EMTHANJENI MUNICIPALITY

Performance Agreement
for the financial year 1 July 2020 — 30 June 2021

DIRECTOR: COMMUNITY SERVICES
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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

Mziwekhaya Humphrey Joka, the Director: Community Services {herein and after referred
as Employee) for the period 1 July 2020 to 30 June 2021

Where as

a. The Employer has entered into a contract of employment with the
Employee in terms of section 57(1)(a) of the Local Government: Municipal
Systems Act 32 of 2000 (“the Systems Act”). The Employer and the
Employee are hereinafter referred as “the Parties”;

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

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

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

1. INTERPRETATION

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

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

1.1.2 “the Executive Authority” — means the 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

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

2.2  To specify objectives and targets established for the Employee and to
cormmmunicate to the Employee the Employer's expectations of the
Employee's performance {argets and accountabilities;

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

A);

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

2.5  To establish a transparent and accountable working relationship;

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

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

COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2020 and will remain in force
until 30 June 2021 where-after a new Perforrnance Agreement shall be
concluded between the parties for the next financial year or any portion
thereof;

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

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

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

3.5  Any significant amendments or deviations must take cognizance of the

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

PERFORMANCE OBJECTIVES
4.1 The Performance Plan (Annexure A) sets out —

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

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

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

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

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

4.2.2 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.

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

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

PERFORMANCE MANAGEMENT SYSTEM

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

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

4
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5.3 The Employer must consult the Employee about the specific performance
standards and targets that will be included in the performance management
system applicable to the Employee;

54  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;

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

56  The Employee’s assessment will be based on his performance in terms of
the 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;

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

PERFORMANCE ASSESSMENT

6.1 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.

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

6.3  Perscnal 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;
5
Dir.: MM: ¥

.7})1-1 | %wj 8(



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 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 KPls 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 KP!s:

° ﬁ
Dir.; MM:

/ /

a7 1T W(‘N 3



5
4
3
2
' 1
[
- Outslanding  Perfarmance  Fully efechve Not Fully Unaccentable

perlormance significantly effective performance
above

expectations

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 perfformance
performance criteria and indicators as specified in the PA and Performance
plan and maintained this in all areas of responsibility throughout
the year.

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

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

Performance is below the standard required for the job in key
areas. Performance meets some of the standards expected for
the job. The review/assessment indicates that the employee
has 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 expecled 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 Performance Plan. The employee has failed to demonstrate the
commitment or ability to bring performance up to the level
expected in the job despite management efforts to encourage
improvement.

Performance
significantly
above

expeaciations

Not fully affective
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6.10

6.11

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

Basicl Cornpetentl!l Advancedm Superlorﬂ]

Achievement
Level

Description

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

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

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

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

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

Superior

For 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 hisfher
absence thereof, the Chairperson of the Audit Committee; and

6.11.4 The Member of the Executive Committee.
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6.12  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

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

SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of the Employee in relation to his performance agreement
shall be reviewed 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

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

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

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

7.5  The Employer may amend the provisions of Annexure A whenever the
performance management system is adopted, implemented and/or
amended as the case may be. In that case, the Employee will be fully
consulted before any such change is made.

DEVELOPMENTAL REQUIREMENTS
The Personal Development Plan (PDP) for addressing developmental gaps is
attached as Annexure C. Such Plan may be implemented and/or amended as the

case may be after the each assessment. In that case, the Employee will be fully
consulted before any such change or plan is made.
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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  The Employer agrees to consult the Employee timeously where the
exercising of its powers will have amongst others-

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

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

10.1.3 A substantial financial effect on the Employer.
10.2  The Employer agrees to inform the Employee of the outcome of any
decisions taken pursuant to the exercise of powers contemplated in clause
12.1 as soon as is practicable to enable the Employee to take any
necessary action with delay.
11. REWARD
11.1  The evaluation of the Employee’'s performance will form the basis for

acknowledging outstanding performance or correcting unacceptable
performance,
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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
0% - 74% Fair Performance 9% of total package
75% - 79% Good Performance 11% of total package
80% - 100% Excellent Performance 14% of total package

114 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

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

MANAGEMENT OF EVALUATION OUTCOMES

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

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

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

12.4  Inthe case of unacceptable performance, the Employer shall —

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

12.4.2 After appropriate performance counselling and having provided the
necessary guidance and/or support as well as reasonable time for
improvement in performance, the Employer may consider

i1
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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  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
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.

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

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



Thus done and signed at # ﬂ Ar

AS WITNESSES:

2, ’:'/»Zé)

Thus done and signed at ﬁé HAr g

on the 1,2 day of 6Iy of 2020.

AS WITNESSES:

1. @}QIQMQ({

13

onthe _Z7 _day of July 2020.
IRECTOR
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Annexure A 2020/21

Performance Plan

Director: Community Services
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Annexure A 2020/21

The Parformance Plan sats out:

a) Key Performance Areas that the employee should focus on, performancs objectives, key peformance indicators and largets that must be met within a specific
timeframe; and

b) The Competencies required from employees prescribed in the Regulations on the appointment and cenditions of employment of senior managers, R21 of 2014.

Performance should be evaluated:

a) Quarterly of which the annual evaluation must be done by the panal as constituted in paragraph 6.11 of the agreemeant:

b) Performance should be assessed on a scale of 1 -5 as outlined in paragraphs 6.9 - 6.10 of the agreement;

¢} In the instance where an indicator do not have a target or is not applicable due fo valid reason or where the performance could not be delivered for a valid

reason oulside of the control of employee, the indicator will not be evalualed, the weighting will be cancelled and the score total will be re-calculated (o calculate
the final score;

d) The employee must submit his/her assessment of his/her own performance to the employer three days prior lo the assessment date,

(]



Annexure A 2020/21

KEY PERFORMANCE INDICATORS

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

Malional KFA

HKey Perfarmance Indicato

r [KFH)

Lnit of Moasuramant

90% of the KPI's of the sub directorate
SDBIP . . ) Manage and achieve 90% of the KPI's -
Basic Service Delivery . have been met as per Ignite 90% 80% 90% 90%
Graph of the sub-directorate: Libraries Dashboard report B
90% of the KPI's of the sub directorate
50BIP . . ’ Manage and achisve 90% of the KP|'s
Basic Service Delivery : have been met as per Ignite 90% 90% 0% 90%
Graph of the sub-directorate: Traffic Dashboard regort . 3
90% of the KPI's of the sub directorate |
SDBIP ! : : Manage and achieve 30% of the KPI's i
Basi¢ Service Delivery have been met as per Ignite 90% 90% 0% 90%
Graph of the sub-directorale: Housing Dashboard report 5
SDBIP Manage and achieve 90% of the KPI's | 90% of the KPI's of the sub directorate
Graoh Basic Service Delivery of the sub-direclorate: Waste have been met as per Ignite | 90% 90% 90% 90% ?
P Management Dashhoard report
90% of the KPI's of the sub directorale
SOBIP ] ] . Manage and achieve 90% of the KPI's i
Basic Service Delivery . have been mst as per Ignite | B0% 0% 90% 90% 3
Graph of the sub-directorate: Cemeleries Dashboard report |
Sign a MOU with the Department of
TL12 Basic Service Delivery | Defense by 30 June 2021 for support MOU signed by 30 June 2021 0 o 0 1 3
with fire brigade services
Review the disaster managemant plan | Disaster management plan reviewed
TL14 Basic Service Delivery | that includes contingency plans and and submitied to Council by 30 June 1] o 0 1 5
submit lo Councit by 30 June 2021 2021
. . ’ Cenduct quarterly housing consumer MNumbar of housing consumar
TL15 | Basic Sarvics Dalivery education pograms education programs conducted | ! K ! ! B
m " n Conduct a quarterly verification ofthe | Number of verification of the housing |
.16 Basic Service Celivery housing needs register needs register conducted I y E ! ! 3
Review the Human Settiement Plan i
. . ) Human Settiement Plan reviewed and |
TLAT Basic Service Delivery and Submit io gg;:c-l by 30 June submitied o Council by 30 June 2021 1 1] o 4] 1 3
= 70°% of the maintenance burget of
% of the budget spent by 30 June |
TL18 | Baslc Service Delivery | %2518 management spent by 30 June | 554 0ip oot expenditure divided by | 5% 5% | 60% 70% 3
2021 ({Actual expenditure divided by the approved budgetix100)
the approved budgetix100} PP 9
L9 Good Govemance and Submit the draft By-law on Tuck Draft By-law submitted to Council by 0 0 0 1
Public Participation Shops to Council by 30 June 2021 30 June 2021 : 3
= da




