EMTHANJENI MUNICIPALITY

Performance Agreement
for the financial year 1 July 2020 - 30 June 2021
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Performance agreement made and entered into by and between

The Emthanjeni Municipality and represented by the Mayor (herein and after referred as

Employer)

and

Isak Visser the Municipal Manager (herein and after referred as Employee) for the period
1 July 2020 to 30 June 2021.

Where as

1.
1.1

. 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.

INTERPRETATION

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 Executive Committee of the
Municipality constituted in terms of Section 42(1) of the Local
Government: Municipal Structures Act 117 of 1998 (“the Structures
Act’) as represented by its chairperson, the Mayor;

1.1.3 “the Employee” means the Municipal Manager appointed in terms
of Section 54A of the Systems Act;

1.1.4 “the Employer” means the Municipality; and

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

Mayor:




PURPOSE OF THIS AGREEMENT

2.1

2.2

2.3

2.4

25
26

2.7

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

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

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

A),

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

To establish a transparent and accountable working relationship;

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

To give effect 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 1 July 2020 and will remain in force until
30 June 2021 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 31% of July of the
succeeding financial year;

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

If at any time during the 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.
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4.

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

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 indicator has been achieved
by the employee;

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

51

5.2

The Employee agrees fo paricipate 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 provigers to
perform to the standards required,




5.3

5.4

5.5

5.6

57

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
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;

The Competencies will make up the other 20% of the Employee’s
assessment score. The Competencies are spilt into two groups, leading
competencies that drive strategic intent and direction and core
competencies, which drive the execution of the leading competencies.

PERFORMANCE ASSESSMENT

6.1

6.2

6.3

The Performance Plan (Annexure A) to this Agreement sets out key
performance indicators and competencies that needs to be evaluated in
terms of —

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

6.1.2 During 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 9 Personal Development Plan
as well as the actions agreed to and implementation must take place within
set time frames;




6.4

6.5

6.6

6.7

6.8

The Employee's performance will also 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 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 (qualitative and quantitative) 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 could submit his seif-evaluation to the Employer
prior to the formal assessment;

6.6.4 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) during the mid-year and year-end reviews;

6.7.2 A raling 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 6.6.4 and 6.7.3 above; and

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



6.9  The assessment of the performance of the Employee will be based on the
following rating scale for KPIs:
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Quistanding  Performance  Fully eHectwe Not Tully Unacceatable
performarce  signifcartdy effective performance

above
expeclatians

Terminology Description

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

Outstanding achieved above fully effective results 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 Performance is significantly higher than the standard expected

in the job. The appraisal indicales that the Employee has

:Lg:‘gicantly achieved above fully effeclive results against more than half of
expectations the performance criteria and indicators and fully achieved all
others throughout the year.
Perfarmance fully meets the slandards expected in all areas of
the job. The appraisal indicates that the Employee has fully
Fully effective achieved effective resulls 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 meels some of the standards expected for
the job. The review/assessment indicates thal 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.

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
Unacceptable performance criteria and indicators as specified in the PA and
performance Perfermance Plan. The employee has failed to demonsirate the
commitment or ability to bring performance up to the levai
expecled in the job despite management efforts o encourage
improvement.

Not fully effective




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

Basic Competentd Advancedd  Superiord

Achievement
Level

Description

Do not apply the basic concepts and methods lo proof a basic
Paor understanding of local governmenl operations and requires
extensive 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
gxecutes in-depth analysis.

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

Superior

6.11  For purposes of evaluating the annual performance of the Employee, an
evaluation panel constituted of the following persons will be established —

6.11.1 Mayor;
6.11.2 Mayor / 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;

6.11.4 The Member of the Executive Committee; and

6.11.5 A member of the community.




6.12

6.13

The Mayor will evaluate the performance of the Employee as at the end of
the 1* and 3" quarters and document a summary of the discussions; and

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

SCHEDULE FOR PERFORMANCE REVIEWS

71

7.2

7.3

7.4

7.5

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

2 October - December

4 April - June

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

Performance feedback shail 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 andfor amended as the
case may be after 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
furctions;

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;

10




12.

11.2  The payment of the performance bonus is determined by the performance
score obtained during the 4% quarter;

11.3  The performance bonus will be awarded pro-rata according to the period of
this agreement based on the following scheme:

Performance Rating Bonus Calculation

0% - 64% Poor Performance 0% of total package
65% - 69% Average Performance 5% of total package
70% - 74% Fair Performance 9% of total package
75%- 79% Good Performance 11% of total package
80% - 100% Excellent Performance 14% of total package

11.4  In the event of the Employee terminating his services during the validity
period of this Agreement, but only after three months after the start of this
agreement’s inception date, the Employee’s performance will be evaluated
for the period during which hefshe was employed and he/she will be entitled
to a pro-rata performance bonus based on his/her evaluated performance
for the period of actual service; and

11.5  The Employer will submit the total score of the annual assessment and of
the Employee, to full Council for purposes of recommending the bonus
allocation.

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  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

11
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13.

14.

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  Disputes will be dealt with in terms of Section 33 of the Local Government:
Municipal Performance Regulations for Municipal Managers and managers
directly accountable to Municipal Managers (Regulation 805 of August
2006).

13.2  Any disputes about the nature of the employee's performance agreement,
whether it relates to key responsibilities, priorities, methods of assessment
and/or salary increment in the agreement,

() must be mediated by the MEC for local government in the province
within thirty (30) days of receipt of a formal dispute from the
employee,

(b} or any other person designated by the MEC whose decision shall
be final and binding on both parties

13.3  Any disputes about the outcome of the employee's performance evaluation,

(a) must be mediated by the MEC for local government in the province
within thity (30) days of receipt of a formal dispute from the
employee,

(b) or any other person designated by the MEC whose decision shall
be final and binding on both parties.

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.
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Thus done and signed at ‘ onthe J ! W/day of July 2020.

AS WITNESSES:

[

_ ANAGER
2. m f

\-4(
Thus done and signed at ﬂ 2 Aﬁlz onthe 37 day of July 2020.
AS WITNESSES:
1. Do lettedo V%
. MAYOR
2. (.o tHe




Annexure A 2020/21

Performance Plan

Municipal Manager



Annexure A 2020/21

The Performance Plan sets out:
a) Key Perlormance Areas that the employse should focus on, performance objactives, key performancs indicalors and targets that must be met within a specific
timeframe; and

b} The Compalencies required from employees prescribed in the Regulations on the appointment and conditions of employment of senior managers, R21 of 2014,

Performance should be avaluated:

a) Quarterly of which the annual evaluation must be done by the panel as constiluted in paragraph 6.11 of the agreement;
b) Performance should be assessed on a scale of 1 =5 as oullined in paragraphs 6.9 — 6.10 of the agreement;

¢} In the instance where an indicator do nol have a targat or is not applicable due to valid reason or where the performance could not be deliverad for a valid
reason oulside of the control of employee, the indicator will not ba evaluated, the weighling will be cancelled and the score total will be re-calculated 1o calculate
the final score;

d}

The employes must submit his/her assessment of hisfher own performance to the employer three days prior to the assessment date



Annexure A 2020/21

KEY PERFORMANCE INDICATORS

The key performance areas, the performance objectives, key performance indicalors and targets that must be met within the agreed timeframe are described below.
The assessment of these performance indicators will account for eighty percent of the {otal employee assessment score.

Koy Performance indicator (KF

Unid of Mexzurement

Municipal Financial . 80% of the KPI's of the directorate
Pl Viability and et :;';Zf";::ﬁgé’;’;}:;; have been mel as per Ignite 80% 20% 80% BO%
P Management " Dashboard report
SOBIP Manage and achieve B0% of the KPI's | B0% of the KPI's of the directorate )
Granh Basic Service Delivery of the Directorate: Community have baen met as per Ignite 80% 80% 80% B0%
P Sarvices Dashboard report
SDBIP Manage and achieve 80% of the KPi's |  B0% of the KPI's of the directorate >
Graph Basic Service Delivery of the Directorate: Infrastructure have been met as per Ignite B0% 80% B0% B0%
P Services Dashboard repont
Municipal . g
. 80% of the KPI's of the directorate
SDBIP Transformation and Manage and achieve 80% of the KP{'s g
Graph Institutiona) of the Directorate: Corporate Services have gggzbr::da;pi::gnile Lo Bo% . 0%
Deavelopment : P
N T
Davelop Risk based audit plan ;
Good Govemange and RBAP for 2021/22 submitted to the
m Public Participation ‘T&’;’éﬁﬁgﬂgﬁ%ﬂ‘:}:{:‘;ﬁ’zﬁ Audit Committee by 30 June 2021 0 0 0 ! u.
| The percentage of the municipal !
capital budget actuslly spent on
. . ’ carital projects by 30 June 2021 % of capital budget spent by 30 June " ™
TL28 Basic Service Delivery {{Actual amount spent on projects 2021 1] 8% 0 70% .
{Total amount budgeted for capital
projects)X 100}
Municipal Financial Submit the annual financial .
TL32 Viability and statements (o the Auditor-Gencral by | Statements o ihet AG by 1 0 0 0
Management 31 Augest 2020 9
Achigvement cf a payment [
. . percentage of above 70% by 20 June
L33 Mm:ﬁi"l:a'%iiil:t'y: 'gggﬂal 2021 {(Gross Deblors Opening Payment % achiaved 0% 70% 70% 0%
Management Balance + Billed Revenue - Gross 1 .
Debtors Closlng Balance - Bad Debis
Written Off)/Billed Revenue x 100}




Annexure A
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Matipnal KPA

Unet of Measuremant

Funicipal Financial Prepare and submit the adjustments f
L34 Viability and budgat to Coencil by the 28 Fabruary Ad‘”s'"‘e“'?e%",'ﬂge‘ Sooyted by 28 (] 1
Management 2021 v
TL3s Muzg%;:gi::‘:mal Prepare and submit the draft budget | Draft budget submitted by 31 March o 1 f
Management to Counci! by 31 March 2021 2021 ‘P
Municipal Financial | pypara ang submit the final budgetto |  Final budget submitted by 31 May
TL36 e Council by 31 May 2021 2021 o 9
| Management Y 4
D1 | Good Govemance and Submit the draft Annual report to Report and oversight repart a 1
Public Participation Councit by 31 January submitted to Council
Good Governance and | Sign 57 performance agreements with
o Public Participatior all directors by 31 July Number of agreements signed ¢ o
Approve the deparimental with the
Good Govemance and Directors to approve the KPI's and
03 Public Participation targets to ensure the implementation Bepartmental SDBIP approved u g Z/ |
of the municipa! budget by 30 June |
Good Govemance and Submit the draft reviewed IDP to . | |
o Public Participation Council by 31 March Reviewed IDP submitted o L 2/
Submil the Mid- Yaar Performance | |
D5 Gg?,%ﬁ";‘-’:ﬁ":ﬂ ::d Report in terms of sec72 of the MFMA | Mid-year report submitted to Councll i} 1
P | fo the Mayor by 25 January
i Report quartedy on the progress with
Good Govemance and tha implamentation of the action plan Number of progress reports
o Public farticipation developed 1o address ull the issues submitted to Council 1 1
raised in the management letter of the
Auditor General to Council
o7 M“Q}f;z‘i’l:;i::g“a' Submit the sec 71 of the MEMA | Number of s71 reports submitied to " .
| Management reports to the Council council
Formally evaluate the parformance of
Good Gavernance and g MNumber of formal evaluations
D8 ) R directors in terms of their signed o 1
Public Participation agreemants completed Z
Oversee tha compilation of the Top Top Layer Service defivery budget
D9 e Govamqme_ and Layer service delivery and budget implementation plan submitted to the o 0
Public Participation
implementation plan and submil 1o the Mayor

-d4.
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Annexure A
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National KPA Key Pertarmans Uit of Measuremend
Mayor within 14 days after the
approval of the main budget .
D10 Good Govemance and | Submit quarterly performance reports | No of performance reports submitted 1 1 1 A
Public Participation ito of the SDBIP to the Council to the Council
Overses the audit of actual J
performance results documented on
Good Govemnance and | the SDBIP system quarterly in terms S 3
¥ | "Public Parcipation | of section 45 of the Municipal systame | Number of audits reports submitied 1 . 1
Act and submit (o the Performance
Audil Committee
| Good Govemance and | Coordinate the quarterly meetings of
D12 Public Participation the audit committea Number of meetings held 1 2 1
Cverses the preparation and f
submitting of quarterly progress
raports (o the Audit Commitiae on the .
D13 Gg‘l’l‘;“?f;:ﬁi“‘;ﬁ::d implementation of the RBAP and | Number °;J§m’;5m’;:i't’;:;““d to the 1 1 1
P progress made with the proposed [
corrective actions in intemal audit -
reports by the applicable seclions
Oversee the implementation of the
D14 Good Govemance and |  RBAP for tha 2019/20 year ({Audits {Audits completed for the period / o o T0%
Public Participation completed for the pericd / planed planed audits for the period)x100
audits for the period)x 100)
TOTAL T
L)



Annexure A 2020/21

COMPETVENCIES
The competencies required from employees prescribed in the Regulations on the appointment and conditions of employment of senior managers, R21 of 2014, The
assessment of these competencies will account for twenty percent of the total employae assessment score.

Annexure B describes the different achievement lavels for each Competency and should therefore form part of this section of the Performance Plan.

LEADING COPETENCIES

! | Prowide and direct a vision kot the institution, and inspire and deploy others 1o deliver on the strategi institutional mandate. Itincludes:
s Impact and inflyence

Strategic direction and isadership *  Institetional performance management 1.67
s Strategic planning and management
o Organisational awareness

Effectively manage, inspire and encourage people, respect diversity. optimise talent and buikd and nurture telationships in order 1o achieve institutional
objectives, Mincludes:

»  Human capital planning and development
»  Dwersity management

»  Employes relations management

+  Negofiafion and dispute management

People management 167

Able to understand program and project management methodology: plan, manage, monitor and evaluate specific activiies in order to deliver on sel
objectives. Itincludes:
Programime and project management »  Program and project planning and implementation 157
= Service delivery managemenl
«  Program and project monitoring and evaluation
Able to compile, plan and manage budgets, control cash fow, institute inancial risk managemant and administer procurement processes in accordance
with recognised financial practices. Further to ensure that all financial ransactions are managed in an ethical manner, It includes:
Financial managemenl *  Budgel planning and execution 157
»  Financial strategy and defivery
+  Financial reporting and delivery
Able lo direct and initiate transformation on afl levels in order o successhully drive and implement new inilistives and deliver professional and quality
services o the community, It includes:
Change leadership «  Change vision and strategy 157
s Process design and improvement
e Change impact monitoring and evaluation

'_




Annexure A 2020/21

Definitian

Abla to promota, direct and apply professienalism in managing risk and compliance requirements and apply a thorough understanding of govemnance
peactices and obligabions. Further, abie to direct the conceptuaksation of refevant policies and enhance cooperative govemance relationships. It includes:

Governance leadership *  Policy formulation 167
*  Risk and compliance management
+  Cooperative govemance
CORE COMPETENCIES !
Moral competence Able 1o identify moral triggers, apply reasoning that promates honesty and integrity and display behaviour that reflects moral competence. 167 |
Planning and organising m pll_::; proritise and organise miormation and resources effectively o ensure the quality of service delievry and build efiicient contingency plans to 167
t i
¥
. . . Able o critically analyse information, challenges and trends to establish and implement fact-based solutions that are innovative to improve institutional
Anlysis and innovaon processes in order 10 achieve key shalegic objectives, | 167
. . Able to promole the generation and sharing of knowledga and information through various processes and media, in order Io enhance the collective |
Knowledge and information management knowledge base of local government 167
Communication Able i share information, knowledge and ideas in a clear, focused and congise manner appropeiata for the audience in order to effectively convey 167
persuade and influence stakeholders to achieve the desired outcome. '
Results and quaiity focus Able to maintain high quality standards, focus on achieving results and objectives whils consistency striving to exceed expectations and entourage others 167
9 to meet quality standards. Further, o actively monitor and measur results and quality against identified objectives. '
L toraL | =
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Competency Framework
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LEADING COMPETENCIES
Strategic Direction and Leadership

Understand Inskilutional and Give direction 10 a team in realising the Evaluate all activities to determine vale Structure and position the institution ko
departmental strategic objectives, but institubion's strategic mandate and set and alignmenl ko strategic intent local govemment priorities
lacks tha ability to inspire others I objectives
achieve set mandate
Describe how specific tasks link to Has a positive impact and infuence on Desplay in-depth knowledge ang Actively use in-depth knawledge and
institusional sh:ﬁ:iles but has limited the morale, engagement and understanding of stralegiz planning understanding ko develop and
infuence in directing a stategy participation of team members implement a comprehensive institutional
framework
Has a basic understanding of Develop action plans o execule and Align strategy and goals across all Hold self-accountablé for stralegy
institutional performance management, Quide strategy functional areas execution and results
but lacks the abikity to integrate systems
into a collective whole
Demonstrate basic understanding of key Assist In defining performance Actively defing performance measures Provide impact and influence through
decision makers measures to moniter the progress and I monitor the progress and bullding and mainlaining strategic
efiectiveness of the insttution effectiveness of he institution relabonships
Displays an awareness of institubional Consistently chaflenge strategic plans to | Create an environment that facilitates
structures ang political factors ensure relevance loyalty and innovation. Display a
po superior leve! of self-discipline and
inlegrity in actions
Effectively communicate bartiers o Understand institutional skructures and Integrata various systems inip a
ueguuo,? o relevar:t parties political factors, and the consequences collective whole lo opiimise institutional
of actions performance management
Provide guidance to all stakehalders in Empower others to follow the strategic Uses understanding of competing
the athievement of the strategic drection and deal with complex interests to maneuver successiully to a
mandate situations winiwin oultome
Understand the aim and objectives of Guide the institution through complex
the institution and retate it ta own work and ambiguous cancern
Use understanding of power
relationships and dynamic tensions
among key players to frame
communications and develop stralegies,
positions and alliances l

COMPETENT
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CLUSTER: LEADING COMPETENCIES
COMPETENCY NAME : People Management
. Etfectively manage, Inspire and encourage pecple, respect divarsity, optimise talent and build and nurture refationships in order to achieve
COMPETENCY DEFINITION ; Institutiona! abjectives
ACHIEVEMENT LEVELS
COMPETENT ADVANCED SIPERICR
Participate i i Seek cpportynities 1o merease ksam Identity ineflective team and work ] Develop and incorporate best practice
muel,':‘a ':;:;.:;m Godlsetting and contribuion and respensibiity processes and recommend remedial pecple managemant processes,
interventions approaches and 1ocls across the
insfitution
borate with people of *  Respect and support the diverse nature +  Recognise and reward effective and »  Foster a_c_:.!lture of discipline,{ )
* g‘m ,;';fk;ﬂ:m,:‘e i ¢ of others and be aware of the benefils of desired behavior responsibility and accountability
a diversa approach | : o
A 1 guidelines for employee o Effectively delegala tasks and empower «  Provide menioring and guidance to o Understand the mpact of 'dwersny n
* dmw?b;“iunﬁ:e;quns support in others to increasa contribution and others in order to increase personal performance and actively incorporate a
implementing development iniabves execute functions oplimally effectiveness diversity strategy in the institution
ant em islation «  ldentity development and leaming needs »  Develop comprehensive integrated
. ?ﬁﬁ;’aﬁfmmﬂg‘” = vt he team sirategis and approaches & human
capital development and management
= Efiectively idently capacity = Insprre a culture of performance = Actively identify rends and pradict
requrements o fulfil the strategic excelence by giving positive and capacity requirements to facilitate
mandats constructive feedback to the leam unified transibior and performance
management
o Achieve agreemenl of consensus in
adversarial environmends
+  Lead and unile diverse leams across
| divisions to achieve inshitutional
'l objectvis
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CLUSTER: LEADING COMPETENCIES

COMPETENCY NAME :

Program and Project Management

COMPETENCY DEFINITION :

» Initiale projects after approval from
higher authorities

= Understand procedures of program and
project management mathodology, |
implications and stakeholder
involvement

#  Understand the rational of projects in
relation 1o the institution's srategie
objectives

+  Document and communicate factors and
risk associaled with own work

«  Useresults and approaches of
successiul profect implementation as
guide

ACHIEVEMENT L

Estabksh broad stakeholder invelvement
and communicate the project status and
hey milestones

Define the roles and responsibilifes of
the project team and create clarity
around expectations

Find a balante between prosect deadling
and the quality of defiverables

Identify appropriate project resources o
facilitate the effectiva completion of the
deliverables

Comply with statutory requiremenls and
apply policies in a consistent manner

Monitor progress and use of resources
and make needed adjustments fo
mebines, steps and resource allecation

Able to understand program and project management methodology; plan, manage, menitor and evaluate speclfic activities in order to delivar on set
objectives

ADWANCED

Manage multiple programs and balance
priosities and conflicts according to
institutional goals

Apply effective risk management
stralegies (hrough mpact assessment
and resource requirements

Modify project scope and budget when
tequired without compromising the
quality and objectives of the project
Involve top-level authorities and relevant
slakeholders in seeling project buy-in

Identify and apply conlemporary project
management methodology

Influence and motivate project leam to
defiver exceptional results

Monitor policy :mplementation and apply
procedures lo manage risks

T.J 4 e

0R

Understand and conceptualise the long-
term implications of desired project
outcomes

Direct a comprehensve stralegc macro
and micro analysis and scope projects
accordingly o realise institutional
chjectives

Infiuence people In positions of authorty
fo implement outcomes of projects

l_

Lead and dwect translation of policy into
workable action plans

Ensures thal programs are monstored to
Irack progress and optimal resource
utilisation, and that adjustments are
made as needed
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EMCY r.ﬁIIIE H

COMPETENCY

Understand basic financial concepls and
methods as they relata to institutional
processes and aclivities

Display awareness intg the various
sources of inancial dala, reporting
mechanisms, financial governance,
processes and systems

Understand the importance of financial
accountability

Understand the importance of asset
control

LEADING COMPETENCIES

Financial Management

Able to compile, plan and manage budgets, control cash flow,
accordance with recognised financial practices. Further to en

=1

Exhibit knowledge of general financial
concepts, planning. budgeting and
forecasting and haw they inlerrelate

Assess, identify and manage financial
risks

Assume a cost-saving approach to
financial managemenl

Prepare financial reports based on
specified lormats

Consider and understand the financial
implications of decisions and
suggesbons

Ensura that delegation and msiructions
as required by National Treasury
guidelings are reviewed and updated
Ideniify and implement proper
manitoring and evaluation practices b
€nsure appropriate spending against
budget

Take active ownership of planing,
budgeting and forecasiing processes
and provides credible answers Io
queries within own responsibility
Prepare budgets thal are aligned to the
stralegic objectives of the institution

Address complex budgeting and
financial management concems

Put systems and processes in place to
enhance the guality and integrity of
financial management practices
Advise on policies and procedures
regarding asset control

Promote Mational Treasury's regulatory
framework lor Finaneial Management

Institute financial risk management and administer procurement pracesses In
sura that all financial transactions are managed in an ethical manner

SUPERICH
Deveiop planning tools o assist in
evaluating and monitoring future
expenditure frends

Set budget irameworks for the institution

Sel strategic direction for the inskitution
on expenditure and other financial
processes

Build and nurtre partnerships to
improve financial management and
achieve financial savings

Actively idenlify and implement new
methods lo improve asset controt

Display professionalism in dealing with
financial data and processes
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COMPETENCY NAME

COMPETENCY DEFINITION

Display an awareness of change

interventions and the benefits of impact on the social, political and results and convey progress o relevant network of change leadets who support
transformation initiatives economic envirnment stakeholders the interventions
Able to idenlify basic needs for change Maintain calm and locus durng change Secure buy-in and sponsorship for o Actively adapt current structures and
change initiatives processes o incorporale the change
interventions

Identily gaps between the cumrent and Able 1o assist team members during Continuously evaluata change strategy s Mentor and guide team members on the
desirad siate change and keep them focused on the and design and introduce new effects of change, resistance factors and
deliverables approaches to enhance the instilution’s how ko miggrate change
eflectiveness
Identity polential risk and challenges to Voluntees to kead change efforts outside Elui!d and nurture relationships with . Molivam_ and inspire others around
transformation, inchuding resistance to of own work team warious stakeholders to establish change inifiatves

change factors
Participate in change programs and

LEADING COMPETENCIES

Change Leadership

COMPETENT
Perform an analysis of the change

Able to gain buy-in and approval for

Able to direct and initlate Institutional transformation on all Jevels in order to successfully driva and Implement new initiatives
and deliver professional and quality services to the communlty

ADVANCED

Aclively monitor change impact and

strategic alliance in facilitating change
Take the lead in mpactful change

Sponsor change agents and create a

pikoting change interventions | change from relevant stakehokders programs |
Understand the impact of change : Identify change readiness levels and Benchmark change interventions !
interventions on the institution within the | assistin resolving resistance to change against best change practices |
troader scope of local government ! factors

i Design change inlerventions thal are Understand the impact and psychology

| aligned with the institubor's stralegic ol change and put remedial |

| chjectives and goals inferventions in place fo faciiitate

efleclive transformation

Take catculated risk and seek new ideas
from best practice scenarios and dentify
the potential for implementation
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Display a basic awareness of risk,
compliance and governance lactors but
require guidance and development in
implementing such requirements
Ungerstand the struciure of cooperativa
government but requires guidanca on
fostering workable relationships
between stakeholders

Provide input into policy formulation

LEADING COMPETENCIES

Governance Leadership

Display a thorough understanding of
governanee and risk and compliance
faclors and mplement plans to address
these

Demonstrate understanding of the
fechniques and processes for opfimising

nk {aking decisions within the institution |

Actively dnve policy formulation within
the institubon to ensure the achievement
of objectives

Able to promote, diract and apply professionalism in managing risk and compHlance requirements and apply a thorough understanding of governance
practices and obligations. Further, ahle to direct the conceptuallsation of relevant policies and enhancs cooperative governance retationships

ADVAKCED
Able to link risk initiatives into key
institutional objectives and drivers

Identity, analyse and measure nsk,
create vabd risk forecasts and map risk
profiles

Apply nsk control methodology and
approaches ko prevent and reduce risk
that impede on the achievement of
institutional objectives

Demonstrate a thorough understanding
of risk retention plans

Identify and implement comprehensive
risk management systems and
processes

Implement and monitor Ihe fomulation
of policies. identify and analyse
constraints and challenges with
implementation and provide
recommendalions for improvement

Demonstrate a high level of commitment
in complying with govemance
requirements

Implemenl governance and compliance
strateqgy to enswre achievement of
institubional objeciives within the
lagistative framework

Abie to advise local govemment cn nsk
management, best practica interventions
and compliance management

Able ko forge positive relationships on
cooperative governance fevel to
enhance the efiectiveness of lecal
government

Able to shape, direct and drive the
formulation of poficies on a macro lavel
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CORE COMPETENCIES

Moral Competence

Able to identify moral triggers,

COMPETENT
Conduct selfin alignmenl with the

apply reasening that promotes honesty and integrity and consistently display behavior that reflects moral torpelence

SLUPERIOR

Realise the impact of acting with Identify, develop and apply measures of Create an environment conducive of
integrity, but mpqum guidalg'lce and values of local goverment and the sell-comection moral practices
development in implementing principles instiugon
Follow bask rules and requlations of the Able 1o openly admit own mistakes and Able lo gain trust and respect through Actively develop and implement
institution ropt weaknesses and seek assistance from aligning actions with commitments measures to combat fraud and
others when unable ko deliver coruption
Able o identify basic meral situations, Actively report fraudulent activity and Make proposals and recommendations Set integrily standards and shared
bu requires guidance and development corrupion with local government thal are transparent and gain the accountability measures across the
in understanding and reasoning with approval of relevant stakeholders institution to support the objectives of
moral intenl lozal government
Understand and honor the confidential Presenl values, befiefs and ideas that Take responsibility for own actions and
nature of maters without seeking are congruen! with the inslitution's rules detisions, even if the consequences are
personal gain and regulations unfavorable
Able to deal vith situaans of conflict of Takes an active stance against
interest promptly and in the best interest corruption and dishonesty when nated
of local government
Actively promole the vahua of the
instilution to internal and external
stakeholders
Able to work in unity with a leam and nol
seek personal gain
Apply aniversal moral prnciples |
consisinnlly to achieve moral decisions |
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CLUSTER : CORE COMPETENCIES
ETENCY NAME : Planning and Organising
COMPET _— Able to plan, prioritise and organise information and resources eifectively to ansura the quality of service delivery and build efficient contingency
e : plans to manage risk
VEMENT LEVELS
COMPETENT ADVANCED SUPERIOR
Able to follow basic plans and ise = Actively and appropriately erganise o Able ko define institutional abjectves, +  Focus on broad strategies and initiatives
' tasks around set obig“lu'ves o infermation and resources required for a develop comprehensive plans, integrate when developing plans and actions
task and coordinate activities and assign
appropriate resources kor successhul
| implementation
+  Understand the process of planning and =  Recognise the urgency and imporance *  ldentiy in advance required stages and »  Able lo protect and forecast short,
organising but requires quidance and of tasks actions lo complete tasks mediumn and long term requirements of
development in providing detailed and | the institution and local govemment
comprehensive plans
+  Able to follow existing plans and ensure »  Balance shori and long-term plans and »  Schedule realistic tmelines, cbiectives o Translale policy into refevant projects o
that objectives are mel goals and incorporale into the (sam's and milestones for tasks and projects facilitate the achievement of institutional
performance objectives objectives
Focus on short-lerm objectives in ¢ Schedule tasks ko ensure they are ¢+ Produce clear, detaded and
) develaping plans and &J%Funs performed within budget and with comprehensive plans to achieve
efficient use of ime and resources institutional obiectives
o Afrange information and resources *  Measures progress and monilor e Identfy possible risk factors and design
required for a task. but require further performance resulis and implernent appropriate contingency
structure and organisation plans
*  Adapt plans in ight of changing
circumstances
s Priontise tast s and projects according to
their relevant urgency and impartance
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CLUSTER :

COMPETERCY WAL

ETENCY DEFINITHON :

CORE COMPETENCIES

Analysis and [nnovation

Abla to critically analyse Inlormation, challenges and trends to establish and Implement fact-based solutions that are innovative to Improve
institutional processes in order to achleve key sirategic objectives

CHIEVEMENT LEVELS

ADVANCED SUPERIOR
Understand the basic operation of Demonstrate logical problem solving Coaches keam members on analyical Demonstrate complex analytical and
analysis, but fack detail and techniques and approaches and provide and innovative approaches and peoblem sohving approaches and
thoroughness rationale for recommendations techniques technigues
. , T Engage with appropriate individuals in Craala an envirgnmenl condutive bo
Abla to balance independent analysis Demonsirate objectivity, insight and h .
with requesting assistance from athers thoroughness when analysing problems analysing and resolving complex anmadybcal and fact-based problem
problems ng

Able o break down complex problems ) ' { . Analyse, recommend solutions and
Rf;m'}d new ways 1o pertorm tasks into manageable parts and identiy !deg;fgowlunons on various eas in the monitor frends in key chalienges ko
within own funcsion solutions Lo 2l prévent and manage occurence
Propose stmple remedial interventions Consult infernal and external . Create an environment that fosters
that marginally challenges the stalus stakeholders on opportuniies i improve m".?fta;‘: :sm:t newideas innovative thinking and follows a
qup processes and service delivery gha Y learning organisaion approach
Listen lo the ideas and perspectives of Cleary communicate the benefits of new Able o gain approval and buy-in for Be a thought leader on innovative
others and explore opportunities to opportunities and innovative sckutions proposed nterventions from relevant cu;mfrler service delivery and process
enhance such innovative thinking and stakeholders stakehclders optimisation

. e Play an active role in sharing best
Continugusly identify opportunities 1o m&z&tﬁ;mﬂ;ﬂ:ﬁ n practice solutians and engage in
enhange internal processes insttutional application national and mter_nabonal lotal
PUPCSS P government seminars and conlerences
Identity and analyse opportuities Continuously engage in research 1o
conducive b innovative approaches and idertify chent neads
—___ propose remedial intervention .

. 10-
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CLUSTER :
COMPETENCY NAME -

COMPETENLY DEFMITION

Colect, calegorise and track refevant
information required For spacific Lasks
and projects

Analyse and interpret information ko
draw conclusions

Seek new sources of information to
increase the knowiedge base

Regulatly share information and
knowledge with internal stakeholders
and team members

CORE COMPETENCIES

Knowledge and Information Management

ACHS

Use appropriate information systems
and technology to manage insiitutional
knowledge and information sharing

Evaluate data from various sources and

use information efiectively to influence
decisions and provide solutions
Aclively create mechanisms and
structures for sharning inkmmation

Use exlernal and internal resources to
research and provide relevant and
cutting-edge knowledge fo enhance
institubonal eflectvenass and efficency

Able to promoate the genaration and sharing of knowledge and information through various processes and media, in orderto
enhance the collective knowledge base of local governmant

5

Effectively predict future information and
knowledge management requirements
and systems

Develop standards and processes to
meel future knowledge management
needs

Share and promote best-practice
knowledge management across various
institutions

Establish accurate measures and
monitoring systems for knowledge and
information managernent

Create a culture conducive of leaming
and knowledge sharing

Hold regular knowledge and information
sharing sessions to elicit new ideas and
share best praclice approaches

Create and support a vision and culure
where team members are empowerad to
seek, gain and share knowledge and
information

Eslablish parinerships across leal
govemnment 1o facilitata knowledge
management

Demonstrais a matura approach

Recognise and exploit knowledge points
in interactions with internal and external
stakeholders

C.w.
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CLUSTER: CORE COMPETENCIES
COMPETENCY HAME :

Communication

Able to share information, knowledge and ideas In a clear, focused and concise manner appropriate for the audlence in order to effectively convey,
persuada and influence stakeholders to achlieve tha desired outcome

ACHIEVEMENT LEVELS

COMPETENCY DEFINITION

Demonstrale an understanding for ; ; ) —_
Bl e m';fs Express ideas to indwiduals and groups Effectively communicale high-risk and o Regarded as a speciastn negotabons
X ‘ in formal and nformal settings in a sensitive matters 1o relevant 4 aling the instiulio
approgriais lor the audience, bul manner that is interesting and motivating stakeholders L oty
requires guidance in ulilising such fools
Express ideas in a clear and focused Able to understand, tolerate and - s Ableto inspip and motivqta qmers )
manner, but does nol ahways take the appreciats diverse perspectives, SD::;“"’ awelt-defined communication through posiive communication thal is
audience into consideraiion aftitudes and beliets 4 impactiul and relevant
Dissomi informat Adapl communication conlent and style Balance political perspectives with ¢ :;:::r::tzi:o&f:m"“m o
‘;5:"”"3"3 and;nnvey informaton o suil the audience and facilitate institutional needs when communicating communication and eritical appreciate
and knawledge adequalely optimal information transfer viewpoints on complex issues PR
Deliver conlent in a manner that gains Hectively di e *  Able bo coordinale negotiations at
support, commitment and agreement :,':ﬁrz gmp,e:” direct negtations different levels within kocal government
frai relevant stakeholders and exlemally
Market and promote the tnstitution to
Compile clear, focused, concise and external stakeholders and seek to
well-structured whitten documents enhance a positive image of tha
institution
Able In communicate with the media
with high levels of moral competence
and discipling
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CORE COMPETENCIES
Results and Quallty Focus

Able to maintain high quality standards, focus on achlaving results and objectives while consistantly striving to exceed expectations and encourage
others to meet quality standards. Further, to aclively monitar and measure results and quality against identified objectives

MT LEVELS

Understand quality of work but requires
guidance in atlending o important
matlers

Show a basic commitment ko achieving
the comect results

Produce the minimum level of resulis
required in the role

Produce outcomes that is of a good
standard

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

Produce quality work in general
circumstances, but fails to meel
expectation when under pressure

COMPETENT

Focus on high-priority actions and does
nol become distracted by lower-priority
aclivities

Display fim commitment and pride in
achiaving Whe cormect rasults

Set quality standards and design
processes and tasks around achieving
set standards

Produce output of high guality

|
Able 10 balance the quantity and quafity
and quality of results in order fo achieve
objeclives
Monitors prograss, quality of work and
use of resources; provide status updates
and make adjustments as needed

Consistently verify own standards and
outcomes to ensure quality output

Focus on the end result and avoids
being distracted

Demonsirate a determined and
committed approach to achieving results
and quality standards

Follow task and projects through to
completion

Set challenging goals and objectives kb
sell and team and display commitment
1o achieving expectations

Maintain a focus on quality outputs
when placed under pressura

Establishing institutional systems for
managing and assigning work, defining
tesponsbiies, racking, monitoring and
measufing success. evaluating and

yaluing the work of the inskitution

-13-

SUPERIOR

Coach and guide others to exceed
quakily standards and resulls

Develop challenging, client-focused
goals and sets high standards for
personal performance

Commil 1o axceed the results and
quably standards, monitor own
performance and implement remedial
interventions when required

Work with team ko set ambitious and
chaflenging feam goals, communicating
long- and shart term expectations

Take appropriate nisks lo accomplish
goals

Overcome setbacks and adjust action
plans 1o realise goals

Focus peophe on critical activities that
yield a high impact
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Personal Development Plan
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Suggested tra:ning and for Suggested mode o Suggested Time Work opportun.ly created lo
development actmty delvery Frames pracice sklldevelopment area

Skills Perlormance Gap Cutcemes Expected

Date:

Signed by the Municipa! Manager on behalf of the Municipaity

Data:




