competent Advanced Superior

Achievement

Description

Do not apply the basic concepts and methods to proof a basic
Poor understanding of local government operations and requires
extenslve supervision and development interventions.

Applies basic concepts, methods,.and understanding of local
Basic govemment operations, but requires supervision and
development intervention. -

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

execules progressive analysis. :

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

Has a comprehensive understanding of local government
operations, critical in strategic shaping strategic direction and
change, develops and applies comprehensive concepis and
methods.

Level

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 —

6.11.1 Municipal Manager;
6.11.2 Municipal Manager from another municipality;

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

6.11.4 The Member of the Mayoral 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

)
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6.13 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

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

Review Period Review to be completed by

1 July - September Qctober 2019 (informal)
2 October — December February 2020

3 January — March April 2020 (Informal)
4 April - June September 2020

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 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

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

amended as the case may be. In that case, the Employee will be fully
consulted before any such change is made.

DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is
altached as Annexure C. Such Plan may be implemented andfor 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.

OBLIGATIONS OF THE EMPLOYER

9.1 The Employer shall-

9.1.1  Create an enabling environment to facilitate effective performance

by the employee;
10 . \Qm
Dir.: @E MM: .
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9.1.2 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 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

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 objectives and targets established in terms of this
Agreement.

10. CONSULTATION

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

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 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.

11. REWARD

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

11.2 It 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.

" Dir.:g E@” MM: W
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12.

13.

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 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

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 to carry out his or her duties.

DISPUTE RESOLUTION

13.1  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 to resolving the issue. 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 arbitrator, acceptable to both parties, shall be appointed to
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 Mayor shall be final and binding on both

parties; and
2 Dir.: @i MM: @‘7 d
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13.5 In the event that the mediation process contemplated above fails, the
relevant clause of the Contract 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 to the public by the
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 effects of existing or new regulations, circulars, policies, directives
or other instruments.

o7
Thus done and signed at on the / day June of

2019,

AS WITNESSES:
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Thus done and signed at HERI-‘\M«U C

AS WITNESSES:

iena

onthe {0 day June of 2019.

T

DI IR
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understanding of
key  decision-
makers

achievement of the
strategic mandate

¢ Understand the aim
and objectives of the
instifution and refate it
to own work

power relationships and
dynamic tensions among
key players (o frame
communications - and
develop strategies,
positions and alliances

- manoeuvre
successfully to a
win/win outcome

1751260
Annexure B 2019/20
Cluster Leading Competencies
Competency Name Strategic Direction and Leadership
Provide and direct a vision for the institution, and inspire and deploy others
Competency Definltion | ., 4iiver on the strategic institutional mandate
ACHIEVEMENT LEVELS
BASIC COMPETENT [ ADVANCED SUPERIOR
= Understand « Give direction to a|e Evaluate all activities to | Structure and position
institutional and team in realising the | delermine wvalue and| the institution to local
departmental institution's  slrategic | alignment fo strategic | government pricriies
strategic mandate and set| Intent e Actively use in-depth
objectives,  but objectives s Display in-depth | knowledge and
lacks the ability |« Has a positive impact | knowledge and | understanding to
to inspire others and influence on the | understanding of strategic davelop and implement
to achieve set morale, engagement | planning comprehensive
mandate and participation of | » Align strategy and goals insﬂtulbnal framewori
» Describe  how team members across all functional areas e Hold self accountable
specific  tasks | e Develop actions plans | « Actively define | for stralegy execution
link to to execute and guide [ performance measures to | and resuits
institutional strategy monitor the progress and |« Provide impact and
rategies  but | implementation eflectiveness of the| influence through
has limited | Assist In defining | instifution building and
Influence in | performance « Consistently  challenge | maintaining  stretegic
directing measures 0 monitor | strategic plans to ensure | relationships
strategy the progress and| relevance e Create an environment
»Has a basic effectiveness of the |« Understand institutional | that facilitates loyalty
understanding of | institution structures and political | and innovation Display
institutional « Displays an | factors, and the | @& superior level of self-
performance Bwareness of | consequences of actions discipline and integrity
management, institutional structures | « Empower others to follow | in actions
but lacks the | and political factors strategic  direction and [e Integrate various
ability 0 | o Effactively deal  with complex| systems into &
integrate communicate bamiers | sltuations : collective whole o
systems infc @ | fo execution t0|e Guide the Inelitution | optimise  institutional
collective whole |  relevant parties through complex and| performance
* Demonstraie @ |« Provide guidance to | ambiguous concern management
basic all stakehoiders in the |  Use  understanding of |¢ Uses understanding of

competing interests to
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176/ 260
Annexure B 2019/20
Cluster Leading Competencies
Competancy Name People Management
Effectively manage, inspire and encourage people, respect diversity,
Competency Definition | optimise talent and build and nurture relationships in order to achleve
insfitutional objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
eParticipate in | »Seek opportunities to | e [dentify ineffective team | « Develop and
team goal- increase team | and work processes and | incorporate  best
setting and | contribution and | recommend remedial | practice people
problem responsibility interventions management
solving ¢Respect and support | eRecognise and reward | processes,
einteract 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 s Effectively delegate | order to  increase | discipline,
s Aware of tasks and empower| personal effecliveness responsibility and
guidelines for | others to increase |eldentify  development | accountability
employee contribution and| and leaming needs | e Understand the
development, execute functions | within the team impact of diversity
but  requires | optimally e Build a work | in  performance
Support in | eApply relevant | environment conducive | &nd actively
implementing employee  legislation | to sharing, innovation, [ incorporate a
development fairly and consistently ethical behaviour and | diversity strategy
initiatives o Facilitate team goal- | professionalism in the institution
setting and problem- | einspire a cullure of | = Develop
solving performance excellence | comprehensive
= Effectively identify [ by giving positive and | integrated
capacily requirements | constructive feedback to | strategies  and
to fuliill the strategic | the team approaches (o
mandate sAchieve agreement cor| human  capital
consensus in| development and
adversarial management
environments | #Actively  identify
eLead and unite diverse | trends and predict
teams across divisions | capacity
to achieve institulional | requirements fo
objectives facilitate  unified
transition and
periormance
management
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rational of projects
in relation to the
institution’s
strategic objectives
Document and
communicate
factors and risk
associated with
own work

Use results and
approaches of
successful  project
implementation as
guide

o Monitor

between project
deadiine and the

quality of
deliverables

o |dentify appropriate

project resources to

facilitate the
effective
completion of the
deliverables

s Comply with
statutory

requirements and
apply policies in a
consistent manner

progress
and use of
resources and
make needed
adjustments to
timelines, steps,
and resource
allocation

and budget when
required without
compromising  the

quality and
objectives of the
project

Invalve top-level
authorities and
relevant
slakeholders in

seeking project buy-
in

Identify and apply
contemporary
project management
methodology ’
Influence and
motivate project
team to deliver
exceptional results
Monitor policy
implementation and
apply procedures to
manage risks

177 1 260
Annexure B 2019/20
Cluster Leading Competencies
Competency Name Program and Project Management
Able to understand program and project management methodology;
Competency 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 multiple Understand and
after approval from stakeholder programs and conceptualise
higher authorities involvement  and balance  priorities the  long-term
Understand communicate  the and conflicts implications  of
procedures of project status and according to desired project
program and key milestones institutional goals outcomes
project o Define the roles Apply effective risk Direct a
management and responsibilities management comprehensive
methodolagy, of the project team stralegies  through strategic macro
implications  and and create clarity Impact assessment and micro
stakeholder around and resource analysis and
involvement expectations requirements scope  projects
Understand  the Find a balance Modify project scope accordingly to

realise

institutional
objectives
Consider and
initiate  projects
that focus on
achievement of
the long-term
objeclives
Influence people
in positions of
authority to
implement
outcomes of
projects

Lead and direct
franslation  of
policy into
workable
actions plans
Ensures that
programs  are
monitored to
track progress
and optimal
resource
utilisation, and
that adjustments

are made as
needed
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178/ 260
Annexure B 2019/20
[ Cluster Leading Competencies
Competency Name 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. Further
to ensure that all financial transactions are managed in an ethical
manner .
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
* Understand basic |« Exhibit knowledge [e Take active Develop planning
financial concepts 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 expenditure
processes and how they interrelate and provides trends
activities Assess, identify credible answers to Set budget
e Display and manage queries within own frameworis for
awareness into financial risks responsibility the institution
the various Assume a cost- » Prepare budgets Set shategic
sources of saving approach fo that are aligned to direction for the
financial data, financial the strategic Institution on
reporting management objectives of the expenditure and
mechanisms, Prepare financial institution other financial
financial reporis based on e Address complex pracesses
govemance, specified formats budgeting and Build and nurture
processes and Consider and financial partnerships to
systems understand the management improve financial
¢ Understand the financial concerns management and
importance of implications of e Put systems and achieve financial
financial decisions and processes in place savings
accountability suggestions to enhance the Actively identify
s Understand the Ensure that quality and integrity and implement
importance of delegation and of financial new methods to
asset control instructions as management improve asset
required by practices control
National Treasury | Advise on policies Display
guidelines are and procedures professionalism in
reviewed and regarding asset dealing with
updated control financial date and
Identify and ¢ Promote National processes
implement proper Treasury's
monitoring and regulatory
evaluation practices framework for
to ensure Financial
appropriate Management
spending against
budget
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179 /260
Annexure B 2019/20
Cluster Leading Competencies
Competency Name Change Leadership