Annexure A
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Matromal KA Koy Porformance Indicatar (KPI) Unit of Measurement
70% of approved budget spent by 30
J‘::ILQII:I?\ZL ?;d‘hf:nlﬁ;gi?hg:f % of the budget spent by 30 June
TL20 Basi; Service Delivery 2021 {{Actual expenditure divided by 1] 15% 1] TO%
Emthanjeni municipal area {(Actual e approved budget)<100) 3
expenditure divided by the tota! PP 4
approved budget} x 100}
Submit a business plan to potential
TL2Y Basic Service Delivery | funders for the upgrading of the Flre Business ptan sug;itted L RJERL ] ] /] 1 3
Brigade by 30 June 2021
70% of approved budget spant by 30
. . June 2021 for the acquisition of Fleet
TL22 Basic Service Defivery l{Actual expenditure divided by the % of approved budget spent 0 [ 0 70% 3
1 total approved budget} x 100}
Good Govemance and | Implement Council resofutions within " "
D157 Public Participation the required timeframes % of Council resclutions lmplemented 95% 95% ! 95% 95% 3
Liaise with line managers on a regular T
D158 Ggg::; Igapvgnﬂ;;n:g ::d basls lo ensure eflectiva management Nurnber orfn r:::lj:gs with line 3 3 3 3 3
P of the directorate 9
Update the actual results of the targets
D1sg | Good Govemance and | ooy o 1he SDBIP system on amonthly Number of monthly updates 3 3 3 3 3
P basis before the set closing date
Good Govemance and :
D160 Public Partic zation Submit Monthly reports to the MM MNumber of reports submitted 3 3 3 3 3
Quarterdy submit a progress report to T
MM on the coreclive measures taken
D161 Ggﬂlg";:ggi"g: ::d to address issues raised in Number of reports submitted 1 1 1 1 3
P management letter of the AG |
applicable fo the Direclorate
Submit a quarterly report cn the
D162 Good Goverr)ancg and performance of service providers tu Number of reports submitted 1 b 1 1 ?
Public Participation the CFO o
Good Govemance and Spend 100% of conditional grants :
D163 Pubiic Panticipation applicable to directorate by 30 June % of grant conditional grants spent 0% 0% 0% 100% 3
| . . Hand-over 80% of available tile deeds . ;
D164 Basic Service Delivery by 30 June 2020 % of title deeds handed over E% 0% 0% 80% 3
Assess allemativas to accommodate
. . reclaimers from landfill sites Report with options submitted 1o
D185 | Basic Service Delivery | o nomically and submit report with Council by 30 June 2018 g 0 k: L ,
options to Council by 30 June 2020
. N . Submit guareriy report to the MM on .
D166 | Basic Service Delivery | " the maintenance of cemeteries Mumber of reports submitted 1 1 1 | 1 3
4.
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Internal
EHIT

National KPA

e Indicator (KPL)

Unit of Measurement

Targets

Conduct bi-monthly visits to satellite
Dig7 | G20¢ Covemanceand | offices (2 offices visited bi-manthly: 2 x Number of visits conducted 4 2 4 2
P 6 ) 1o ensure adminisirative oversight
Submit business plans to potential
D168 | Basic Service Delivery | funders for the upgrading of parks and | Number of business plans submitted 0 0 1 g
facilities
TOTAL 80

15 ,QW




Annexure A 2020/21

COMPETENCIES
The competencies required from employees prescribed in the Regulalions on the appointment and conditions of employment of senior managers, R21 of 2014. The
assessment of these compelencies will account for twenty parcent of the total employee assessment score.

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

Drafindicn

LEADING COPETENCIES

_[ Provide and direct 2 wsion kor the insbtution, and inspire and deploy others to deliver on the strategic institutional mandata. It includes:
| o Impact andinfivence
Strategic direction and leadership +  Institutional performance management 167
«  Stategic planning and management
«  Organisational awareness
Efiectively manage, inspire and encourage people. respect diversity, optimise talent and build and nuriure refaticnships in crder to achieve institutional
objectives. It includes:
e Human capital planning and development
«  Diversily management
Employes relations management
= Negoliation and dispule management

People management 167

Abta to understand program and project management methodology; plan, manage. moniter and evaluate specific activities in order to deliver on set
objectives. itincludes:

Programme and project management »  Program and project planning and implementation 167
e Senvice delivery management
o Program and project monitoring and evaluation

Able 1t cornpibe, plan and manage budgets, tontrol cash flow, institute financial risk management and administer procurement processes in accordance
with recognised financial practices. Further to ensure thal all financial transactions ate managed in an ethical manner. lincludes:

Financial management «  Budget panning and executicn 167
«  Financial strategy and delivery

»  Financial reporting and delivery

| Able to direct and initiate transformation on all levels in order to successfully drive and wnplement new wnitiatives and deliver professional and quality
| services 1o the community. llinchudes:

Change leadership »  Change vision and stralegy 187
+  Process design and improvement

«  Change impact monitoring and evaluation
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Compelency

Able 1o promote, direct and apply professionalism in managing risk and compliance requirements and apply a thorough understanding of gavernance
practices and obligations. Further, able to direct the conceplualisation of relevant policies and enhance cooperativa governance relationships, It includes:

+  Policy formulation

Governanca leadership 167
+  Risk and compliance management
«  Cooperative governance
CORE COMPETENCIES
Moral competence Able o identify moral triggers, apply reasoning that promotes hanesty and ilegrity and display behaviour that reflects moral competence. 187
Planning and orgarising Jr:ble ] p:lasnk prioritisa and organise information and resources effectively to ensure the quality of service delievry and build efficient contingency plans (o 167
: : Able fo erifically analyse information, challenges and trends fo establish and implement fact-based solutions that are innovative to improve institutional
Analysis and innavation processes in order 0 achieve key sirategic objectives. 167
Knowledge and information mana " :ﬂhh o p;:r;:: I:l'e Igce;egr;h:‘r;‘ :1!:1 :haing of knowledge and information through various processes and media, in order lo enhance the coliective 167
c nication Abla to share information, knowledge and ideas in a clear, focused and contise manner appropriate for the audience in order to effectively convey, 167
persuade and influence stakeholders to achieve the desired ouicome. )
Results and quality focus Abla to maintain high quality standards, focus on achieving results and cbjectives whila consisiency striving io exceed expectations and encourage thers 167
9 to meet quality standards. Further. to actively monitor and measur results and qualily against identified objectives. .
TOTAL 20
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Personal Development Plan
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Suggested Faining and far Suggested mode of Suggested Time Work opportunity created to

Sz VT RV 5
Shils Perferance Gap Quicomes Expected developmen: actvity delvery Frames practice skl development area Uppod Bstsog

1 F““ e Fropcht o»-u . ACLeBEXWTED | T asavn 4 .

MAN & GEMENT| RELOUNTR 8L IV JRRIN/ NG T sy ) THTicon 4“" (ol kot £ im

) MHousing EFPECTIVE . AccReDITED TRAIVING PR’PC:ﬂ A dmys

LEVEL PorenTfovsing AbmZAINING  Iwsr) ria T on| 2, / 202/ \yyman Sizres Elm
TEAE £ 2. Roap FAFEN| pee ool TE TRAI NS PG _
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Signed and actepted by the Employee

Signed by & Exgcdfive Mayor on behalf of the cTpality

Date:




