EMTHANJENI MUNICIPALITY

Performance Agreement
for the remainder of the financial year 1 April 2021 - 30
June 2021

SENIOR MANAGER: INFRASTRUCTURE SERVICES




Performance agreement made and entered into by and between

The Emthanjeni Municipality and represented by the Municipal Manager (herein and after
referred as Employer)

and

Lelethu Thiso, the Senior Manager Infrastructure Services (herein and after referred as
Employee) for the period 1 April 2021 to 30 June 2021

Where as

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 Director appointed in terms of Section
56 of the Systems Act;

1.1.4 “the Employer" means the 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

2.5

2.6

27

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

To specify objectives and targets established for the Employee and to
communicale 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 April 2021 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 key objective 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

5.1

5.2

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

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

4
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53

5.4

55

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 outputsfoutcomes (performance indicators) identified as per attached
Performance Plan, which zre 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 Compelencies 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.

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 a Personal Development Plan
as well as the actions agreed to and implementation must take place within
set time frames;
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6.4

6.5

6.6

6.7

6.8

6.9

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 Pane! 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 self-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 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 6.6.4 and 6.7.3 above; and

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

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

Terminology

Outstanding
performance

4
3
2
¥
-

Performance  Fully efectve Mot fully Unacceptahie
zignifcantly effective performanee

abowve

expactatians

Description

Performance far exceeds the standard expected of an employee
at this level. The appraisal indicates that the Employee has
achieved above fully effective resulls against all performance
criteria and indicators as specified in the PA and Performance
plan and maintained this in al! areas of responsibility throughout
the year,

Performance
significantly
above

expectations

Performance is significantly higher than the standard expecled
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 meels the standards expected in all areas of
the job. The appraisal indicates that the Employee has fully
achieved effective results against all significant performance
crileria 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 [ully effeclive results against more than half
the key performance crileria 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 indicales 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
commilment or ability 1o bring performance up lo the level
expected in the job despile management efforts to encourage
improvement.
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6.10 The assessment of the competencies will be based on the following rating
scale:

'l
I

l I > |

Poor Basic Competent Advanced Superior

Achievement
Level

Description

Do not apply the basic concepts and methods 1o 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 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
operalions, critical in strategic shaping strategic direction and
change, develops and applies comprehensive concepts and
methods.

Superior

6.11 !:'or purposes of evaluating the annual performance of the Employee, 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 Executive Committee.
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6.12

6.13

The Municipal Manager 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 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

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:

Quarter Months
4 April - June

The Employer shall keep a record of the 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
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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

10.2

The Employer agrees to consuit 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
funclions;

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.

11. REWARD

11.1

The evaluation of the Employee's performance will form the basis for

acknowledging outstanding performance or correcting unacceptable
performance;

Snr Man: MM:

1%

v &V



12,

11.2

11.3

11.4

11.5

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

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

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 he/she 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

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 QUTCOMES

12.1

12.2

12.3

12.4

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

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;

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

In the case of unacceptable 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 counseliing and having provided the
necessary guidance andfor support as well as reasonable time for
improvement in performance, the Employer may consider steps to

11
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13.

14.

terminate the contract of employment of the Employee on grounds
of unfitness or incapacity to carry out his or her duties.

DISPUTE RESOLUTION

13.1

13.2

13.3

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

Any disputes about the nature of the employee's performance agreement,
whether it relates to key responsibilities, priorities, methods of assessment
andfor salary increment in the agreement, must be mediated by the
executive mayor or mayor within thirty (30) days of receipt of a formal

dispute from the employee whose decision shall be final and binding on
both parties.

Any disputes about the outcome of the employee’s performance evaluation,
must be mediated by a member of the municipal council, provided that such
member was not part of the evaluation panel, within thirty (30) days of

receipt of a formal dispute from the employee whose decision shall be final
and binding on both parties.

GENERAL

14.1

14.2

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

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 on the ;l day of April of 2021.

AS WITNESSES:

. A

MUNICIP

2 e 4y S

e~
)

Thus done and signed at on the day of April 2021.