Competancy Definitlon

Able to direct and initiate institutional transformation on all levels in
order to successfully drive and implement new initiatives and
deliver professional and quaiity services to fhe community

for implementation

ACHIEVEMENT LEVELS _ N
BASIC _ COMPETENT ADVANCED SUPERIOR
» Display an ¢ Perform an analysis |+ Actively monitor Sponsor
awareness of change of the change impact change impact and change
interventions, and on the soclal, results and convey agents and
the benefits of political ard progress to relevant create a
transformation aconomic stakeholders network of
initiatives environment + Secure buy-in and change
o Able to identify basic |e Maintain calm and sponsorship for leaders who
needs for change focus during change change Initiatives Support the
o ldentify gaps e Able to sssistteam | Continuously interventions
between the current members during evaluate change Actively
and desired state change and kesp strategy and design adapt current
* Identify potential risk them focused on the and introduce new Structures
and chellenges to deliverables approaches (o and
transformation, * Volunteer to lead enhance the processes o
including resistance change efforts Insfitution’s incorporate
to change factors ouiside of own work effectiveness the change
¢ Parlicipate in change team e Build and nurture interventions
programs end » Able to gain buy-in relationships with Mentor and
piloting change and approval for verious etakeholders guide team
interventions change from to establish strategic members on
o Understand the relevant alliance in facilitating the effacis of
impact of change stakeholders change change,
interventions onthe  |¢ 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 Ggovernment. resistance to change [« Benchmark change integrate
factors interventions against change
o Design change best change Motivate and
interventions that practices inspire others
are aligned with the |« Understand the around
institution's strategic |  impact and change
objectives and goals psychology of initiatives
change, and put
remedial
interventions in
place to fagililate
effactive
transformation
o Take calculated risk
and seak new ideas
from best practice
scenarios, and
identify the potential

A
"z
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180/ 260
Annexure B 2019/20
: ____Cluster Leading Competencies T
Competency Name Govemance Leadership
Able to promote, direct and apply professionalism in managing risk
and compliance requirements and apply a thorough understanding
Competency Definition | of governance practices and obfigations. Further, able to direct the
conceplualisation of relevant policies and enhance cooperative
ovemance relalionships
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Display a basic Display & ¢ Able to link risk ¢ Demonstrate a
awareness of thorough initiatives into key high level of
risk, compliance understanding of institutional objectives commiiment in
and governance governance and and drivers complying with
factors but risk and ¢ ldentify, analyse and governance
require guidance compliance measure risk, create requirements
and factors and valid risk forecasts, e Implemant
development in implement plans and map risk profiles governance and
implementing to address these [« Apply risk conirol compliance
such Demonstrate methodology and atrategy o ensure
requirements understanding of approaches to prevent |  achievement of
Understand the the techniques and reduce risk that institutional
structure of and processes for | impede on the objectives within
cooperative oplimising risk achievement of the legislative
governmeni but taking decisions institutional objectives framework
requires within the ¢ Demonstrate a + Able to advise
guidance on institution thorough Local Government
fostering Actively drive understanding of risk on risk
workable policy formulation retention plens management
relationships within the o |dentify and sirategies, best
between institution to implement practice
stakeholders ensure the comprehensive risk interventions and
Provide input achievernent of management systems compliance
info policy objectives and processes management
formulation o Implement and |® Able toforge
monitor the | positive
formulation of policies, | relationships on
identify and analyse | cooperative
constraints ~ and govemance level fo
challenges with enhance the
implementation and | effectiveness of
provide Hocal government
recommendations for | Able (o shape,
improvement direct and drive the
formulation of
policies on a macro
level
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181/ 260
Annexure B 2019/20
Cluster Cora Competencies
Competency Name | Moral Competence
Competency Able to identify moral triggers, apply reasoning that promotes honesty
Definition and integrity and consistently display behaviour that refiects moral
competence _
- ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
e Realise the o Conduct self in ¢ [dentify, develop, and o Create an
impact of alignment with the apply measures of salf. anvironment
acting with values of Lacal corraction condugcive of
integrity, but Government and e Able to gain trust and moral practices
requires the institution respect through eligning | e Actively develop
guidance and ¢ Able to openly actions with and implement
devalopment in admit own commitments measures 1o
implementing mistekes and e Make proposals and combal fraud
principles weaknesses and recommendalions that and corruption
» Follow the seek assistance are transparent and gain | « Set integrity
basic rules and from others when the approval of relevant standards and
regulations of unable to deliver stakeholders shared
the insfitulion e Actively report = Present values, beliefs accountability
e Able to identify fraudulent activity and ideas that are messures
basic moral ar corruption congruent with the across the
situations, but within local institution's rules and inetitution to
requires government regulations support the
guidance and |« Understand and o Takes an active stance objectives of
development in honour the against corruplion and local
undersianding confidential nalure dishonesty when noted government
and reasoning of matters without | e Actively promote the o Take
with moral seeking personal value of the institution to responsibility for
intent gain internal and external own actiona and
« Able to deal with stakeholders decisions, even
situations of s Able to work in unity with |  ifthe
conflict of interest a team and not sesk consequences
promptly and in the |  personal gain are
best interest of = Apply universal moral unfavourable
local government principles consistently to
achieve moral decislons
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182/ 260
Annexure B 2019/20
Cluster _Core Competancies
Competency Name | Planning and Organising
Competency Able to plan, prioritise and organise information and resources effactively
Definition to ensure the quality of service delivery and build efficient contingency
o _plans to manage risk »
ACHIEVEMENT LEVELS U—————
BASIC COMPETENT ADVANCED SUPERIOR
e Able to follow a  Actively and e Able to define ¢ Focus on broad
basic plans and appropriately institutional strategies and
organise tasks organise objectives, develop initiatives when
around set information and comprehengive developing
objectives resources plans, integrate and plans and
s Understand the required for a coordinate aclivities, actions
process of task and assign « Able to project
planning and * Recognise the appropriate and forecast
organising but urgency and resources for short, medium
requires imporiance of successful and long term
guidance and tasks implementation requirements of
developmentin  le¢ Balance short s ldentify in advance the institution
providing and long-term required stages and and local
detailed and plans and goals actions to complete government
comprehensive and incorporate taske and projecis e Translate policy
plans into the team'’s e Schedule realistic into relevant
s Able to follow performance timelines, objectives projects to
existing plans objectives and milestones for facilitate the
and ensure thal | Schedule tasks to tasks and projects achfevement of
objectives are ensure they are o Produce clear, institutional
met performed within detailed and objectives
s Focus on short- budget and with comprehensive
term objectives efficient use of plens to achieve
in developing time and ingtitutional
plans and resources cbiectives
aclions e Measures = Ideniify possible risk
e Arrange progress and factors and design
information and monitor and implement
nesources performance appropriate
required for @ resuits contingenoy plans
task, but require e Adapt plans In light
further structure of changing
and organisation clrcumstances
» Prioritise tasks and
projects according to
their relevant
urgency and
importance S——
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Cluster Core Competencies
Competency Name - | Analysis and Innovation
Able fo critically analyse information, challenges and frends to
Competency establish and implement fact-based solutions that are innovative
Definition to improve institutional processes in order to achieve key strategic
objectives _
o ACHIEVEMENT LEVELS =
BASIC COMPETENT ADVANCED SUPERIOR
¢ Understand the |e Demonstrate logical |« Coaches team ¢ Demonstrate complex
basic operation problem solving members on analytical and problem
of analysis, but techniques and analytical and solving approaches
lack detail and approaches and innovative and techniques
thoroughness provide rationale for | approaches and |« Creafe an environment
= Able to balance recommendations techniques conducive to analytical
independent e Demonstrate + Engage with and fact-based
analysis with objectivity, insight, prigte problem-solving
requesting and thoroughness individuals in = Analyse, recommend
assistance from when analysing analysing and solutions and monitor
others problems resolving complex | trends in key
¢ Recommend ¢ Able to break down problems challenges to prevent
new ways to complex problems | e Identify solutions and manage
perform tasks into manageable on various areas occurrence
within own parts and identify in the institution |« Create an environment
function solutions e Formulate and that fosters innovative
¢ Propose simple |« Consult internal and | implement new thinking and follows a
remedial external ideas throughout leaming organisation
interventions slakeholders on the institution approach
that marginally oppertunities to o Able fo gain » Be a thought leader on
challenges the improve processes approval and buy- | Innovative customer
status quo and service delivery | in for proposed service delivery, and
» Listen fo the e Clearly interventions from | process optimisation
ldeas and communicate the relevant e Play an active role in
perspeclives of benefits of new slakeholders sharing best practice
others and opportunities and s Identify trends and | solutions and engage
explore innovative solutions | best practices in in national and
opportunities to to stakeholders process and - international local
enhance such e Continuously identify | service delivery government seminars
innovative opportunities to and propose and conferences
thinking enhance internal institutional
processas application
» |dentify and analyse |« Continuously
opportunities engage in
conducive to research to
innovative identify client
approaches and needs
propose remedial
intervention o
10
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Cluster Core Competencies
Competency Name _ | Knowledge and Information Management
Able to promote the generation and sharing of knowledge and
Competency Definition | information through varlous processes and media, in order to
i — _1 enhance the collective knowledge base of local government
ACHIEVEMENT LEVELS .
BASIC COMPETENT ADVANCED SUPERIOR
¢ Collect, Use appropriate | ¢ Effectively predict | « Create and
categorise and information future information support & vision
track relevant systems and and knowiedge and culture where
information technology to management team members
required for manage reguirements and are empowered to
specific tasks institutional systems seek, gain and
and projects knowledge and » Develop standards share knowledge
¢ Analyse and information and processes to and information
interpret sharing meet future s Establish
information to Evaluate data knowiedge partnerships
draw from varlous management acrpss local
conclusions sources and use needs government to
e Seek new information e Share and facilitate
sources of effectively to promote best- knowledge
information to influence practice management
increase the decisions and knowledge » Demonstrate a
knowiedge pravide solutions management mature approach
base Actively create BCross various to knowledge and
¢ Regularly mechanisms and institutions information
share siructures for e Establish accurate sharing with an
information sharing of measures and abundance and
and knowledge information monitoring assislance
with intemal Use external and systems for approach
stakeholders internal knowledge and ¢ Recognise and
and team resources to infermation exploit knowledge
members research and management points In
provide relevant | = Create a culture interactions with
and cutting-edge conducive of intemal and
knowledge to learning and externai
enhance knowledge sharing stakeholders
inslitufional ¢ Hold regular
effectiveness and knowledge and
efficiency information
sharing sessions
to elicit new ideas
and share best
practice
approaches

11
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| Cluster | Core Competencies
Competency Name | Communication
Able to share information, knowledge 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 outcome — e
ACHIEVEMENT LEVELS =i
BASIC COMPETENT ADVANCED SUPERIOR
o Demonstratean | « Express ideas | « Effectively » Regardedasa
understanding {o individuals communicate high- specialist in
for and groups in rigk and sengitive negotiations
communication formal and matters to relevant and
levers and tools informal stakeholders representing the
appropriate for seftingeinan | ¢ Develop a well- institution
the audience, manner that is defined e Able to inspire
but requires interesting and communication and motivate
guidance In motivating strategy others through
utilising such ¢« Ableto ¢ Balance political positive
fools understand, perspectives with communication
« Express ideas in tolerate and institutional needs that is impactful
a clear and appreciate when communicating and relevant
focused manner, diveree viewpoints on e Creates an
but does not perspectives, complex issues environment
always take the attitudes and ¢ Able to effectively conducive to
needs of the beliefs direct negotistions transparent and
audience [nfo ¢ Adapt around complex productive
consideration communication matiers and arrive at communication
= [isseminate and content and a win-win situation and crilical and
convey slyle to suit the that promotes Batho appreciative
information and audience and Pele principles conversations
knowledge facilitate e Market and promote | e Able to
adequately optimal the institution to coordinate
information external stakeholders |  negotiations at
transfer and seek to enhance .|  different levels
¢ Deliver content a positive image of within local
in & manner the: institution government and
that gains ¢ Able to communicate externally
support, with the media with
commitment high levels of moral
and agreement competence and
from relevant discipline
stakeholders
«» Compile clear,
focused,
concise and
well-structured
written
documents

12



288

186/ 260
Annexure B 2019/20
Cluster Core Competencies
Competency Name Resulls and Quality Focus
Able to maintain high quality standards, focus on achieving
results and objectives while consistently striving to exceed
Competency Definition | expectations and encourage others to meet quality standards.
Further, to actively monitor and measure results and quality
| against identified objectives
_ ACHIEVEMENT LEVELS -
BASIC COMPETENT ADVANCED ; SUPERIOR
Understand Focus on high- = Consistently verify Coach and
quality of work priority actions own standards guide others to
but requires and does not and outcomes to exceed quality
guidance in become ensure quality standards and
aftending to distracted by output results
important lower-priority Focus on the end Develop
maltters activities resull and avoids challenging,
Show a basic Display firm being distracted client-focused
commitment to commitrment Demonstrate a goals and sets
achieving the and pride in determined and high standards
correct resulte achieving the committed for personal
Produce the correcl resuits approach to performance
minimum level Set quality achieving results Commit to
of results standards and and guality exceed the
required in the design standards results and
role processes and Follow task and quality standards,
Produce tasks around prajects through monitor own
outcomes that achieving set o completion performance and
is of a good standards Set challenging implement
standard Produce output goals and remedial
Focus on the of high quality objectives to self interventions
quantity of Able to balance and team and when required
output but the guantity and display Work with team
requires quality of results commitment to to set ambitious
development in in order to achieving and challenging
incorporating achieve expectations team goals,
the quality of objectives Maintain a focus communicaling
work Monitors on quality outputs fong- and short-
Produce quality progress, quality when placed term expectations
work in general of work, and use under pressure Take sppropriate
circumstances, of resources; Establishing risks to
but fails fo meet provide status institutional accomplish goals
expectation updates, and systems for Overcome
when under make managing and setbacks and
pressure adjustments as assigning work, adjust action
neaded defining plans o reslise
responsibilities, poals
tracking, Fatus people on
monitoring and critical activities
measuring that yield & high
SUCCEss, impact
evaluating and
valuing the work
of the Institution

13
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Performance Agreement 2019/20

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
Employee) for the period 1 July 2019 to 30 June 2020

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

c. 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

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

% INTERPRETATION
1 In this Agreement the followings terms will have lhé meaning ascribed
thereto: :
1.1.1 “this Agreement’ - means the performance agreement
between the Employer and the employee and the Annexures
thereto;

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

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

1.1.4 “the Employer” means Overstrand Municipality; and

1.1.5 “the Parties” means the Employer and Employee.

Dir.;
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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 Employee and to
communicate to the Employee the Employer's expectations of the
Employee’s performance targets and accountabilities;

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

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

2.5  To establish a transparent and accountable working relationship;

2.6 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 attaining improved
service delivery.

COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2019 and will remain in
force until 30 June 2020 where-after a new Performance Agreement
shall be concluded between the parties for the next financial year or
any portion thereof:

3.2 The Parties will conclude a new Performance Agreement 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
contract of employment for any reason;

3.4 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 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.

PERFORMANCE OBJECTIVES

4.1 The Performance Plan (Annexure A) sets out —
3 {
Dir.: MM: %V
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4.1.1  The performance objectives and targets that must be met by
the Employees;

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.

4.2 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;

4.22 Key performance indicators that provide the details of the
evidence that must be provided to 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

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

43 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 employees of the Employer;

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

9.3  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

57

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 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;

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:

= Service Delivery and
Infrastructurs

Municipal Translornwation
el Institutional
Development

b Loval Economic Development

= Municpal Finandal Vialliyy
and Managesment

= Cood Governanee, Public
Partidpation Accouvintabiliyy
and Transporency

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
strategic intent and direction and core competencies (indicated in
green on the graph below), which drive the execution of the leading
competencies.

d

W Strataglc direction and leadarship

W Pecple managamant

‘ MProgram and preject management
. B Financlel mansgament
“‘ ® Changa leadarship
= Governance leadersip

@ Moral competanes

k& Planning and organising

U Analysis and Innevation
“!Knowledge and information

management

4

r -
|

‘Communieation

WResults and quality focus

3
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PERFORMANCE ASSESSMENT
6.1 The Performance Plan (Annexure A) to 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
performance.

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 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 fo the
Evaluation Panel Chairperson for distribution to the panel members for
preparation purposes; :

6.6 Assessment of the achievement of results as outlined 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-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 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;

6.6.4 In the instance 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
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:

Dir.:
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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-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/her Competencies;

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

6.7.3 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 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 KPls: ‘

5 | -
4
3 ]
. 2
' 1
&

Cutslanding  Peclormance  Fally sMectve Mot fully Unaceemtakle

pedarmonce  signilicanity effective parforrance
sbiwe
expactatian
Terminology Description

Performance far exceeds the standard expected of an
employee at this level. The appraisal Indicates that the
Qutstanding Employee has achieved above fully effective results 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 Performance 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

Dir.:
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Terminology Description
fully achieved all others throughout the year.

Fully effactive

Performance fully meets the standards expected in all areas
of the job. The appraisal indicates that the Employee has fully
achieved effective results against all significant performance
criteria and indicators as specified in the PA and Performance
Plan.

Not fully effective

Performance is below the standard required for the job in key
areas. Performance meets some of the standards expected
for the job. The review/assessment indicates that the
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.

Unacceptable
performance

Performance does not meet the standard expected for the job,
The review/assessment indicates that they employee has
achieved below fully effective results against almost all of the
performance criteria and indicators as specified in the PA and
Performance Plan. The employee has failed to demonstrate
the commitment or ability to bring performance up to the level
expected in the job despite management efforts to encourage
improvement.

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

rating scale:
=

Achievement
Level

Poor

Competent  Advanced Superior

Description

Do not apply the basic concepts and methods to proof a basic
understanding of local govemment operations and requires
extensive supervision and development interventions.

Basic

Applies basic concepts, methods, and understanding of local
government operations, but requires supervision and
development intervention.

Competent

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

Advanced

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

Superior

Has a comprehensive understanding of local government
operations, critical in strategic shaping sirategic direction and
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6.11

6.12

6.13

Achievement
Level

Description

change, develops and applies comprehensive concepts and
methods.

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;
6.11.2 Municipal Manager from another municipality;

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

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

The Municipal Manager will 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

7.1

7.2

7.3

74

7.5

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

EJuartc'r Review Period Review to be completed by

1 July - September Oclober 2019 (informal)
2 October — December February 2020

3 January - March April 2020 (Informal)
4 April - June September 2020

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

Performance feedback shall be based on the Em ployer's assessment
of the Employee's performance;

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 Annexure A whenever the
performance management system is adopted, implemented and/or

9 \
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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 consulted before any such change or plan is made.

9. OBLIGATIONS OF THE EMPLOYER
9.1 The Employer shall-

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

9.1.2 Provide access to skills development and capacity building
opporiunities;

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 Employes; :

9.14 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

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 - objectives and targets
established in terms of this Agreement.

10. CONSULTATION

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

. QR
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11. REWARD

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

11.2 It 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,

12. MANAGEMENT OF EVALUATION OUTCOMES

121 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 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 _

12.4  Inthe 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 to carry out his
or her duties.

13.  DISPUTE RESOLUTION

13.1 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 to resolving the issue. The
Employer will record the outcome of the meeting in writing:

=
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13.2  If the Parties 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;

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

13.4  The decision of the Executive Mayor 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 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 fo the
public by the 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 effects of existing or new regulations, circulars,
policies, directives or other instruments.

Thus done and signed at V&Z Lot on the fﬂ _ day June of

2019.

AS WITNESSES:

' = CIPALWANAGER
2 Mm L

¥ Dir.. MM: (
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Thus done and signed at l'_kf‘:.rm.;:\n._;r_, on the dlj: day June of 2019,

AS WITNESSES:
1. i aC

| Y {
N

ECTO

WA A
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Annexure B 2019/20
Cluster Leading Competencies
Gompetsncy Name Strategic Direction and Leadership
Provide and direct a vision for the institution, and inspire and deploy others
Competency Definitlon |, 4ejiver on the strategic institutional mandate
ACHIEVEMENT LEVELS L
BASIC COMPETENT ADVANCED SUPERIOR
» Understand e Give direction to a [ = Evaluate all activities to [ Structure and position
institutional and team In realising the | determine wvalue and| the institution to local
departmental institution’s  strategic | alignment to sirategic | government priorities
strategic mandate and set| Intent o Actively use in-depth
objectives, but objectives o Display in-depth | knowledge and
lacks the ability | e Has a positive impact | knowledge and | understanding io
to inspire others and influence on the | understanding of strategic | develop and implement
to achieve set morale, engagement | planning a comprehensive
mandate and participation of | « Align stralegy and goals | institutional framework
e Describe  how team members across all functional areas | Hold self accountable
specific  tasks | = Develop actions plans | « Actively define | for strategy execution
link to | to execulte and guide | performance measures to | end results
institutional strategy monitor the progress and | Provide impact and
strategies  but implementation effectiveness of the| influence through
has limited | Assist in defining | institution building and
influence in | performance o Consistently ~ challenge | maintaining strategic
directing measures to monitor | strategic plans to ensure | relationships
strategy the progress and| relevance » Create an environment
eHas a basic effectiveness of the | » Understand  insfitutional | thet fecilitates loyalty
understanding of institution structures and political | and innovation Display
institutional e Displays an | factors, and the | @ superior level of self-
performance awareness of | conseguences of actions discipline and integrity
management, institutional structures | « Empower others (o follow | in actions
but lacks the and political factors straiegic direction and |» Integrate various
ability to | e Effectively deal with complex| systems into a
integrate communicate bamiers | shuations , collective whole to
systems info @ | to execution to|e Guide the insfitution| optimise institutional
collective whole relevant parties through complex and| performance
» Demonstrate @ |« Provide guidance to | ambiguous concem management
basic all stakeholders in the | e Use  understanding of [¢ Uses understanding of
underslanding of | achievement of the | power relstionships and | competing interests to
key  dacision- | strategic mandate dynamic tensions among | manoeuvre
makers ¢ Understand the aim | key piayers to frame | successfully fo a
and objeclives of the | communications - and| Wwin/win outcome
institution and relate it |  develop sirategies,
to own work positions and alliances
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Annexure B 2019/20
Clusier Leading Competencies
Compstency Name | People Management
Effectively manage, inspire and encourage people, respect diversity,
Compstency Definition | optimise talent and build and nurture relationships in order to achieve
institutional objectives
_ ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
e Participate in |eSeek opporiunities fto | eldentify ineffective team | e Develop and
team goal- increase team | and work processes and | incorporate best
setting and | contribution and | recommend remedial | practice people
problem responsibility interventions management
solving eRespect and support | eRecognise and reward | processes,
einteract 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 | insfitution
diverse approach guidance fo others in | « Foster a culture of
backgrounds » Effectively delegate | order to  increase | discipline,
e Aware of | taske and empower| personal effectiveness respongibliity and
guidelines for | others to increase | eldentify  development [ accountability
employee contribution and| and leaming needs | eUnderstand the
development, execute functions | within the team impact of diversity
but  requires optimally o Build a work | in performance
support in | = Apply relevant | environment conducive | and actively
implementing employee  legislation | to sharing, innovation, | incorporate a
development fairly and consistentiy ethical behaviour and | diversity strategy
initiatives e Facilitate team goal-| professionalism in the institution
seiting and problem- | eIngpire a culture of | ® Develop
solving performance excellence | comprehensive
« Effectively identify | by giving positive and [ integrated
capacity requirements | constructive feedback lo | strategies and
fo fulfil the strategic| theteam approaches  to
mandate e Achieve agresment or [ human  capital
consensus in| development and
adversarial management
environments .| e Aclively  identify
eLead and unite diverse [ trends and predict
teams across. divisions | capacity
to achieve institutional | requirements to
gbjagﬁm facilitate unified
transition and
performance
management
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Annexure B 2019/20
Cluster Leading Competencies
Competency Name Program and Project Management

Able fo understand program and project management methodology;

timelines, steps,
and resource
allocation

= Monitor policy
implementation and
apply procedures 1o
manage risks

Competency Definition | plan, manage, monitor and evaluate specific aclivities in order fo
- | deliver on set objectives
~ ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
e |[nitiate Establish broad | ¢ Manage multiple Understand and
after approval from stakeholder programs and conceptualise
higher authorities Involvement  and balance  priorities | the long-term
¢ Understand communicate the and conflicts implications  of
procedures project status and according to desired project
program key milestones institutional goals outcomes
project Define the roles)e Apply effective risk Direct a
management and respongibllities management comprehensive
methodology. of the project team sirategies  through sfrategic macro
implications and create clarity Impact assessment and micro
stakeholder around and resource analysis and
involvement expectations requirements scope projects
* Understand Find a balance | ¢« Modify project scope accordingly to
rational 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 guality and Consider and
¢ Document Identify appropriate objectives of the initiate  projects
communicate project resources to project that focus on
factors and risk facilitate the [ e Involve top-level achievement of
associated  with effective authorities and the long-term
own work completion of the relevant objectives
o Use results and deliverables stakeholders in Influence people
approaches Comply with seeking project buy- in  positions of
successful statutory in authority to
implementation as requirements and | e Identify and apply implement
guide apply policies in a contemporary outcomes of
consistent manner project management projects
Monitor  progress methodology = Lead and direct
and use of [ o Influence and translation  of
resources and motivate project policy into
make needed team to deliver workable
adjustments fo exceptional results actions plans

Ensures that
programs  are
monitored to
track progress
and optimal
resource

utilisation, and
that adjustments
are made as
needed

Mo

e (D
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Annexure B 2019/20

Clusier
Competency Name

Leading Competeticies
Financial Management

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

Competency Definition | processes in accordance with recognised financial practices. Further
to ensure that all financial transactions are managed in an ethical
manner

ACHIEVEMENT LEVELS g
BASIC COMPETENT ADVANCED SUPERIOR

e Understand basic Exhibit knowledge | e Take active Develop planning
financial concepts 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 expenditure
processes and how they interrelate and provides trends
activities Assess, identify credible answers to Set budget

e 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 fo direction for the
financial dala, financial the strategic institution on
reporting management objectives of the expenditure and
mechanisms, Prepare financial institution other financial
financial reporis based on Address complex processes
govemance, specified formais budgeting and Build and nuriure
processes and Consider and financial partnerships to
systems understand the management improve financial

e Understand the financial concerms 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

importance of delegation and of financial new methods to
asset control instructions as management improve asset
required by practices | control
National Treasury Advise on policies Display
guidelines are and procedures professionalism in
reviewed and regarding asset dealing with
updated control financial data and
Identify and Promote National processes
implement proper Treasury's
monitoring and regulatory
evaluation pracfices framework for
to ensure Financial
appropriate Management
spending against
budget

e (B
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Annexure B 2019/20
Cluster Leading Competencies ]
Competency Name Change Leadership

Competency Definition

Able te direct and initiate institutional transformation on all levels in
order to successfully drive and implement new initiatives and
deliver professional and quality services to ihe community

ACHIEVEMENT LEVELS il
BASIC COMPETENT ADYANCED SUPERIOR
= Display an Perform an analysis [« Actively monitor Sponsor
awareness 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 pregress to relevant craate a
transformation economic stakeholders network of
initiatives environment e Secure buy-in and change
« Able to identify basic Maintain calm and sponsorship for lsaders who
needs for change focus during change change initiatives support the
¢ |dentify gapa Able to assistteam (e Continuously interventions
between the current members during evaluate change Actively
and desired state change and kesp strategy and design adapt current
e [dentify potential risk them focused on the and introduce new structures
and challenges to deliverables approaches {o and
transformation, Volunteer to lead enhance the processes i
including resistance change efforig institution’s incorporate
to change factors outside of own work effectiveness the change
¢ Participate in change tearn e Build and nurture interventions
programs and Able to gain buy-Iin relationships with Mentor and
piloting change and approval for various stakeholders guide team
interventions change from 1o establish strategic members on
» Understand the relevant alliance in facilitating the effects of
impact of change stakeholders change change,
interventicns on the Identify change o Take the lead in resistance
institution within the readiness levels and impaetful change factors and
brogader scope of agsist in resolving programs how to
Liocal Ggovernment, resistance to change [¢ Benchmark change integrate
factors inferventions against {  change
Design change best change Motivate and
interventions that practices Inspire others
are aligned with the | Understand the around
institution's strategic impact and ¢hange
objectives and goals psychology of initiatives
change, and put
remedial
interventions in
place to facilitate
effective
{ransformation
o Take calculated risk
and seek new ideas
from best practice
scenarios, and
identify the potential

for implementation

ne
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Annexure B 2019/20
Clugter Leading Competencies
Competency Name Govemnance Leadership
Able to promote, direct and apply professionalism in managing risk
and compliance requirements and apply a thorough understanding
Compestency Definition | of governance practices and obligations. Further, able to direct the
conceptualisation of relevant policies and enhance cooperative
overnance relationships
e ACHIEVEMENT LEVELS e
BASIC COMPETENT ADVANCED SUPERIOR
¢ Display abasic |e Displaya « Able to link risk ¢ Demonstrate a
awaranass of thorotgh initiatives into key high level of
risk, compliance undarstanding of institutional objectives commitment in
and governance governance and and drivers complying with
factors but rigk and ¢ Identify, analyse and governance
regquire guidance compliance measure rigk, create requirements
and faclors and valid risk forecasts, o Implement
development in implement plans and map risk profiles govemance and
implementing to address these [e¢ Apply risk control compliance
such e Demonstrate methodology and strategy to ensure
requiremenis understanding of approaches fo prevent |  achievement of
» Understand the the techniques and reduce risk that institutional
structure of and processes for impede on the objectives within
couperative oplimising risk achievement of the legislative
govemnment but taking decisions institutional objectives framework
requires within the s Demonstrate a ¢ Able to advise
guidance on institution thoraugh Local Government
fostering o Aclively drive understanding of risk on risk
workable paolicy formulation retention plans management
relationships within the o Identify and strategles, best
between inslitution lo implamant . practice
stakeholders ensure the comprehensive risk interventions and
* Provide input achlevement of management systems compliance
into policy objectives and processes management
formuilation ¢+ Implement and [* Abletoforge
monitor the positive
formulation of policies, |  relationships an
identify and analyse cooperative
constraints = and governance level to
challenges with | enhance the
implementation and | effectiveness of
de Eocal government
recommendalions for | Able to shape,
improvement direct and drive the
formulation of
policies on @ macro
level

)
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Annexure B 2019/20
Clustaer Core Competencles
Competency Name | Moral Competence
Competency Able to identify meral triggers, apply reasoning that promotes honesty
Definition and integrity and consistently display behaviour that reflects moral
competence
ACHIEVEMENT LEVELS ey
BASIC COMPETENT ADVANCED SUPERIOR
= Reslise the e Conduct self in o [dentify, develop, and e Creale an
impact of alignment with the apply measures of self- environment
acting with values of Local eomection conducive of
integrity, but Government and e Able to gain trust and moral practices
requires the institution respect through alighing | e Actively develop
guidance and e Abls to openly actions with and implement
development in admit own commitments measures to
implementing mistakes and e Make proposals and combat fratd
principles weaknesses and recommendations that and cotruption
« Follow the seek assistance are fransparent and gain | « Set integrity
basic rules and from others when the approval of relevant standards and
regulations of unable to deliver siakehalders shared
the inslitution o Actively report » Present values, beliefs accountability
a Able to identify fraudulent activity and ideas that are measures
basic moral and corruption congruent with the across the
situations, but within local institution's rules and institution 1o
requires government regulations Support the
guidance and | ¢ Understand and o Takes an active stance objectives of
development in honour the against corruption and local
understanding confidential naiure dishonesty when noted government
and reasoning of matters without | «  Actively promote the e Take
with moral seeking personal value of the institution to responsibility for
intent gain Internal and externat own actions and
= Able to deal with stakeholders dacisions, even
situations of o Able to work in unity with | ifthe
confiict of interest a teem and not seek conaaquences
promptly and In the personal gain are
best interest of « Apply universal moral unfavourable
local government principles consistently to
achieve moral decisions

\
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Cluster Core Competencies
Competency Name | Planning and Organising
Competency Able to plan, prioritise and organise information and resources effectively
Definition 10 ensure the quality of service delivery and build efficient contingency
plans to manage risk
ACHIEVEMENT LEVELS
BASIC _ COMPETENT ADVANCED SUPERIOR
Able to follow e Actively and Able to define e Focus on broad
basic plans and appropriately institutional strategles and
organise tasks organise oblectives, develop initiatives when
around set information and comprehensive developing
objectives Ie8Sources plans, integrate and plans and
Understand the required for a coordinale activitles, actions
pracess of task and assign s Able to project
planning and Recognise the appropriate and forecast
organising but urgency and resources for short, medium
requires imporiance of successful and long term
guidance and tasks implementation requirements of
devalopmentin | Balance short « |dentify In advance the institution
providing and long-term required stages and and local
detailed and plans and goals actions to complete govemment
comprehensive and incorporate tasks and projecis » Translate policy
plans into the team's e  Schedule realistic into relevant
Able to follow performance timelines, objectives projects to
existing plans objectives and milestones for facilitate the
and ensure thal  |»  Schedule tasks to tasks and projecis achievement of
objectives are ensure theyare [  Produce clear, institutional
met performed within detailed and objectives
Focus an short- budget and with comprehensive
term objectives efficient use of plans to achieve
in developing time and inetitutional
plans and resources objectives
actions e Measures e Identily possible risk
Arrange progress and factors and design
information and monitor and implement
resources performance appropriate
required for a resulls confingency plans
task, but require e Adapt plans In light
further structure of changing
and organisation circumstances
e Priotitise tasks and
projects according to
their relevant
urgency and
importance P ——
9
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Cluster Cora Competenciss
| Competency Name - | Analysis and Innovation
Able to critically analyse information, challenges and frends to
Competency establish and implement fact-based solutions that are innovative
Definition to improve institutional processes ih order to achleve key strategic
objectives
- ACHIEVEMENT LEVELS -
BASIC COMPETENT ADVANCED SUPERIOR
o Understand the | Demonstrate logical |¢ Coaches team + Demonstrate complex
basic operation problem solving members on analytical and problem
of analygis, but techniques and analytical and solving approaches
lack detail and approaches and innovative and techniques
thoroughness provide rationale for approaches and |e Create an environment
« Able to balance recommendalions techniques conducive to analytical
independent e Demonstrate ¢ Engage with and fact-based
analysis with objectivity, insight, appropriate prablem-solving
reguesting and thoroughness individuals in e Analyse, recommend
assistance from when analysing analysing and solutions and monitor
others problems resolving complex | {rends in key
¢ Recommend » Able {0 break down problems challenges to prevent
new ways o complex problems e Identify solutions and manage
perfonn tasks into manageable on various areas occurrence
within own parts and identify In the Institution e Create an environment
function solutions » Formulate and that fosters innovative
o Propose simple |« Consult internal and | implement new thinking and follows a
remedial extemal ideas throughout leaming organisation
interventions siskeholders on the insfitution approach
that marginally opportunities to * Able to gain e Be a thought leader on
challenges the improve processes approval and buy- | innovative customer
status quo and service delivery In for proposed service delivery, and
e Listen to the e Clearly interventions from | process optimisation
Ideas and communicate the relevant e Play an active role in
perspectives of benefits of new stakeholders sharing best practice
others and opportunities and = |[dentify trends and | solutions and engage
explore innovative solutions | best practices In in national and
opporiunities to fo stakeholders process and - international local
enhance such e Confinuously identify | service delivery government seminars
innovative opportunities to and propose and conferences
thinking enhance internal institutional
processes application
e |dentify and analyse | Continuously
opportunities engage in
conducive to research to
innovative identify client
approaches and nesds
propose remedial
intervention e i
10
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Cluster Core Competencies
Competency Name | Knowledge and Information Management
Able to promote the generation and sharing of knowledge and
Competency Definition | information through various processes and media, in order to
o enhance the coliective knowledge base of local government
~ ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR !
e Collsct, ¢ Useappropriate | ¢ Effectively predict | ¢ Create and
categorise and information future information support a vision
frack relevant systems and and knowledge and culture where
information technology to management team members
required for manage requirements and are empowered to
specific tasks institutional systems seek, gain and
and projects knowledge and + Develop standards share knowledge
e Analyse and information and processes (o and information
interpret sharing meet fulure « Establish
information to + Evaluate data knowledge partnerships
draw fram various management across local
conclusions sources and use neeos governmant to
e Seek new information e Share and facilitate
sources of elfactively to promote best- knowledge
information to influence practice management
increase the decisions and knowladge e Damonstrate a
knowledge provide solutions management mature approach
base » Aclively creale ACross various to knowledge and
o Regularly mechanisms and insfitutions information
share structures for e Establish accurate 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 + Recognise and
and team resources to infarmation exploit knowledge
members research and management points In
provide relevant | « Create aculture | interactions with
and cutling-edge conducive of internal and ’
knowledge to learning and external
enhance knowledge sharing stakeholders j
Institutional ¢ Hold regular l
effectiveness and knowledge and i
efficiency information
sharing eessions
to alicit new ideas
and share best
practice |'
approaches




322

220/ 260
Annexure B 2019/20
Cluster | Core Competencies
Compsetency Name | Communication
Able to share information, knocwledge 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 outcome
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
+ Demonstrate an | « Expressidess |  Effectively Regarded as a
understanding to individuals communicate high- specialist in
for and groups in risk and sensitive negotiations
communication formal and matters to relevant and
levers and tools informail stakeholders representing the
appropriate for settings in an ¢ Develep a well- institution
the audience, manner that is defined Able to inspire
but requires interesting and communication and motivate
guidance in motivating strateqgy athers through
utilising such Able to ¢ Balance political positive
foois understand, perspeclives with communication
e Express ideas in tolerate and institutional needs that is impactiul
a clear and appreciate when communicating and relevant
focused manner, diverse viewpoints on Creates an
but does not perspectives, complex lssues emnvironment
always take the atitudes and | o Able to effectively conducive to
needs of the beliefs direct negofiations transparent and
audience into Adapt around complex productive
consideration communication matters and arrive at communication
¢ Disseminate and content and a win-win situation and critical and
convey style fo suit the that promotes Batho appreciative
information and audience and Pele principles conversations
knowledge facliitate e Market and promote Able fo
adequately oplimal the institution to coordinate
information external stakeholders negotiations at
transfer and seek to enhance .|  different levels
Deliver content a positive image of within local
in 2 manner the institution government and
that gains e Able to communicate externally
Suppon, with the media with
commitment high levels of moral
and agreement competence and
from relevant discipline
stakeholders
Compile clear,
focused,
concise and
wall-structured
written
documents
12
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Cluster Core Competencies
Competency Name Results and Qualily Focus
Able lo maintain high quality standards, focus on achieving
results and objectives while consistently slriving to exceed

Competency Definition | expectalions and encourage others to meet quality standards.

Further, to actively monfior and measure results and quality
against identified objectives _

_ ACHIEVEMENT LEVELS

BASIC COMPETENT _ ADVANCED SUPERIOR

¢ Understand ¢ Focus on high- « Consistently verify Coach and
quality of worl priority actions own standards guide others to
but requires and does not and outcomes o exceed qualily
guidance in become ensure quality standards and
atiending to distracted by output resulis
important lower-priority e Fogus on the end Develop
matters activities result and avoids challenging,

« Show a basic « Digplay firm being distracted client-focused
commitment to commitment = Demonstrate a gosals and sets
achieving the and pride in determined and high standards
correct results achieving the commitbed for personal

e Produce the cofrect resuits approach to pearformance
minimum level e Set quality achieving resulis Commit to
of results standards and and quality exceed the
required in the design standarde resulis and
role processes and ¢ Follow task and quelity standards,

* Produce tasks around projects through monitor own
outcomes that achieving set to completion performance and
is of a good standards + Set challenging implement
standard e Produce culput goals and remedial

« Focus on the of high quality objectives to self interventions
quantity of « Able o balance and team and when required
output but the quantily and display Work with team
requires quality of results commitment to io set ambitious
development in in order to achieving and challenging
incorporating achieve expectations team goals,
the quality of objectives  Maintain a focus communicating
work ¢ Monitore on quality outputs long- and short-

¢ Produce quality progress, quality when placed term expectations
wark in general of work, and use under pressure Take appropriate
clreumstances, of resources; « Establishing risks o
but fails to meet provide status institutional accomplish goals
expectation updates, and systems for Overcome
when under make managing and setbacks and
pressure adjusiments as assigning work, adjust action

needed defining plang to realise
responsibilities, goals
tracking, Focus people on
monitoring and critical activities
measuring that yield a high
BUCCESRS, impact
evaluating and
valuing the work
of the Institution

13@ "
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Performance Agreement 2019/20

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

Desiree Arrison, the Director: Management Services (herein and after referred as
Employee) for the period 1 July 2019 to 30 June 2020

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

c. 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

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 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 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. @/
2 - A 3
Dir.: == MM:
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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 Employee and to
communicate to the Employee 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;

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 to a performance-
orientated relationship with the Employee in attaining improved
service delivery.

COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2019 and will remain in
force until 30 June 2020 where-after a new Performance Agreement
shall be concluded between the parties for the next financial year or
any portion thereof;

3.2 The Parties will conclude a new Performance Agreement 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
contract of employment for any reason:

34 If at any time during the validity of the agreement the work
environment alters to the extent that the contents of the agreement
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.

PERFORMANCE OBJECTIVES /
41 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 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 fargets 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
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:

4.2.3 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.

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

The Employee’s performance will, in addition, be measured in terms of
contributions to the goals and sfrategies 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 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;

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 Employse;

6

s
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54

5.5

5.6

5.7

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 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:

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:

p— e

= Servioe Dellvery ancd
Infiastructure

Municipal Transformation
and Insdmtiona)
Develapiment

# Local Economic Developuivent

= Municipal Finanial Viability
and Management

& Good Governance, Public

: ) @ . Participatinn Accountabilio
. | e @ and Transparency

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
strategic intent and direction and core competencies (indicated in
green on the graph below), which drive the execution of the leading
competencies.

 strategic diraction and leadership
# People ranagement

W Pragram snd projact management
B Financial managemant

% Change leadership

-Governance leadersip

HMoral competence
@Planning and organising

U Analysis end innovation

L Knowladge and Information

managament
!Communication
I Results and quality focus
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PERFORMANCE ASSESSMENT
6.1 The Performance Plan (Annexure A) to 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
performance,

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 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 ferms 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 to the panel members for
preparation purposes; ' '

6.6 Assessment of the achievement of results as outlined 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-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 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;

6.6.4 In the instance 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
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:

C @ oy
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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-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/her Competencies;

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

6.7.3 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 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 KPls: ‘

& :
4
| '

Juestanding  Perfarmance Fulty eflective Mot fully Unigeerptatle

perormance  significantly effective  parformance
abpre
expertations
Terminology Description
Performance far exceeds the standard expected of an
employee at this level. The appraisal indicates that the
Outstanding Employee has achieved above fully effective results 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 Performance 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 mare than half of the performance criteria and indicators and

@
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Terminology

Description

fully achieved all others throughout the year,

Fully effective

Performance fully meets the standards expected in all areas
of the job. The appraisal indicates that the Employee has fully
achieved effective results against all significant performance
criteria and Indicators as specified in the PA and Performance
Plan.

Not fully effective

Performance is below the standard required for the job in key
areas. Performance meets some of the standards expected
for the job. The review/assessment indicates that the
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.

Unacceptable
performance

Performance does not meet the standard expected for the job.
The review/assessment indicates that they employee has
achieved below fully effective results against almost all of the
performance criteria and indicators as specified In the PA and
Performance Plan. The employee has failed to demonstrate
the commitment or ability to bring performance up to the level
expected in the job despite management efforts to encourage
improvement.

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

rating scale:

1-

Poor

—— —— y — +

Basic Competent  Advanced Superior

Achievement
Level

Poar

Description

Do not apply the basic concepts and methods to proof a basic
understanding of local government operations and requires
extensive supervision and development interventions,

Basic

Applies basic concepts, methods, and understanding of local
govemment cperations, but requires supervision and
development intervention.

Competent

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

Advanced

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

Superior

Has a comprehensive understanding of local government
operations, critical in strategic shaping strategic direction and

8
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Achievement

Level Description

change, develops and applies 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 established —

6.11.1 Municipal Manager;
6.11.2 Municipal Manager from another municipality;

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

6.11.4 The Member of the Mayoral 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

6.13 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

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

Quarter Review Period Review to be completed by

July - Seplember October 2019 (informal)
2 October — December February 2020
3 January — March April 2020 (Informal)
4 April - June September 2020

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 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

performance management system is adopted, implemented and/or

’ Dir.: @;—m MM: @ '

7.5 The Employer may amend the provisions of Annexure A whenever the )
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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 consulted before any such change or plan is made.

9. OBLIGATIONS OF THE EMPLOYER
9.1 The Employer shall-

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

9.1.2 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; :

9.14 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

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 - objectives and targets
established in terms of this Agreement.

10. CONSULTATION

10.1  The Employer agrees to consult the Employee fimeously 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 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 Employse of the outcome of any
decisions taken pursuant to the exercise of powers contemplated in

any necessary action with delay.

clause 12.1 as soon as is practicable to enable the Employee to take ;

NI
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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 unacceptable
performance;

11.2 It 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.

12. MANAGEMENT OF EVALUATION OUTCOMES

121 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 atlend a meeting;

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, including any dates, for
implementing these measures;

12.3  Where there is a dispute or difference as fo 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 unacceptable performance, the Employer shall -

12.4.1 Provide systematic remedial or developmental support fo
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 to carry out his
or her duties.

13. DISPUTE RESOLUTION

13.1 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 to resolving the issue. 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 arbitrator, acceptable to both parties, shall be
appointed to resolve the matter within 30 (thirty) business days;

Dir.: N2 MM:
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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 Mayor 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 Contract 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 to the
public by the Employer; and

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

7 on the £ day June of

Thus done and signed at

2019.
AS WITNESSES:
1.3 J sland -
2.

. rnn:<3§g”' MM: ,4i15, §11ﬁ-
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T

Thus done and signed at “‘:QMPQ\' LAS on the ___day June of 2019.

AS WITNESSES:
e n g (kDA

Euaing <
DIRECTOR
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Clustar

Leading Competencies

Competency Name

Strategic Direction and Leadership

Provide and direct a vision for the institution, and inspire and deploy others

Compatency Definition to deliver on the strategic institutional mandate
ACHIEVEMENT LEVELS
_BASIC COMPETENT 'ADVANCED SUPERIOR
o Understand e Give direction to & |e Evaluate all activites to [e Structure and position
institutional and team in reafising the | determine value and| the institution to local
deparimental institution's  stralegic | slignment to strategic | govemment priorities
strategic mandate and set| intent s Aclively use in-depth
objectives, but | objectives e Display indepth |  knowiedge and
lacks the ability |e Has a positive impact | knowledge and | understanding fo
to inspire others and influence on the | understanding of strategic | develop and implement
to achieve set morale, engagement | planning a comprehensive
mandate and participalion of | « Align strategy and geale | institutional framework
e Describe  how team members across all functional areas o Hold self accountable
specific  tasks |« Develop actions plans | » Actively define | for stralegy execution
link to to execuie and guide | performance measures fo | and results
institutional strategy monitor the progress and |e Provide impact and
strategies  but implementation effectiveness of the| influence through
has limited |s Assist in defining | institution building and
Influence in | performance » Consistently  challenge | maintaining  strategic
directing measures to monitor | strategic plans to ensure | relationships
strategy the progrese and| relevance o Creale an environment
eHas a basic | effectiveness of the |« Understand institutional | that facilitates loyalty
understanding of | institution structures and political | and innovation Display
institutional e Displays an | factors, and the | @ superior level of self-
performance awareness of | consequences of actions discipline and integrity
management, institutional structures | « Empower others fo follow | in actions
but lacks the | and political factors sirategic  direction and | Integrate various
ability to | e Effectively deal with complex| systems inte a
integrate communicate bamiers | situations collective whole to
systems into @ | to execulion to |« Guide the Institution | optimise institutional
collective whole relevant pariies through complex @&nd| performance
e Demonstrate  a | « Provide guidance to | ambiguous concern .. management
basic all stakeholders inthe | » Use understanding of |* Uses understanding of
understanding of | achievement of the power relationships and | competing interests to
key  decision- | sirategic mandate dynamic tensions among | manoceuvre
makers e Understand the aim | key players to frame| successfully to a
and objectives of the | communications and | win/win outcome
institution and relate it | develop strategies,
to own wark positions and alliances

N, @
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Cluster Leading Competencies
Competency Name People Management
Effectively manage, inepire and encourage people, respect diversity,
Competency Definltion | optimise talent and build and nurture relationships in order (o achieve
institutional objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
o Participate in |« Seek opportunities to | « Identify ineffective team | « Develop and
teatn goal- increase team | and work processes and | incorporate  best
setting and | contribution and | recommend remedial | practice people
problem responsibility interventions management
solving sRespect and support | eRecognise and reward | processes,
elnteract 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 | ¢Effectively  delegate | order to increase | discipline,
« Aware of | tasks and empower| personal effectiveness responsibility and
guidelines for | others fo increase | eldentify  development | accountability
employee contribution and| and leaming needs | » Understand the
development, execute functions | within the feam impact of diversity
but requires | optimally = Build a work | in  performance
support in | «Apply relevant | environment conducive | and actively
implementing employee  legislation | to sharing, innovation, | incorporate a
development fairly and consistently ethical behaviour and | diversity strategy
initiatives o Facilitate team goal-| professionalism in the institution
setting and problem- | eInspire a culture of | ® Develop
solving performance excellence | comprehensive
» Effectively identify | by giving positive and | integrated
capacity requirements | constructive feedback to | strategies  and
to fulfil the strategic | the team approaches  lo
mandate eAchieve agreement or | human  capital
consensus in| development and
adversarial management
environments - o Actively  Identify
sLead and unite diverse | trends and predict
teams across divisions | capacity
to achieve institutional | requirements to
objectives facilitate  unified
fransition and
performance
management
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Cluster Leading Competencies
Competency Name Program and Project Management
Able o understand program and project management methodology;
Competency Definition | plan, manage, monitor and evaluate specific aclivilies in order to
-_| deliver on set objectives
. ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Initiate projects Establish broad | = Manage multiple Understand and
after approval from stakeholder pregrams and conceptualise
higher authorities involvement  and balance  priorities the long-term
Understand communicate the and conflicls implications  of
procedures of project status and according to desired project
program and key milestones institutional goals outcomes
project Define the roles Apply effective risk Direct a
rmanagement and responsibilities management comprehensive
methodology, of the project team strategies  through strategic macro
implications  and and create clarity impact assessment and micro
siakeholder around and resource analysis and
involvement expectations reguirements scope  projects
Understand the Find a balance Modify project scope accordingly to
rational of projecis between  project and budget when realise
in relation to the deadline and the reguired without institutional
institution's quality of compromising  the objectives
strategic objectives deliverables quality and Consider and
Document and Identify appropriete 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 longterm
own work completion of the relevant objectives
Use results and deliverables stakeholders in Influence people
approaches of Comply with seeking project buy- in positions of
successful project statutory in authority to
implementation as requirements  and identify and apply implement
guide apply policies in a contempaorary ouicomes of
consistent manner project management projects
Monitor  progress methodology Lead and direct
and use of Influence and translation  of
resources and motivate project policy into
make needed team to deliver workable
adjustments to exceptional resuits actions plans
timelines, sleps, Monitor policy Ensures that
and resource implementation and programs  are
allocation apply procedures to monitored o
manage risks track progress
and optimal
resource
utilisation, and
that adjustments
are made as
needed

O
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Cluster
Competency Name

Leading Compelencies
Financial Management

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

Competency Definition | processes in accordance with recognised financial practices. Further
to ensure that all financial transactions are managed in an ethical
manner

_ ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR

e Understand basic Exhibit knowledge |e Take active Develop planning
financial concepts 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 fulure
institutional forecasting and forecast processes expenditure
processes and how they interrelata and provides trends
activities Assess, identify credible answers to Set budget

« Display and manage gueries within own frameworks for
awareness into financial risks - responsibility the Institution
the varicus Assume a cost- Prepare budgets Set strategic
sources of saving approach to that are aligned to direction for the
financial data, financial the strategic ingtitution on
reporting management objectives of the expenditure and
mechanisms, Prepare financial institution other financial
financial reporis based on Address complex processes
governance, specified formats budgeting and Build and nurture
processes and Consider and financial partnerships to
systems understand the management improve financial

e Understand the financial concerns menagement and

imporiance of implications of Put systems and achieve financial
financial decisions and processes in place savings
accountability suggestions to enhance the Actively identify

e Understand the Ensure that quality and integrity and implement

importance of delegation and of financial & new methods to
asset control instructions as management improve asset
required by practices - control
National Treasury Advise on policies Display
guidelines are and procedures professionalism In
reviewed and regarding asset dealing with
updated control financial data and
Identify and Promote National processes
implement proper Treasury's
monitoring and regulatory
evaluation practices framework for
to ensure Financial
appropriate Management
spending against
budget
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Cluster Leading Compelencies
Competency Name Change Leadership
Able to direct and initiate institutional fransformation on all levels in
Competency Definition | order to successfully drive and implement new initiatives and
' | deliver professional and quality services to the community
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Display an Perform an analysis |e Actively monitor Sponsor
awareneass 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 progress o relevant create a
transformation econemic stakeholders network of
initiatives environment = Secura buy-in and change
Able to Identify basic Maintain calm and sponsorship for leaders who
needs for change focus during change change Iniliatives support the
Identify gaps Able 1o assist teem | Continuously interventions
between the current members during evaluate change Actively
and desired state change and kesap strategy and design adapt current
Identify potential risk them focused on the and infroduce new structures
and challenges to deliverables approaches to and
fransformation, Volunteer (o lead enhance the processes to
inclyding resistance change efiorts institution's incorporate
to change factors outside of own work effectivaness the change
Participate in change team « Build and nurture interventions
programs and Able to gain buy-in relationships with Mentor and
piloting change and approval for various stakeholders guide team
interventions change from to establish strategic meambers on
Understand the relevant alliance in facilitating | - the effects of
impact of change slakeholders change change,
interventions on the |dentify change s Take theleadin resistance
institution within the readiness levels and impactful change factors and
broader scope of assist in resolving programs how to
Liocal Ggovernment. resistance to change |+ Benchmark change integrate
factors interventions against |  change
Design change best change Motivate and
intarventions that practices inspire others
are aligned with the |e Understand the around
institution's strategic impact and change
objectives and goals |  psychology of initiatives
change, and put
remedial
interventions in
place fo facllitate
effective
trangformation
¢ Take calculated rigk
and seek new ideas
from best praclice
scenarios, and
identify the potential
for implementation
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Cluster Leading Competencies
Compatency Name Governance Leadership -
Able to promote, direct and apply professionalism in managing risk
and compliance requirements and apply a thorough understanding
Competency Definltlon | of governance praciices and obligations. Further, able to direct the
conceptualisation of relevant policies and enhance cooperative
governance relationships
g —_ACHIEVEMENT LEVELS Sy
BASIC COMPETENT ADVANCED SUPERIOR
¢ Display a basic ¢ Display a e Able to link risk ¢ Demonstrate a
awareness of thorough initiatives into key high level of
risk, compliance undarstanding of institutional ohjectives commitment in
and governance governance and and drivers complying with
factors but risk and + Identify, analyse and governance
require guidance compliance measure risk, create requirements
and factors and valid risk forecasts, s |[mplement
development in implement plans and map risk profiles governance and
implementing to address these |« Apply risk conirol compliance
such + Demonstrate methodology and strategy o ensure
requirements understanding of approaches to prevent |  achievement of
e Understand the the techniques and reduce risk (hat institutional
structure of and processes for impede on the objectives within
ive optimising risk achievemant of the legislative
government but taking decisions institutional objectives framework
requires within the o Demonstiate a e Able to advise
guidance on institution thorough Local Government
fostering o Actively drive understanding of risk on risk
workable policy formulation retention plans management
relationships within the « Identify and sirategies, best
between ingtitution to implement practice
stakeholders ensure the comprehensive risk interventions and
= Provide input achievement of management systems compliance
into policy objectives and processes management
formulation o Implement and |* Able to forge
monitor the positive
formulation of policies, |  relationships on
identify and analyse | cooperative
consiraints and govemnance jevel to
challenges with enhance the
implementation  and effectiveness of
provide Local government
recommendations for | Able {o shape,
improvement direct and drive the
formulation of
policies on a macro
level
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Clusier Core Compelencies
Competency Name | Moral Competence
Competency Abla 1o identify moral triggers, apply reasoning that promotes honesty
Definition and integrity and consistently display behaviour that reflects moral
competence _______
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Realise the Conduct seif in o [dentify, develop, and e Create an
impact of alignment with the apply measures of self- environment
acting with vaiues of Local correction conducive of
integrity, but Government and « Able to gain trust and moral practices
requires the institution respect through aligning | Aclively develop
guidance and Able o openly actions with and implement
development in admit own commitments measures to
implementing mistakes and + Make proposals and combat fraud
principles weaknesses and recommendalions that and comruption
s Follow the sesk assistance are transparent and gain | = Set integrity
basic rules and from others when the approval of relevant standards and
regulations of unable to deliver stakeholders ghared
the institution Actively repert « Present values, beliefs accountability
s Able to identify fraudulent activity and ideas that are Measuras
basic moral and corruption congruent with the across the
situations, but within local Institution’s rules and institution to
requires government regulations support the
guidance and Understand and o Takes an aclive stance objectives of
development in honour the against corruption and local
understanding confidential nature dishonesty when noted government
and reasoning of malters without | e Actively promote the s Take
with moral seeking personal value of the institution to responeibility for
intent gein internal and external own actions and
Able to deal with stakeholders decisions, even
situations of e Able towork in unity with |  ifthe
conflict of interest a team and not seek consaquencas
promptly and in the personal gain are
best interest of o Apply universal morel unfavourable
local government principles consistently to
achieve moral decisions
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Clusier _Core Compelencies
Computency Name | Planning and Organising
Compstency Able to plan, prioritise and organise Information and resources effectively
Definition to ensure the quality of service delivery and build efficient contingency
lans fo manage risk
ACHIEVEMENT LEVELS _
BASIC COMPETENT ADVANCED SUPERIOR
Able fo follow = Actively and » Able to define e Foecus on brogad
basie plans and appropriately institutional strategies and
organise tasks organise objeclives, develop initiatives when
around set information and comprehensive developing
objectives resources plans, integrate and plans and
Understand the requirad for a coordinate activities, actions
process of task and assign e Able to project
planning and e Recognise the appropriate and forecast
organising but urgency and resources for short, medium
requires importance of succesaful and long term
guidance and taske implementation requirements of
developmentin | Balance short s [dentily in advance the institution
providing and long-term required stages and and local
detailed and plans and goals actions to complete govemment
comprehensive and incorporate taske and projects e Translate policy
plans into the team's o Schedule realistic into relevant
Able to follow performance timelines, objectives projects to
existing plans objectives and milestones for facilitate the
and ensure that e Schedule tasks to tasks and projects achievement of
objectives are ensure they are  |» Produce clear, Institutional
met within detailed and objectives
Focus on short- budget and with comprehensive
term cbjectives efficient use of plans to achieve
in developing time and institutional
plans and resources objectives
getions o Measures s [dentify possible risk
Arrange progress and factors and design
information and monitor and implement
resources performance appropriale
required for a resulls cantingency plans
task, but require o  Adapt plans in light
further structure of changing
and orgenisation circumstances
e Prioritise tasks and
projects according to
their relevant
urgency and
importance S
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Cluster Core Competencies
Competency Name ' | Analysis and Innovafion oo ]
Able to critically analyse information, challenges and trends fto
Competency establish and implement fact-based solutions that are innovative
Definition to improve institutional processes in order to achieve key strategic
objeclives_
- ACKIEVEMENT LEVELS T
BASIC COMPETENT ADVANCED SUPERIOR
¢ Understand the |e Demonstrate logical |e Coaches team ¢ Demonsirate complex
basic operation problem solving members on analytical and problem
of analysis, but techniques and analytical and solving approaches
lack detail and approaches and innovative and techniques
thoroughness provide rationgle for | approaches and |« Create an environment
« Able to balance recommeandations techniques conducive to analytical
independent ¢ Dermonstrate ¢ Engage with and fact-based
analysis with objectivity, insight, appropriate problem-solving
raquesting &nd thoroughness individuals in o Analyse, recommend
assistanoce from when analysing analysing and solutions and monitor
others problems resolving complex | trends in key
¢ Recommend « Able o break down problems challenges to prevent
new ways to complex problems | Identify solutions and manage
perform tasks into manageable on various areas occurrence
within own parts and identify in the institution | Create an environment
function solutions = Formulate and that fosters innovative
e Propose simple |e Consultinternal and | implement new thinking and foliows a
remedial external ideas throughout learning organisation
interventions stakeholders on the institution approach
that marginally opportunities tc » Able to gain « Be a thought leader on
chaltenges the improve processes approval and buy- | innovative custorner
status quo and service delivery | in for proposed sevice delivery, and
e Listen to the o Clearly interventions from | process optimisation
ideas and communicate the relevant ¢ Play an active role in
parspectives of benefits of new stakeholders sharing best praclice
others and opportunities and o |dentify trends and | solutions and engage
expiore innovative solutions best praclices in in national and
opportunities to {o stakeholders process and international local
enhance such ¢ Continuously Identify | service delivery government seminars
innovative opportunities to and propose and conferences
thinking enhance internal institutional
processes application
e |dentify and analyse |e Continuously
opportunities engage in
conducive to research fo
innovative identify client
approaches and needs
propose ramedial
intervention I

o (D
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Cluster Core Competencies
| Competency Name | Knowledge and Information Management
Able to promote the generation and sharing of knowlsdge and
Compestency Definition | information through various processes and media, in onder to
____| enhance the collective knowledge base of local government
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
o Collect, ¢ Use appropriate | « Effectively predict | « Create and
categorise and information future information support a vision
frack relevant systems and and knowledge and culture where
infermation fechnology to management team members
required for manage requirements and are empowered (o
specific tasks inslitutional systems seek, gain and
and projects knowledge and Develop standards share knowledge
¢ Analyse and information and processes o and information
interpret sharing meet fulure « Establish
information to ¢ Evaluate data knowledge partnerships
draw from various management across local
conclusions sources and use needs government to
o Seek new information Share and facilitate
sources of effectively to promote best- knovdedge
information to influence practice managemant
increase the decisions and knowiedge + Demonstrale a
knowledge provide soluticns management mature approach
base e Actively creats across various to knowledge and
» Regularly mechaniams and institutions information
share structures for Establish accurate sharing with an
information sharing of measures and abundance and
and knowledge infermation monitoring assistance
with Internal » Use external and systems for approach
stakeholders internal knowledge and » Recegnise and
and team resources to information - exploit knowledge
mernbers research and management points in
provide relevant Create a culture interactions with
and cutting-edge conducive of internal and
knowledge to leaming and external
enhance knowledge sharing siakeholders
institutional Hold regular
effectiveness and knowledge and
efficiency information
sharing sessions
to elicit new ideas
and share best
praciice
approaches

11
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Cluster | Core Competencies
Competency Name | Communication

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

Competency focused and concise manner appropriate for the audience in
Definition order to effectively convey, persuade and influence stakeholders
 to achieve the desired outcome J— ]
ACHIEVEMENT LEVELS
" BASIC COMPETENT ADVANCED SUPERIOR
e Demonstrate an | « Expressideas | e« Effectively ¢ Regardedasa
understanding to individuals communicate high- specialist in
for and groups in risk and sensitive negotiations
communication formal and matters to relevant and
levers and tools informal stakeholders representing the
appropriate for gettings in an ¢ Develop a well- institution
the audience, manner that is defined = Able to insping
but requires interesting and communication and motivate
guidance in molivating sirategy others through
utilising such « Ableto » Balance political positive
fools understand, perspeactives with communication
= Express ideas in tolerate and institutional needs that is impactful
a clear and appreciate when communicating and relevant
focused manner, diveree viewpoints on e Crealesan
but does not perspectives, complex issues envirohment
always take the atitudes and | o Able o effeclively conducive to
needs of the belisfe direct negotiations transparent and
audience into s Adapt around complex productive
consideration communication matiers and arrive at communication
o Disseminate and content and a win-win situation and critical and
convey slyle to suitthe that promotes Batho appreciative
information and audience and Pele principles conversations
knowiedge facilitate ¢ Market and promote | ¢ Ableto
adequately oplimal the institutionto - coordinate
infarmation external siakeholders negotiations at
transfer and seek to énhance different levels
¢+ Deliver content a positive image of within local
in a manner the institution government and
that gains ¢ Able to communicate externally
suppon, with the media with
commitment high levels of moral
and agreement competence and
from relevant discipline
stakeholders
o Complle clear,
focused,
concise and
well-structured
written
documents

R A T




360

of the Institution

258 /260
Annexure B 2019/20
Cluster Core Compelencies
Competency Name Results and Quality Focus
Able to maintain high quality standards, focus on achieving
results and objectives while consistently striving to exceed
Competency Definition | expectations and encourage othars to meet quality standards.
Further, to actively monitor and measure results and quality
| against identified objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED |  SUPERIOR
Understand Focus on high- = Consistently verify | o Coachand
quality of work priority actions own standards guide others to
but requires and does not and outcomes to exceed qualily
guidance in become ensure quality standards and
atiending to distracted by output results
important lower-priority s Focus on the end « Develop
matters activities result and avoids challenging,
Show a basic Display firm being distracied client-focused
commitment to comrmitment » Demonstrate a goals and sets
achieving the and pride In determined and high standards
correct resulls achieving the committed for personal
Proeduce the correct resulls approach to performance
minimum level Set quality achieving results e Commit to
of resulis standards and and quality exceed the
reqguired In the design standards results and
role processes and » Follow task and quality standards,
Produce tasks around projects through monitor own
outcomes that achieving set to completion performance and
is of a good standards » Set challenging implement
standard Produce output goals and remedial
Focus on the of high quality objectives to self interventions
quantity of Able to balance and team and when required
output but the quantity and display [ ¢ Work with team
requires quality of resuits commitment to 10 set ambitious
development in in order to achieving and challenging
incorporating achieve expectations team goals,
the quality of objectives e Maintain a focus communicating
work Monitors on quality outputs long- and short-
Produce quality progress, quality when placed term expectations
work in general of work, and use under pressure » Take appropriate
circumstances, of resources; « Establishing risks to
but fails to meet provide status institutional accompligh goals
expectation updates, and systems for « Dvercome
when under make managing and setbacks and
pressure adjustments as assigning work, adjust action
needed defining plans to realise
responsibilities, goals
tracking, s Focus people on
monitoring and critical activities
measuring that yield & high
success, impact
evaluating and
valuing the work

R p
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