AS WITNESSES: !

o mMANAGER
2. %

/

13
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Competency Framework



Annexure B ninfan

Urdersiand insttubon and

acwave el mandata

+  Desenbe how speohc s ink o
insdlulionad stralegias but has bevnd

rfuznce in duacung 3 siategy

»  Has abasic underskangng of

instiytonat perforance managamant,
Lutlacka the abiity to imeg:ats tystems

Mo 3 codactve whels

+  Cemontiraly basic undentaading of hey |

Cecsion makers

Cepanment siratege chjecives. but
13ehs tho 2ieéty (o lspirs others 1o

LEAQING COMPETENCIES
Sirategie Direction and Leadership
Provide and d

| covrPETENT

Clvo direction 10 8 team o reaksing tha

Ingstutiod’s sirategic mandyte and sl
itpctnes

Has & pastive mpact ang influance on
he eexraly, enganemenl and
patepation of taam mambers

Cevelep acton plans 10 erecute and
Gund stialegy

Assislin defring parformants
mo33unes 1o mosulor tha prograss and
effecliveness of B insttuton

Displays an awarcness of nsahutions)
structiss end poltical factors

E Hectvely cominicats bamers lo
a1eauban 1o redevan! cares

Prov.de gadancs by 24 siskehciders -+
e achierement of tha siratepe
mandate

Understand he 5:m and objectives ol
1he inshivkizn and retate f k3 own wark

Evaluate alt achwties ladetermne vatug |
v akigrutient to strategic witen]

Bisplay in-depth knewisdge and
unda:standog of $imiege plannug

fgn siralegy and goals acrgsy at
fanesional ni0as

Actvely dafna parformance measures.
3 menuly the progrosd ard
sifectrienass of the bstiuion
Cemustandy chal ange sralege pans ta
ANLTR [eevance

Understand institutiandl structures and
peliveal fastars, and ha consequencas
of actions

Empewst oihers {o kefow tha stratogic
dioeton and deat with conrple
situatens

Gude the inssiubon tvough comples |
and amblgutus concem

Use urderstanding of powet
relabonteps and dynamic lensions
Jmong koy phayars o kaxne
commurcaticns and develop stralegies
poslons and alfances

"

Struchure 2ed postion Iho mtftan lg
loeal gxvetnmant pnontiey

Acively use n-depth krowiedge and
Lrderstantng to davelop and
srplement a comprehemsie mstdulionat
mowery

Hold sell-acoountabls b sirategy
asocution and results

Providy umpact and infusass ikrough
bur'eling and manlainng siratege
relyonsivns

Credte an onvronment lhat faoslates
Teyally and inngvaton. Display a
supenot kevel ol sell €1op.na and
Inkeqrty in actong

Inteyrale vancus Systems inta a
intiectiva whede (3 gpzmma nsbiutonal
perfamance managament

Uses understanc.ng of ccmpeling
wilerasts 13 manewer soscasshuly ta g
WIRMRR duitama
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LEADING COMPETENGIES

Prapis Maragament

Insiituitana) objectives

e Y

30k opportunries to mozeata leam

Parstipate & l2am qoddsalling and
problest sohing goalseiting Luninbukicn and responsorkiy
+ ezt and colaborala wiln paople of »  Hespect and support the dnerse ralure
drversa bachgrounds ol ofhars and be aware of tha banatts of
adiversg appmiach
» Awaraof guigetings o employes *  Efectively delegate ks and empower
davelopment. bul raques suppot o athers b Inzease contnbution and
" gdavalop . rxecyle fanclions optmatly

*  Arply relevant employea lagritation
Iauly Ind canwstanty

= Effectvely idently cagacity
requaements tor iIfll the siategc
Inandala

“derhty inetiecive loam srd wink
arocasses and mesmmend remedl
nierventiens

Recogn-yn and rawand efleclve and
dagirad bahavior

Fravarts menioang ood quidanes ta
othets In crdet to Inciease personal
efeclivenety

dently developmanl and learng needs
wilthin tho team

Inspea a culturs of padormanes
azcelonce by giving positve and
coAstructiva fescoatk o the taam

Achisve aqresment of consensus in
adversarial envonments

Luad and umida verse lgams across
divisicns 1o achisve Bistiulicnal

abjectves

Effsctivaty manage, Inaplre and encourage people. sospect divensity, oplimise talent and bulld and rurture rolau

onskips In ondur ta ackinve

peopia mandgeinen! protestes
ipproathes and looly acrovs tha
nsllulcn

Fasier a culture of discipline,
t=iponsindiy and aceounlatity

Understand thw impact of versity n
performanca antd acBvely incomporate 3
diversily sraiegy n he nsttulicn

Develop eamprohensiva iiegraled
shra'egies and approachas 1o burman
eapial dovidopmanl and manzgement

Actvely idently trenda and predicl
c2pacty requireinems to Ligl.Lite

un:fled ranstion and pertormance
managamend
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T LeannG cowpeteEncies

Pragram and Froject Management

Able 12 understand prograe and project

9 gy. plan g Ml
cbjrctives

Aelblaly el Atncrs S
Intizte projects ater approval rom : Ectabiish broad stavshalder iavatamant Manags mdtiple programs and bakance .
kicher aupnbes and communicats the projsel status ang pRontes and conficts accarmng 19
: key milestones wstihutional naats
*  Underiand procedures o progeam and *  Cefina th res and responsibities of = Apply eflockve sk manzgement .
PIooc Marxschant methodeiogy 1 projoct loam and czeals clanly rilegies through rroact a1sessman)
implicabons and stakehekler arcund eapaciitony and 1ascuta Iequiremants
frealvement \
Undarstind tha rabonai of progects i Find & bnlan;.n bemm progatt deading Moty prerect scope ond budget when .
roisLon 1o the nstiution's sirtege and the quaiy of deiverables ‘aqusad wihout compamesing the
byectives qualay and obyactives ol e progect
Document and communicate factors and | idurdly approprate proyect resoutees lo iivolve top-tavel uthanbes and relevant .
113% Ax30Qa10d mth own work L";:‘:um eifactheg comploton of the staketoldors n seeking proyec buy -in
e o3
& Userendts and apprachat of +  Comply win slatitory equraments and «  dently axd apoly conlemporary project .
yucresthul progect implementaton as 3ppky politivs in a consistent mannce managoemen] methadology
ouide |
|
= Mondor progies and use of resouees *  Iafuence and ot project i23m to
2ndd make needed adursiment to eliver axcaptiomal fesuits

lmeknes, steps and roscurce 8 locaton | |

+  Montor poficy imglamenlaton 2nd apply
| Frocadutes io manage nsks

- ra ‘\

and svaluate spacific activitles bn ordat ta dallver on 3ot

 wremoni TS
Understand and concaptuise thalong.
term irpheatons of cesred project
ouicomes
Diect amnrprahansva siivteqe macra
ard micro analysis and yoopa projac:s
aczordingly o reaksa nstitona
ckjectives
Influgnce peopla it posbans of Authonty
3 wnplemanl nuicomes &f paecls

Load nd gzect banstatsn of pokey nto
vxukable acton plamy

Ensures il programa ae mentored f
s piegiess and cplimal resgurcn
iisanon, and dhal adustmenls ar
i 1% nesded
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TOITY

Urrarstand hasic lmancial soncegty and
wathocs 23 they felafe g iesinutien)
Frocesies and achnbes

D:splay awarenass nta tho vanous
sourtes of Angncial data. isparting
mathanisms Enancal governanca
processes and tyslems

Unciorstand the smpananes of finaneal
accoentablity

Understand the epportance of pysal
sonirol

| Firancial Managament

Tcoweerenti TR
Eahbil knowisdne of general financial
cancepls, planrng, budgeng and
forecasing and how ey intetrelats

A3sers. idently and manage fnancral
frihy

AISUMO 3 LO3L-L3vng appreach bo
linancial ranagement

Prepam financial reports based on
rpecfied formaty

Cangitar and undesstand Me Anancin
impbecations of cetons and
suggestions

Ensura hal delegaben and nstructons
as reduratt by Nabonal Treasury
guidefines 3ro reviewsd and updated

dently srd inplemenl propes
manting and avahuation pracicas o
CNCUR approprats spenduwg aganst
fudget

d Ableto cempile, plan and manage budgaets, control cash flow § fi

aczsrdants wilh tecognised fitancial practicas. Further (o sraure Ihat ail finsncial ean

I ACHEVE HENT LEVELS)

Taka active ewnershen of planemng,

Irisk m

Ludgatng and trecasing processes
o prewdes ored dle answers 1o
Gueries wikin own raspontbrdity
Prepare budgets inal dve aligned 1o tho
iratege ejoctves of ha mstislon

Acilress eomplax budgatng and
Franza manaqement cencems

Put systams and processes in place o
<crhanca the quably and integniy ef
foznus management practices

Adnisa on polices and procedury
'egrding assel conlrol

Promate Natongt Tioasury's tegulatory

& k for Financial Mi

33ctions are My

and adminlstar procurement processein
nagad In an aikical manner

ETIET T
Cuvelon panting locts to assat m

72N And montonneg future
ependdule bends

Sut budget frarworks for the Eatiilon

el swolegic daecton for tha nsbtution
un eapentihpe and ather fnancal
procesaes

Buhf and nurmwre parinershps o
improva fingncial mansgemant and
achiave Enancal savings

Activaty icenbly and implement now
malhads 16 imtprove asset conlol

Display protesvicnabismn dealing with
financial data and processes
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D:1play an gwarersss of change
‘mesventions and the benefis of
ransigrmaben wulatves

Able to ieatfy basic wweds for change

IZantfy gaps betwagn the curtont and
Josired stale

Identhy patential ngk and chalanges iy
vanslomaticn, meiudog iesstarce 1o
changa faclers

P amginate s charge programs and
|nling changs rlerventions
Understand the impact of change
wighvgntons on Lna nshiuben witres 1t
Levader scope ol locad gwernment

LEADING COMPETENCIES
Change Leadership

Peform an analysis of the changa
imaact cnive segal pelaca amd
£CCHOMIC emvrermeni

Manian ealm and facus duhng chango

Anta o assist leam mambers duing
channe and kee them locssed oa the
el verablus

Weluntear 10 12 3d changa efforts outsfde
of own work lsam

Abla 10 gan buy-in and approval fae
changa fiom relovond stakeholders
Idenbly changa roadingss evels and
J$%81 0 resoving ressstares iy change
facies

Beugn charga nterventons that ane
aligned wikh the insttulon's siealege
chyectiees and goaly

FADiAMCED o
Actvety monitar ehanga mpad and
resulls and convey progress fa relevand
ttakehoklers

Socure buy-in and sponsorship for
chams rlatves

Contuously evaleale change strategy
and design and intcduce new
approathes 1o enkanco tha mstitan'y
alfectvenyss

Butld pndinurtura rsiatonshing with
vaious stakeheldens to egtablsh
sirtege allance m haehtatog change

Taka the lead in impactiul changa
Fograms

Denchenark change nlerventiony
3gamst bast change practeas

Urdesstand the wmpact and psychalogy
cf changa and put femadis)
Intervanions in phace to lachlate
sffective bansiomation

Takn caleulated nsh and seeh naw wieas
from best practica sceranas and idertly
the petential kr imglementaton

Ablw ta girect and In:tlate instituticnal transformation &n 2% levals In erdar to succedlully driva and implement naw Initiatives
and deliver prafessional and quatity services o the community

S ACHIEVEMENT LEVELS]

o sureRioR T

Sporaor thangs dganls and creie 3
notrork of chanrge leaders who supoon
the mierventions

Ackvely adopt Eaent struciures and
froeasses loinceperaia the changa
wirrentong

Mentcr end guxia leam members ¢n ths
effects of changa resitanca faciory and
haw ta integrale changs

\oirvale 2ad napire echers drouoed
«tanga v datves




Annexure B POz 3

Despiay abasic rwvareness of nak,
compliance and govenants faclors kol
requiro qudanca and Javetopment wt
inel b such i

Understand tha struckss ol cocperaive
Javesmment tut requires Guidanes on
fosienng werkabie relabonsiops
betareen stakeholders

Pronds Inpet ino pehcy formmetation

LEADING COMPETENCIES
J Govenance Leadership

Abla to pramote, direct and 3pply professionail
| pr::llcn and chligatlony Fuithst, ahlu lo dtrect the :nup!uallntfen of r-!wnnl pohcm and -nhzncs

g sk and compll i s and 3

¥

A-J-' EVEMENT LEVEL LIS

Jcowmext)
Eezplay a thatoegh understanaing ol
GOVernaree 3y hk and compharce
faclors and implement plans lg address
(hase
Démonstrai urdsrytmding of the
techniques and pracesses for optimanng
1Ak Lzung diettaons wittan the saltuton

Acviely dove poicy fornutabion within
Iha ixshivbon to ensura (ha ach 1
of objpctivas

A2 10 nk R3¥ wiazves it key
Institvtronal obyzctives and drivers

[danuly, aaalyse and measuig nak,
cradte vakd sk faracasis and map nsk
profilas

Aeply ek conlee) mathodatogy and
ApprsIcres (o pravent 3nd redyce nsk
$hat mpedie on e actvvamen of
wrslutional objecives

Demanstrale a thotough understanding
clrizk ratantion plans

I<rnsty and implemen eomprehensve
fish management sysiems and
EmcesIny

Lmypslement and moniior e kemotazan
¢ polacse s, sentrly and analysa
n3iraRMs and chalenges wilh
implementaton and pravide
ruccmmendatons for inpovemant

pely a |I-arough undersianding of govamanes

hi

go nlati

Demensiraia. 2 hugn havel of cc-nm-lner'l

T eommgdy i with (meermancs
reqUIEEMS

Imp'ement qovemnance and complanca
sirategy b enswe achigament 6f
nstiutonal ehoctoens with tha
tegisiatve frmowwk

Abla 10 advise 'ocal gbvemment on nst
management basl prattica ntarvantons |
ard coerpliance maragement

Ablg b0 loge postive 1e'alicnsings on
taaparatre governance level o
ernance o efectvanass of iocal
rovesnmani

Axfe Lo shape, grect and dnve the
ormidaieincl poloes an a macro level
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Ing that p
- S ACHEVEENT LEVEL
CeowEreRT s T T

4 Abla to identity moral iriggers, apply

Ta

Creaio an envienment condytrve of

; Idently, develon nd opply madsuresof

Realiva e impact of 2ctng win «  Conduct self in abgament wath Ihe .

“alegrity, but requines gudance snd vahues of 'ocat govemerent and the satheorachon ol proctices

davelopirent in implementng prncples instiuton

Folgwdasic niles and requiations of the Able 10 opanly aumt own mistakes ang Abla ta gain trust and rspuc! Peough +  Atlvely develop ana irp omant

insbhtion woahhasses and seek nssatance fom Aigring achons wih commimants radsures ta combal lud and
clhiers when unablg to dof var augien

Abe 1o kientty basic moial wtuations Achvoly rzport fraudulont acwly and Make prepasals and retommmendaliots « Sl bntagnty atandamy and shared

bul requizas qudanes and dovelopmant
in yrderstanding and reasonig with
meral intent

LHTUpton with ol g

Understand and hener tho carfidental
nakwe ol marners wihoul sacking
pessonal gan

Alhe t0 dsa) with 3 walrons of contbed of
‘tterst proamptly and i e best Rlerast
ol local govemmeni

(v}

1hat arg Lancparent and gain the
apprgval of relevant stakebolders

Presenl vatues bebols and ideas that
a0 congruent valh tha instiution's nites
and regulationy

Taha an acive stanca pyaint
curruphian 3nd dishanesty whon nolad

Actively promote the valua of the
instnbon 1 infemal and external
Hakehokders

Abln oy work in unity with 2 leam and nof |

saek persnal gain

ADply universal soral prnciples
conaistendy to achiove moral cocisions

Jccountab ty mensures across e
amkicoes to support the ctyecives of
‘ac¥ qaverhmant

Taka raspens:bily lor own gcvany and
detrsiony, gvan if the onsequentss Jo
unkyvorable
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HcOuPETENCY BERNTON;

Ab'a 1 foliow Easic plany and oran se
tasks arcund sat cbyectives

= Uiderstand the procass of plinmung and
C3vsang bul revisras qudaneg sng
developmenl n provdng detyded ang
comprehensive plany

»  Abla to follow enshing plans and ensun
tat ehiactves s mat

«  Fotus on shon-igmm ohioctves
daveloping plans and dchons

» Amange wiomaten and resmces
Iequired for atask, bul requs funther
Suctura and omdnisaton

4 plans lo man,

] core coupetEnciES
{ Pranning and O:gantsing

Abla (o plan, priatilse and erganise infermation and rescuress affectivaly 1o snsure the quallty of servics dativery and bu:td eificient conlingency

Iqa risk

Actvely and appregnalely organsse

Informaticn and resources required for 3

task

#  Recogmise the umency and srporance
Cf lashs

+  Dafanca shord and long-berm plans and
eals and inromorate into the taam's
porfonmancn objectves.

= Sthedule ta3ska lo ansusa Inay are
fpeddurmed within budgel and with
afficient uss of irme am! mscizces

s Mexsuigs progrens and montor
perarmance resulls

Ab'e b deling instiubond) objecuvas,

i aovaneea i

Etvelep comprohensive plans, Btegeate |
ind eparoinate actviies and 3avgn
appeopriafa reasurces for sucesthd
mplemeniabcn

Identily inadvaats requaed sbages and -
acbons to complele Lsks

Sthedule realishe tmetnes, obysctivey .
anr) mulestones lor tagks aed projocts

Producn cleat, dataled and
mmprehensog plans bo chipve
insimtienal chieciivay

‘dently peysite rish laziors aod dasign |
3] implement approprate contngency
plans

Adfapl phans in bght of changing
ottumslancey

Prankia tasks and projects acconding b
Inear relevast urgency end imporianco

Facus on brosd siatagms

L TurERIOR,

and in:tiatrees
wien davekping plans 2nd acuons

Alte to protact and becast sher,
mexdfum and long demm roquitements of
ihe nsttution and toczl goremment

Tratrslatg pokey nin retavant projects 1o
Tachtale the achiaverment of instlytenal
pbjectives
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COMMETENCY HAME £ |

REOUPETENCY DEFITION:

{aderstand ihe bas:c operation of
2nolysig, butlack detad and
teroughnass

Abls 1o balanca ‘ndacencent analyss
vl teruestnn 3¢ sistanon frem sbers

Pecormarend new ways o perlorm dasks
vr.hen own lunckon

Propose simple ramedial mlervermons
that margiraty challenges the status
qua

L:a'en lo the ideas and perspectves o
cihers and erpioie opportuni:as in
Cnhance SUch mndvalsg thininng

BTOISA remacial interventien

CORE COMPETENCIES
d Analysls and Inmovation

Able to critlcally anatyse Informatlon, challangss and trands to establish and imph
Institulional processes in order 12 achieve key slrategic objeciirn

Demonstrats fogiczl pectiem sokang
fackrigues and apgioaches zrd orey da
ralenale foe recommendaticns

Bemensirate abyeetvity naght and
‘haroughress when analysng problams

A 10 britsk down comglen probloms
w10 mandgeabld parts and idenaly
whubony

Con4slt intemal and exlemis)

s2akehalders on opperturabies to chprove |
peoesssas and senvice dehvery

Cleardy commaticate e beaclis of new |
cpportinites and irnovatvg solutons

und stakehoiders

C y ideruly cg s 1o
enhance iniernal processes

identty and analyse cpportumies
e 10 NGV atve ApEmaches and

Coaches team mambers on gnatytical
ad anavatve appreaches and
toctmicues

Engage vath sppropnaio mdvduats in
arglysing and resclving comples
crelemy

kigntly 1olubers on vanous areas in e
ssliiuben

Fernulate and smptement new Koas
Droughout the mstduten

Abdy 1D Gam appruval and buyin for
rpased -plervanloas om relevant
rakehclders

identty hends and best practices mn
ocass and serwee delvery ang
ropase nstiutional appicaton

Contoucusly engage 4 research {o
Zenidy el needs

tfact-based yolult

that are | LTRCE

- swemom T
Ozmenstrato comokex analyteal ara
problem solving approgehes 3ng
lechnogues

+  Croato an envicnman cenducve

anaiysel and facl-based problen
sthang

Antiyse, recommend sauons 2nd
mondor trends in ey chalengas lo
pravont and manage ctcunence

»  Cradlo an env onment it bviers

wngvative hinking and kilows a
laarning crganeaten approach

e D athoughl leader an maovatva

tustomar senice de very and pracessy
optimisatcn

s Flay an actve rain e shanng basl

pracics taktions ang enqage 1
nabtenal and mismabonat local
gaventuniend seminars and conjerances
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CORE COMPETENCIES
| Krowledge and taf M.

Atte 1o promate the generation and aharin
snhanca the collsctive knew adge base of

. T ACHEvEMENT LEVELS I

9 of incwlvdge and informatian through varlows procoases and madla, In order to
local govarnmant

BASIC |

: JaovancEDE S
Colecl. categonsa ard irack retevant

= ETeckvely predict hizag nformaien and |
Fncadeda W

118 JFPrOpIAlg informaton systoms Cigate and suppor 2 vison ard culem |

informabon required for speetc lasks and fechncioy to manage asiiutosa 5 qement rog s vhietn team members are srpowered to
and projatts hngwledge and infermation shanng nd systerms sek, 4am and shve knawledge nd
infoenation

s Analyse and intarpred snformaton i = Evalyate dat3 from vanous sources and +  Ouvelop standards and pmcesses ta ¢  Estatdish gadrerships acmas bocl

draw conclusiens use wihraton afloctynly o infleence we2l futura hnawtedge managemant ol o Lot knowledg
recrons and provee o utiony oy managarant

v Spek new sourtes of mioimation lo v Acvely crate mechamsms omt »  fR3e and precnolo Boslprackze s Demonstiale a mature appiosch

incoase the hnawlsdgs base stuctars for sharing in‘ermation *rowlindga managamon acrmss varicus
InLHIuSORY

*  Roqululy share informaton and +  Useexlemal and ntemal resaurces fo +  Eatadlish aceurais mepsures and = Hecognise and axpicil knowledgs points
knowledgs with inloma) stakehoklers tesedrch and provide relevart and TERITNAG Systems fof knowtedge and ninteractions win cermal and exlema) |
and team membiors cutng-erige knoafedga to enharcs { ilormaton management staheholders

ingtidonal eMfeciveness and eficiency |
1 v Craxto 3 clturn canducrve of leaming |
and knowiodge sharny

*  Heidregular knewiedgo and informatien I
harng sess:ons lo elict row eas and
share best ractce appinaches
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LR{HT P |

Cemensiata an undestandeg lor
comamunication levers and ooy
appropriate for the audence, bul
requies guidancg in uthisng such tools
Expross idoasin a dear and focysed
fannar. but doas not dhways taka the
sudienca inla consuleralion

£ssamnats and tonvey inlormaen
i kncwledgn adequately

| CCRE COMPETEMCIES

| Cocmmunication

takahnld

te and intl

Exprass ieas W ndnnduats and groups
in format ang informal s2itngs in a
frannes thalis snleresling and matvatg

Atle lo understand, terate and
azpracaole drrarse parspectves.
atutucles and bel -k

Adapl comemusication content and $tyle
{2 st the aydience and lacdilate
opbmal sdormalon tanslar

Qehver conlent in a maneer that gains
suppoit, commitment and agreemenl
from refavant stahghoklers

Cemade cloar focusad, contse and
wef-stuciured whltan documents

| 2bteto share intormalion, knowladge and idvas n a clesr, fecused and
11d achisve lhe desired oyicoms

tor the aud

manref Jpotop

EFi ly CommuRicaln figh
sehiree matiers 1o 1e'pvant
sakeholdery

Develep a wel -Jofined commyricatan
sirategy

ddtance peklical perspetives wih
nisblutonal needs when commen catmg
Vywponts on complas estuns

Ablo I aflecthely divect nequbatons
drcund complex

Markat and promole e mstiuton o
axieraal slikehclders and seeh fo
erhanca & poslive image of thy
instluton

Able 10 communicats wih (ha mechy
weth high leveis of marzl competenca
ant disciplng

tn grder lo effectively convay,

Reganed as 2 spacahst m naqobatens
ard represeeting the nstiuton

Ablw o invpum and moty i olhart
theough posisve comitunicaten thal -s
erpactul and relovast

Creates an prvronment conditive lo
ransparent and productve
commun:tation and cakcad nppreciate
conversaticns

Able ta teondinata regekations al
tillererd levals within local governmenl
204 exlemally
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= coRg coMPETENCIES
Results and Quality Focus

masic H
Unaarstind quality of work bul eruies
Gusdanca o attendg 1o eportzel
malters

Sherw 4 basic commsiment te ackignng
1ha corect 1asults

Preduca e munimum lavok ¢l asully
tequued in the role

Produea cuteomes thatis of a gaod
standad

Foeus cn the quantty of ouput bu
iteuines duvelopmen in incorporatieg
tha quality ¢ work

Produce quatly work n general
cxtumstances, but fals lo mesl
2roectation when uddes presaure

Able (o maintyin high quality standards, focus on
alhers lo mast qualty standards, Fusthar,

P

‘cowpETENT T
Facus an kgh-prionty actions and does
nal bezeme cistracted by lower-ononty
actriley
Durgay bem comematment and prada m
eduenng the comecl jaaLits

Sel qualty stndards and design
processes and Lasks around acheewng
st atancandy

Fraduca gutput of high guaity

#izlw |2 balance the quantty and quatly
and quably of results in ercer o actveve |
atjecihves

Manitars progress, quallty of work and
usa of resoyttas, provide statuy updaes
ond make adiustments as negded

Ing tesults and objecti
to sctively moniter and

Consistendy vendy cen standants and

matnches o ensure quakly auliul

Facus cniha end resud ang avesds
be.ng disiracted

Demensualg a datemuned and
coimmtatied appmach a achewg resully
and quality standasds

Fotow task and prejects thmughio
tompieten

Sot chalienpsg goals and obyectves ta
3ol and team ang display commtrment
Io ach:2ving mapectalons

Maintain 3 focus on quality oulpuly
when placed under pressury

Establishing knstitulonal systems icr
managng and assigrisg work_defin ng
Ierpensdikbes. Uacking, mormionng and
Measurng success, evauakng and
v2'uee: the wotk of the insunten

while canalstuntly striving to excesd expoctations and encourdge
measure results and quality againat identifled chjseiives

 Gisurgmomil 0 n
Leach and quada cihers to axcead
Guality standards and resulty

Davelop chafienaing, cagnt focused
goals ang sels hgh standards fer
persanyl perfanmancs

Commil to exceed the resuns and
Guatily standands, mondor own
parformance and imalemont romadial
intgrvontions when required

Wark wilty laarm la sat ambibigus and
challenging 12am o33 commurscabag
lorg- amd shot tem expociatons

Taka anpropnata Rsks 1 ecomphsh
Goals

Overcoma seibacks and acyust acton
plans ta redisa Goaks

Ferus pecpla on ool actvites ihat
yeid 3 heghémpact



