EMTHANJENI MUNICIPALITY

Performance Agreement
for the financial year 1 July 2018 — 30 June 2019

DIRECTOR: FINANCIAL 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

Marcel Ludwick, the Director: Financial Services (herein and after referred as Employee)
for the period 1 July 2018 to 30 June 2019

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

2.1

22

23

24

2.5
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

34

3.5

This Agreement will commence on 1 July 2018 and will remain in force until
30 June 2019 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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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:

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

4.2.2 Key performance indicators that provide the details of the evidence
that must be provided to show that a key objective has been
achieved 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 Employers
Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

5.1

52

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;
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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 (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;

’ Dir.: IRJ MM: L%{

W 70 e
v!



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 KPIs:
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Cutstandig  Perfarmance  Fully effective Not bally Unacceatabie
perfarmarce significantiy effective performance

abowe
axpectatian

Terminology Description

Performance far exceeds the standard expected ofan employee
at this level. The appraisal indicales that the Employee has

Outstanding achieved above fully effective resulls against all performance
performance criteria and indicators as specified in the PA and Performance
plan and maintained this in all areas of responsibility throughout
the year.
Performance is significanlly higher than the standard expected
:g;?f?;?::f; in the job. The appraisal indicates that the Employee has
above achieved above fully effective results against more than half of

the performance criteria and indicators and fully achieved all
others throughoul the year.

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

Performance is below the standard required for the job in key
areas. Performance meets some of the standards expecled for
the job. The review/assessment indicates that the employee
has achieved below fully effective resulls against more than half
the key performance crileria 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 Performance Plan, The employee has failed to demonstrate the
commitment or ability to bring performance up io the level
expected in the job despite management efforts o encourage
improvement.

expectations

Not fully effective

b |
)
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6.10 The assessment of the competencies will be based on the following rating
scale:

| 5@
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Poord

Basiclll Competent®@ Advancedd

Superiord

Achievement

Level Description

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

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

Bevelops and applies more progressive cencepts, methods and
Competent 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 strategic shaping strategic direction and
change, develops and applies comprehensive 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 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

2 October - December

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.
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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;

8.1.2 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 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.

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 i
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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 OUTCOMES

121

12.2

12.3

124

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;

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 shail —

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 siéps to
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14,

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

DISPUTE RESOLUTION

131

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
directly 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 A{ ﬂﬂﬂ onthe 95 day of July 2018.
AS WITNESSES:

B
(%

2,

MUNICIPv rl ER

Thus done and signed at ,&7 M2 onthe_27 _ day of July 2018

AS WITNESSES:

. B Okt o=

DIRECTOR
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Annexure A 2018/19

Performance Plan

Director: Financial Services
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Annexure A 2018/19

The Performance Plan seats out:

a) Key Performance Areas that the employee should focus on, performance objectives. key performance indicators and targets that must be met within a specific
limeframe; and
b} The Competencies required from employeas prescribed in the Regulations on the appointment and conditions of employment of senior managers, R21 of 2014.

Performance should be evaluated:
a) Quartery of which the annual evaluation must be done by tha panel as consliluted in paragraph 6.11 of the agreement;
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 largel or is nol applicable dve to valid reason or where the performance could not be delivered {or a valid
reason outside of the control of employee, the indicator will not be evaluated, the weighting will be cancelled and the score total will be ra-calculated to calculate
the final score,
d) The employee musi submit hisher assessment of his/her own performance lo the employer three days prier to the assessment date.



Annexure A

2018/19

KEY PERFORMANCE INDICATORS

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

ey Ferformance indcator (KF1)

Uni of Measuremant

Weight

L S Manage and achigve 90% of the KPI's of the 7 .
SOBIP Municipal Financial Viabilty 5 X i 90% of lhe KP!'s of the sub direciorate have
O Graph and Managemant subdirciarate: Bau:ug;;: Treasury Offce: been mal as per Ignits Dashboard report 80% 0% 8% (3
| . e | Manage and achieve 90% of the KPTs of the . . |
SDBIP Municipal Financial Viability B . 90% of the KPY's of the sub directorale have
subdisectorate: Budgel & Treasury Office: ; 9% S0% | 9% we | D
Graph and Management Reporting & Fin Statements been mel a5 per Ignits Dashboard report |
SDaIP Murticipal Financtal Viabiity | Manage and achieve 90% of the KPI's of the S0% of the KPI's of the sub direciorate have | 90% 90% l 0% 0% 3
Graph and Management sub-girectorate: Asset Management been met as per Ignite Dashboard report ¢
SOBIP Municipal Financial Viebdity | Manage and achieve 30% of the KPIs of the | 50% of the KPI's of the sub directorate have i o 90% 50% o0% 3
Graph and Management sub-directorate; Expenditure been met as par Ignite Dashboard report | * | ¢
Municipal Transformation . . . i t
S0BIP L Manage and achieve 90% of the KP¥'s of the |  90% of the KPY's of the sub directorate have
Graph gndlns utones sub-directorata: IT been met a5 per Ignite Dashboard report S 0% el bk '3
Development
SDEIP | Municipal Financial Viabiliy | Manags and achieve 90%of the KFI's of the | 0% of the KPTs of the sub directorale have a0 o B |
Graph and Management | sub-directorale: Revenue been mef as per Ignite Dastiboard report R |
SDBIP Municipal Financial Viabikty | Manage and achieve 90% ofthe KPI's of the | '80% of the KP!'s of the sub directorate have 90% 0% 50% 0% G
Graph and Management sub-directorate: SCM & Stores been mel as pet Ignite Dashboard report
The percantage of the municipal capilal |
budget attually spenton capital projects by 30
i Bask: Service Delivery | June 2019 f{Actual amount spent on projects | % of capital budget spent by 30 June 2019 0 0 ) w7
{Total amount budgeted for capital
1 projecis; X100}
Financial viability measured in terms of tha
muricipality's ability lo meet it's service debt ] 3
Municipal Financial Viability obligations as at 30 June 2019 i{Total |
L and Management operaling revenue-operating grants b L0 ) ’ b ¢ NG
{ received)/debt servica payments dua within |
o the year)) 1
- -
! Financial wabdity maasured in larms of the
s Mm':‘::;;ﬁ::e‘:‘a”“’ oulstanding Servic deblors as 31 30 June %% of outstanding service debiors o 0 0 | s | D
2019 {ijShort Term Borowing « Bank |
33 -
] <
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Annexure A

2018/19

Hational KPA

Uni of Measurement

Overdraft + Short Term Lease + Long Term
Bomowing + Long Term Lease}/ Total
Operating Revenue - Operating Conditional
Grant)
Financlal viability measured in terms of the
T available cash to cover fixed operating .
o | W e | apimmatoe e | Mmedmenidanamt || g oo | e |3
3 cash+ Investments)/ Monthly fixed operating Perasng expe
expenditurs) |
LI Municipal Financial Viabiity | Submit the anmeal financial statements to the Statements submitted to the AG by 31 H 1 4 ¢ 0 3
and Management Auditor-General by M1 August 2013 August 218 |
Achiavement of a payment percentage of |
g | above 70% quartery {(Gross Debtors Opening |
Ty | Muricial Financial Viabity | “'g1anca + Bilkd Revenue - Gross Dettors Payment % achieved L oow N % | D
20 Closing Balance - Bad Debls Writlen |
Off)Billed Revenue x 100} 1
a7 Municipal Financial Viabilty | Prepare and submil tha adjustments budget to Adjusiments budget submitied by 28 | 0 o o 0 N
and Management Cauncil by the 28 February 2019 February 2019 l
Murnicipal Financial Viability Prepara and subemit the dralt budget to : hZ Y
TL38 and M ment Council by 31 March 2019 Orait budgel submitied by 31 March 2019 0 a 1 0
Municipal Financial Viability | Prepare and submit the final budgel to Council . . T
k] and Managemen! oy 31 May 2019 Finat budget submitisd by 35 May 2019 0 0 0 0 3
90% of approved budget spent by 30 June
Municipal Financial Viability 2019 for the replacement of computer
U and Management equipment {{Actual expendiure divided by the % of approved budgat spent 0 A L o | D
fotal approved budget) x 100}
90% of approved budgst spent by 30 June
Municipal Financial Viability 2019 for the Grap Compliance process
LAt and Management {iActual expenditure divided by the lotal % of apprwed budget spent v i 0 o O
approved budget) x 100}
Good Govemnance and Implement Council resclutions within the ’ .
D172 Public Paricipation required timeframes % of Council resolutions implemented 95% 5% 95% 85% :>
Liaise with line managers on a regular basis lo
Good Governance and . ) )
D7 Putlic Parcipaion ensure effactive management of the Number of meetings with line managers 3 3 3 3 D
il
A
0
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Nabonzl KFA

Koy Perfarmance Indicator [P

Unit of Measisrement

Update the actual results of the targets seton
Dira Good Govemance and the SDEIP system on a monthly bas:s befora Numbar af monthly updates k| 3 k] 3 3
Public Participation .
the set closing date
Good Govemance and . .
s Public Participation Submit Monikly reparts to the MM Number of reports submitied 3 3 k| 3 3
Cuarlardy submit a progress report to MM on
Good Govemance and the cosrective measures taken to address 8
O Q7 Public Participation 155ues raised in management letter of the AG s RS SUC e ! 1 ! L 3
applicable to the Directorate
Municipal Financial Viability | Spend 100% of conditional grants applicable )
| o o Manageent 1o Geeceraie by 30 lone % of grant conditional grants spent 0 0 0 0% |
Good Govemance and Bi-manthly visils to satellite offices to ensura . f
N bire Pubkc Pariicipation administrative oversight Numbar ofvsits . 2 L P
i N . Submit reports bo Ihe standing commitize on
DI7g M‘"“;‘ﬂﬁ"{;"ﬁ:‘:ﬂ?""“ the Implementation cf the revenus Number of reports submitied i : 1 D
% enhancement strategy inttiatives
Municipal Financial Viability | Submil reports to the standing commitice on !
o and Management data cleansing of customer data Numbet of fepors submitied a 3 g L O
TOTAL B0
O
LR
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Annexure A 2018/19

COMPETENCIES

The compelencies required from employees prescribed in the Regulations on the appointmeant and conditions of employment of senior managers, R21 of 2014, The
assessment of thase compelencies will account for twenty percent of the lotal employee assessment score.

Annexure B describes the different achiavement lavels for each Compelency and should therefera form part of this section of the Performance Plan.

LEADING COPETENCIES

Strategic direction and kadership

Provide and direct a vision for the institution, and inspire and deploy others to deliver on the stralegic institutional mandate. I includes:
o Impact and influence

s Process design and improvement
*  Change impacl monitoring and evaluation

e Institutional performance management 1.67
»  Strategic planning and management
»  Omanisational awarenass
Etfectively manage, inspire and encourage people, respect diversily, optimise talent and build and nurture relationships in order to achiave institutional
objectives. It includes.
o Human capital planning and development - 'r
People management «  Diversity management 16 |
= Employes relations management i
e Negotiation and dispute management |
Able to understand program and project management methodclogy; plan, manage, monitor and evaluate specific activilies in order 1o deliver on set
objectives, It includes:
Programma and project management *  Program and project panning and implementation 167
»  Service delivery management
s  Program and project monitoring and evaluation
Able 10 compile. plan and manage budgets, control cash flow, instituta nancial nisk managament and administer pmcurement processas in accordance
with recognised financial practices, Further 1o ensue that all financial transactions are managed in an ethical manner. 1t inchudes.
Financial management «  Budget planning and execution 167 |
«  Financial strategy ang defivery
«  Financial reporting and delivery |
Able to direct and initiate fransformation on 2l levels in order to successiully drve and implament new iniliatives and deliver prolessional and quality |
3 > services to the community, N includes:
" Change leadership s Changa vision and strategy 165 |

j?/ ’V'J S
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Annexure A 2018/19

Abde to promote, direct and apply professionalism in managing risk and compliance requirements and apply a tharough understanding of gavemance
practices and obligations. Further, able to direct the conceptualisation of relevant palicies and enhance cooperative govemanca relationships. Itincludes:

Govemancs leadership +  Policy formutation 167
«  Risk and compliance managemeni
«  Cooperative govemance
CORE COMPETENCIES
G, Moral competence Abla to idenlity moral triggers, apply reasoning Lhat promoles honesty and integrity and display behaviour that reflects moral compelence, 1.67
Planning and argarising Able to prlia:k. prioritise and omanise information and resources effectively to ensure the quality of service delievry and build efiicient contingency plans o 167
: " Able to cnlically analyse informaticn, challenges and trends to establish and implemant fact-based solutions thai are innovative o improve institubonal
Analysis and innavation processes in order to achieve key strategic objectives. L
. . Able to promole the generation and shaning of knowledge and information through various processes and media, in order tn enhance the collective
| Knowledge and information management knowledge base of local govermment 1.67
Communication Able to share information, knawledge and ideas in a clear, locused and concise manner appropriate for the audience in order to effectively convey 167
persuade and influence stakehokders to achieve the desired outcome. .
| Results and quailty focus Able to maintain high quality standards, focus on achieving results and objectivas while consistancy siiving to exceed expectations and encourage others 167
. fo meet qualty standards. Further, o actively monitor and maasur results and qualily against identified obiectives. ;
TOTAL 2

O
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Competency Framework

A
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CLUSTER : LEADING COMPETENCIES

COMPETENCY NAME : Strategic Direction and Laadership

COMPETENCY DEFINITION : Provide and direct a vision for the institution, and Inspirs and deploy others (o deliver on the stratagic institutional mandata
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUFERIOR

*  Understand Instiuuonal and | Give direction to a leam in reakising te Evaluate all actvties 'o datennire value | Siructure ard pesien the msatution to
depanmenial straegic objectives, but | n3tiuton’s sirategc mardata and set ard alignmett o stategc nent | {ocal goverament priontids ]
lacks the atility to nspue cthers to | objectves | 1

@ achiewe set mandate ; |

+  Descrite how specfc tasks link to | ¢ Hasapostee impactand mfuenceon | e Display in-dapth hrosledge ard i *  Actvely usa n-dspth knoatedge ard
instubona strategies but has limited the merake ergagemert ard wrdessiarding of stratagic plarning understanding to develeo ard |
irfluence in directing a atratsgy paticipaton ol leam members imglerngnt a comgrehaensive inshtutanal

Iramenark

*  Has abasic urderstanding of +  Davelop acton plans to ececute ard ®  Algn sirategy and g0als across all +  HoM sell-accountatia for sirategy
irstitutional perfarmanca management, Guide strategy functional arsas exacolion and resyits
but tazks the ability lo integrats sysiems |
irlo a colfectve while |

*  Demorstrate basc Lndersianding of key »  Assistin defining pedormance s Actiyely defre perfmarce moasures | *  Previde impact and influzrce thitugh

| datision make=s measures to manitr the pregress and la monitor 1he grogess and tuildng and maintaining sirategic
effectveness of tre institution | effectneness of the instituten relaticnshipg
s Displays an awareress ot insunticral | s Congistertly challange strategic plans to e Creata an environment that laciitates
stuctures and polieal lactors | ersure relevance loyalty ard innovaton. Cisplay a
sugerier level of self-d:scipline ard i
integety in actions i
«  Effectvely communca's barress to +  Understand insitutiona structures and *  Integraiz vanous systems into a
execution o relavant parties peliteal facters, and the consaquences collective whele ' optmise instiutonal |
i of actiors perlomance managament :
| +  Provide guidance ' alf stakzholders in +  Empowst ohers o follow e strategic = Usesundersiarding i competng |
It achigvement of the st-ategic direction ard deal aith campkex interes’s to maneuvar successfully o a |
| mandate situations win‘win outcome |
|+ Understand e sim and otjecte of ¢+ Guide reingitution through complex |
the instittic® ard relate it 1o gwn wark ard ambiguaus concern i
*  Usa urderstandirg of poser |
relaticnships ard dynamic t2nsions |
amarg key plagess o frame |
cemmunications ard develop sttategies i
@_ pesticns ard allianzes i

g
vy W @l
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CLUSTER: LEADING COMPETENCIES
COMPETENCY NAME : Peopla Managament

COMPETENCY DEFINITION - Eﬂe‘:ﬁvloly managa, inspire and encourage pecple, respect diversity, aplimise talent and build and nurture relatlonships in order to ach o:ve
Institutional objectives

ACHIEVEMENT LEVELS
COMPETENT ADVANCED
Sask oprortunit os o ircrease team Hertfy ine¥ectve team ard aork Davelop ard ircorporata bast practice

Participaze in team goatzetting ard

*  Achieve agreement of consensus in
adversarial eav onments

polem sting cntributen and responsibility prmcesses and recommend remedial | pecrle management processas
nigrantons apcroackes and tocks acrass the
@ Institution
+  lriarsct and callabora'e w.th people of #  Respestand suppont the diverse nature - Re:fc-gn se ard reward effective and | . Fosxgrq culure of disciglive, _
d verse backgrounds of othars ard be aware of the benafits of desired bekavior ] respensitility angd accountatiity
adiversa approach
= hwam of guidelinss for employee *  Effectively delegate lasks ar.u 2MEowar = Froviug rentorng ard guidarie to | s Understard the impa;{uf dwarsity in
davelc gment, but requires suppen oirers 10 Acreasa contnbution and oifiers.n order 13 ircroasa parsonal | performance and actively neorperate a
Imglemeating develcpmert initiatves executa unctiors cptmaly { efectiveness diversity stra‘egy in the instudon
e Applyrelevant employee legistaticn | *  ldertdy developmat and learirg neads *  Deuslcp compreharsve integrated
far; and cansistery | wilfyn lre team strategies ard approaches o human
<apitat development and managemert
|
*  Effectively idently capacity | *  Inspiez aclture of perfortance o Actively ideniily trands ard predict
ey raments 1o fulfll the staege | exceflerce by giving posve and cagacity requiraments to factitale
| =indatz constnictva feedoack to the team umfied transition and perfcrmarce |
| manajement
|
i

*  Lead and unia diverse teams across [
divisions to achiess instiutiond |
| otjectives J
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C'f MAME :

HCY DEFINITION ;

Irstiale projects after approval from
h.gher autronites

Understand proceduras of program and

proect managamenl metradclagy

imglications ard stakeholser

irvolvement

*  Understand the ratonal of projects n
relation 1o the instuion's strategic
abctives

+  Docurment and commun cate Jactors and |

fish assocratzd ity awn acrk

®  Usarmesults ard agpraaches of
suctesshl pro;ect -melementation as
gJide

LEADING COMPETENCIES

Program and Project Management

Abis to undarstand program and project management methedology: plan, manage, manitor and svaluata specific activities in order to deliver on sot

objectivas
ACHIEVERENT LEVELS

COMPETENT
saclish broad stakanolder involvement | .

ADVANCED
Marage multple pregrams ard balarce

ard sormmunicats the project 3'atus ard [ prontes ard conflicts acconding fo
key milastores | institubicnal goals

+  Defing the roles and respenstbilites of | *  Appiy effective sisk maragamert
the grojact team ard create danty 1 stralegies through impact assessment

amund expectaticns ard resource reguiremants '

= Fird abalance betacen project daaaline »
and the quality of deliveratles

Moaify project scope and budget when
required without camgromising the
quaity and objectves of the project

*  ldertify apprepriate project resoutces o = nughse iopdavel autrenties and relevant
faciiate the efactive comgletion of tre stakehclders in seeking project buy-in
geliveratles |

*  Comply with staitery requiraments and *  Idertfy and aptly cortemparasy projact

apgly policies in @ zons stent marner maragement methocskogy

Influence ang motivae pre ect feam to

*  Monitor progress ard use of rescurces 1 \
y defivar eacepional results

and make reeded adiustments to
linglnes. steps and resoume allccatan

*  Moritor pclicy implerentaticn and apgly
procedures o managa nsks

term imglicatans of desired project
outcames

Enrect a comprekensive stratege mac
and micro analysis and scope projects
accordirgly 'o re 3l sa insiutoral
chjeciives

Irfluence peogle it pesitions of acthenty
te imglement outcomes of prorects

Lead and dirsct translaton of pclicy into

warkatle action plars

Ensutes that programs are mondcrad o
lrack prograss and optimal resauce
utiisation, and that adjustments are
made as nesded
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CLUSTER : LEADING COMPETENCIES

COMFETENCY NAME ; Financial Managsment S G
COMFETENCY DEFINITION ;

Able to compile, plan and manage budgets, control cash flow, Institute financial risk management and administer procuramarnt procassas in
accordance with recognisad financial practices. Further to ansure that al! financial transactions are managed in an ethical manner

ACHEVEMENT LEVELS

SUPERICR

Undzrstand basic fnangial cancepts and Exnitit knewledge of general financial Take active ownership of planning Cevelop planring tools to aszistin
mehads as they relate to insttutonal corcepts. plarnng budgating and budgetng and forecasting crocesses egvaluating and menitarirg future
processes aed actwbes forecasting and how trey intarelate ard providas credble answers 'o expenditurz trands

guanes wikin aan respengility |
+  Display awareness into the various *  Aszess, identify ard manage finarcial «  Frepars budjets that are algred to the »  Sefbudget frameworks for the institussn
sources of financial data feportng rsks strategic objectves of the instiuticn |
| mechanisms. fnareial governance
prrcasses and systems | |
| *  Undarstard the mportance of finarcial *  Assume acosh-Saving aporaca o = AJdress complax fudgstng and s Setsiategc direction 1o tha irstiion
accourtab ity financial maragament firanciat management concams on gxpend.lure ard cther firancial
processes
= Understand the ‘mportance of assu! +  Prepars financial reports pased cr +  Fytsystams and pracesses i place to *  Buland nurture partrershios to
cortrol spec:fied formats enhance the quality and ntegriy ¢f impreve financal managerner| ard
I financial management practices achieve frarcial savirgs |
o Censider and understand the finargial *  Adsseonpchices and procedures *  Acively xenfy and implement new |
imghicatiors of decisions and regardirg asset control methods toimpove 3sset cortrob 1
suggestons |
| +  Ensure thal delegat 2 ard instructors s Promcle Natoral Treasury's regulatary »  Display profesziaral smondeahng aith |
| ; 2 required by Matoral Trasury Iramework for Financial Managament | financial ¢ta ard orocessas
| 1 guidelines are rev ewed and updated
i
| *  ldentfy and wrplement proper
| montenng and evaluation pracicesta |
ensura appropnats spending ajanst
| budgel [
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CLUSTER: LEADING COMPETENCIES o
COMPETENCY KAME : Change Leadarship

COMPETENCY DEFINFTION - Able to direct and Initiate Institutional transformation on all le

vels in order to successfully drive and imglamant new Initiatives
and deliver professional and quality servicas to the communi

ty

COMPETENT CE SUPERIOR

Cisclay an awareness of charge = Perform an analysis of the charge | Actively maniigr charga mpact and Sponsor changa agents ard creale s |
irterventians ard e tanef*s of imeact on the social, pofitical and fesults and convay progress ta relevant networh of change leaders who sucport
trans‘armanon inmiagves EeSromic anvenmert stakehcldars the interventicns
*  Aths o identiy casic reses for cangs ¢ Mzrtan cakn ard focus during charge = Sezure suy-in and sponscestup far | +  Aciiely adagt cument structures and
chasge infigbees I processes o incorparate the charge
| irtersertons
s Kentty gaps beween the curent and * Al lo asus! ram members dufing | +  Continuously avahuata change stratery +  Mentor and guide team members on e
desired state charge ard kiep hem foctsed onthe | ard design and introdute new 1 effects of cnangs resistance factors and
defiverables aprroaches to enhance the instowien's | hew 10 integrata changs
effectiveness
Identty pelsntial fisk and chalkngas to *  Viunteer o laad change effons outsida #  Buld ard nurture redatorships with +  Mativate and inspira ¢thers around
Irans‘armation including fesistance to of awn work feam various stakerckiers to establish change intajves
changs factars straegc allarce in facitating charge
«  Pafticipaie i charge programs and *  Able 1o gan buy-n and approval for #  Take the lead in impaciul changs
plcfing change interventions charge from relevant stakeholders programs
*  Understard tre frpact cf charge *  Merlly cange readiness leusts and | #  Benchmatk change interventions
indeneentions cn tha instiuton aitn the ass’stn resakiing resistance o change agarst best charge practizes
brader sccpe of kical govemment faciors
»  Desiga charge mtersentons that are *  Understandthe impact and pejcholegy
algned aiN the stituton's strategic of changz ard put mmesal
cEEctves and goals | mlarventions n place 1o facl tate
| effective tansformaticn
| +  Tabecalculated rsk and saek new ideas
trom best practce sceryios and idently
the potenbial for imelemantaten
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CLUSTER:
COMPETENCY NAME :

LEADING COMPETENGIES o ' ;

Governanca Laadership

Abla to promote, direct and apply professionatism in managing risk and compliance requirements and apply a thorough understanding of governance
practices and obligations, Further,

, abla to direct the conceptualisation of relavant policies and enhancs cooperatlve govemanca ralationships

COMPETENCY DEFINITION :

Cisclay a basic awareness of sk, |
comgliance and gavamance factors bt |
Tequire guidance and de'wicgcment in
imrlementing such requrements
Understard the structure of cooperate
gyvemnmert out requires gudarce on
fostering werkatla rebatiorships
bedwean stakenclaars

Previde inputinto polcy formulston

COMPETENT

Display a therough understarding of
gevertarce and risk and complance
facters and implement plans ‘o adomeas
thase

Demcrstrate understarding of tre
techriques and processes for optimising
rsk taxing decisions with.n the insttuton

Activety dnve policy formulatizn within
the mstitubien 'o ensure tre actigvement
of otjactives

ACHIEVEMENT LEVELS

ADVARCED

Able 1o ink risk iritiaas into kay
instiuticnal cbjecoves ard drivars

Idertty analyse ard measure risk.
£raals vald risk forecasts and map risa
profiss

Appty sk conitol methodalegy and
appraches to pravent and reduce risk
that imgeda cnthe achigvemant of
insbutonal chjectives

Demorstrate a therough urderstanding
of risk reterton lans

Idartty and irplement comprehensive
fisk management systems and
processes

Implement and meaitar the formutaticn
of policies, itertily and aralyse
consiraints ard challenges aith
imlerrentation and provide

fecommengaticns lor impravemert

Demanstrata a high level of sommitment
in carglying with govemnarce
requremearls

Implement gevamarce and compiarce
sralegy o ersure achievement of
inshitutonal objectives aitkr the
legislative framewark

Adle o advisa lucal govemment an risk
management, bes! practice niervertors
and compliance mar agerrent

Acle ' forge pesitive relatonshes on
cocpedative governance lavel to
erhance the effectiveress cf local
govemment

Acle o shage. drecd and dnve the
fermulatian of policies on a macro level
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CORE COMPETENCIES

COMPE Moral Compatence

1
COMPETENCY Able Lo identify moral triggers. apply reasoning that promates Nonesty and intagrity and consistently display behavior that reflects morat compatence

ACHIEVERENT LEVELS

COMPETENT

ADVANCED SUPERIOR

+  Pealise the impact ¢f acting with »  Conduct self in igament it the Identify. develop ard acply measures of Crad'a an environment conducive af
irtegnly but requires guidance ard values ol local gavemment and the salt-cormectcn maral practeas
davalegment in imclementrg prircples Insshutcn |
+  Fellowbase Rles and requtaions of the = Atleto operly admit own mistakas and *  Atletogan trust and respect thmugn | ¢ Acively develap and irplement
irstitution weknesses and seek ss.starce fom aligrirg actens witn commitments measures o comkal fraud ard
others when unatia i defiver coructicn
' «  Able ' idantfy basic moral sityatang ¢ Actely repon frauculert activty ard *  Makepreposals and recommendatons Selirtegnity stardards ard shared

but requres guitance and develzpment
in tnderstanding and reasoning wits
ol intent

Corrugtien with local givarnment

Understand and fonor the confidential
naure of matiers without sesking

{hat are zansparent ard gain the
appraval of refevant stakekolders

Present values, teliefs a1d ideas that
are corgruen| aiih the inst tulen's rutes
ard raqulations

acsountatility measures across the
insttution o support the cojectives of
tocal goverment

Take respersiilty for own actions ard

deqis ons, even if the cangeq.ences are
urfavoratle

s Takes an active stance against
comuption and dishonesty when neted

persoral gan
i s Able to deal wih situatons of confictof |

interast promptly ard in the test inerest |
of focal government

Actively promote tre vilLe of I
insutution fo internal ard eternal
stakehclders

»  Atle toowork i umby with 3 leam and not
sesk persanal gian

*  Apply universal moral panoiples
consistendy to achieva merat Jacizions
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CLUSTER :

CORE COMPETENCIES
COMPETENCY NAME :

Pfanning am; O_rganlslng

COMPETENCY DEFINITION : Able to plan, prioritise and organise informatian and reszurces effectively to ensure the quality of sarvice delivery and build efficient contingancy

plans to managa rigk
ACHEVEMENT LEVELS

COMPETENT ADVANCED

Able o follcw basis plans ard omganisa Activaly and agprocriately orgar se Able to defing institutioral objactivas, Focus on braad strategies and inisatives |
tashs around sef bjectives information and fescurces required fora | develop comprehenseie plars. integrate when devaloping clars ard acticrs |
lask ard coorainata activties and assign !
| appracra‘e resources for succasshul |
implementaton !
¢ Understand tha process of planning and s Retognise the urgency and mperarce | »  [dertily in advance requirad stages ard *= Acke o pro‘ect ang forecast shont, |
organising bul requires quidance and of {asks ! actiens to complete tasks medium and kong lemm requirements of
dzvelopment in provid ng detaled and | the ‘nstitutor and leeal gevarnmant
! comprehersiva plans | i
Able 0 feliow exsing plars and ensure Balance short and long-tem plans ang | Schedule realsstic lmelines, ohjecaves = Translate pobcy rio refavant prejects o |
that abjectives are met geals ard incorporate into te leam's | ard milesiones for tasks and projects faciiale tte achevement ofinsitutenal |
pedomarce abiectives obyectves |
= Focus on shar-term opjecties in |« Schedale lasks to engue they are »  Produce clear. de'aled and !
daveloping tlats and actions pedormed athin budgst and wih comrprehensive plans to achigve
| eficient use of ime ang resources mnstiutonat obectives
*  Amarge information and reseurces *  Maasures progress and momtct *  lcertify possitie risk factors ard design
mergaired for a task, bt require further perfenmance resulls ard implement aperopnate cordrgency
SinLctur and organisation | plans
| *  Adaptglansinkgnt of chargrg
itumsiances
| «  Prigritse tasks and progects accoming o i
| ! their relewant urgency and impertance [
.
S
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CLUSTER :

CORE COMPETENCIES

COMPETENCY NAME : Analysis and Innovation

Abie to critically analyse Information, challenges and trends to sstablish and implement fact-based solutlons that ara innavative to improve

COMPETENGY DEFINTTICA Institutional processes in order to achieve kay strategle objectives

Undarstan the basic operaticn o!
ralysis, butlack datal ard
troraughness

Atle to balarce indepandant tnalysis
with requesting assistance from others

Recommend rew ways to perfomm tasks
within gwn function

Prepose simple remedial interventions
trat margirally chatlergas the status
quo

Listen 1o the idaas and perspectives of
ohiers ard explcre oppornurites lo
esfarca such innavatve thinking

EOMPETENT

ACHEVERENT LEVELS

Demonstrata kogical problem sohirg
fechniques and aprmaches and cravids
ratanzle for recommendations

Demanstrate objectvity insight and
thoroughness wien analysing protlems

Able to break down comples pratlems
into manageatle parts ard idantfy
solutons

Consult ntamal and axtemal
stakehalders on orportunites 1o mprse
processes and serv'ce delivery

Clearty commuricala the benefits of new
oppertunilies and innavatue scluticns
and stakeholders

Contnucusly identify opporturisies to
2nhance miaral processas

Identfy and aralyse opporunites
conducrée lo inrovatve appreaches and
progase remedial ntzrventon

-t -

Coaches ears members an aralytical
ard ienovative apcroaches and
lechniques

Engage with appreprate individuats m
aralysirg ad seschving complex
protkrrs

Ider.uty soh.bxrs on vanous areas in the
instituticn

Formulata and melemert new iceas
througheit the institution

Atle to gain approval and buy.n for
propesed interventions fxm relevant
stakehckters

Idertty tronds and best practices in
process and senviee dilvary and
Fropese insthional apehsation

Continuously 2ngaqga in research lo
idertfy clent needs

Derronsirata somplex analytical and
preblem salvng appmachies and
techniques
Create an envisrmant conducive o
analyticat ard fact-based protlem
sobirg

nalyse recommend sclubgns ard
manitat trends in key crallengas to
prevert and managa occumerce
Create an enviosment thal fosters
intvativa thnking and follows a
leamirg onganisation approach
Be a thought leadzr on infgvatve
customer servco delivery and process
oplmisation
Play an actve rola in shar ng best
Eractice solutians and engage in
natignal ard inemational acal |
govemmint seminars and conferencas
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CLLUSTER :
CCMPETENCY NANE :

LCORE COMPETENCIES

Knowledge and Information Management

Abla 1o promote the generation and sharing of knowledge and information through various processes and mediz, in order to
enhanca the collactiva knowledge basa of local government

ACHIEVEMENT LEVELS

COMPETENCY DEFINITION

Collact. catzqarise ard track relevant
Irformation requ red for speclic tasis
a%d crojects

Analyse ard interpre! infonranon to
draw conclusicas

Beek new sources of indommaton to
ircrease the knowledge basa

Ragularly share n‘ormaten ang
hngadadge aith niemal stakenclders
ard feam memrkers

COMPETENT
Usa appropnate information systems

ang technology 1o manage institutonal
knewledgs and nformation sharing

Evaluate data from vanous sources and
usg information effectvely to influence
decizions ard provide solutions

Aciely craata mecnan.sms and
structures for sharing infarmation

Usg axtemnal and nlamal rasources o
fesearch ard provida relevant and
cuitisg-adge knewledys to erkarce
instityeenal efectveress and effciency

ADVAKCED

Effectvely predict futurs ‘n'srmation and
krewledge maragemre sk requiremerts
ard $ysiens

Develep standares and prozesses o
meat fulra knowkrigs management
needs

Share ard promote best-practice
krowledge marageme ™ acmss various
institutions

Estatfish accurate measures and
moritoning systems for kncwledge and
wnlcrmation managameni

Create 3 culture conducize of leaming
ard kngwledgs sharing

Hold regubar knowledga and infarmaton
sharing sessions to 2licit new saeas and
share best practice acproashes

SUPERIOR

Craate and suprpcrt a vision and culture
whera team memter ars ampowered o |
seek. gain and share knowledqe ard
information

Establish parnerships across local
gevemment o facdilate wrowled)a
maragemert

Demorstrate 2 malure appmazh

Recoqnise and axploit knewledga points
in interactions 'with internal and axiernal
stakeholders

A‘»/I/J

o\
.—b
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CLUSTER :

CCORE COMPETENCIES

COMPETENCY NAME ; Communication

Abls to share information, knowledge and ideas in a clear, focused and contisa manner appropriate for the audience in order to affectively convey

COMPETENCY DEFINITION : parsuade and influenca stakeholders to achieve the desired outcoma

Demonstrate an undesstanding icr
communication levers and tocls
atpropriate for the audenca bel

requires guidance in utklsig such tools

Exjiress daas in a clear and focused
manter bul dees not abways tase the
aJdience inta consideraicn

Disserrirate ard convey ttormatan
and krowledge adequately

COMPFTTENT

Exprass idéas to :ndividuals and groups
ifrfonral and nformal setngs w 4
manner that is interesting and motivating

ALle tg ynderstand, tolerate and
appreciale diverse perspectves,
attitudes ard beliefs

Adapt comrrunicadon contant and style
10 suit the audience and facltate
qpimal nformation transler

Daliver cznterd in a marner that gaing
Suptor, commmitment ard agreement
frem refevant stakeholdars

Compile clear, tocused, concise ard
agll-stuciired writan documents

ACHIEVEMENT LEVELS

ADVANCED

Effectvely commuricate bgh-risk and
sensibyg matlers to relavant
stakehelders

Develop a aell-tefined cammunication
sirategy

Balance politcal perspectives with
instituticral nesds when commrunicating
vigwroinis on comphex issues

Atle 1 efectively direct negobations
amund compled

Market ard promota the nstitution to
extemal starsholders and seek lp
Grihance a pesine image of the
inssitution

AClg 10 communicate with the media
with hign levels of meral competance

SUPERIOR

Ragarded as a spec alist in negataticns
and represerting the instituton

Acle tainspire and motrsaa others
thraugh positive communication that i
impactiul and refevant

Crgates an environment corducive to
tarsparent ard producive
commmunication and srtical aporeciate
conversations

Acle 1o cacruinale neqgotiations at
affersnt levels within local govemment
and extemnally

ard ¢ seiphne

—_—
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CLUSTER :
COMPETENCY NAME :

CORE COMPETENCIES !

Results and Quality Focus

Abls to maintain high quality standards, focus on achisving results and objectives while consistently striving to sxceed axpactations and encourage

AL A e others to meet quality standards. Further, to actively monitor and measura results and quality against identified objactives

BASIC

Understand quabty of work but reguires
guidance m attending to importart
maters

Shew 3 basic commitment to achierag
{Fe correct results

Praduce the mun mum level of results
required n the role

Preduce outcemes that s of a gaod
standary

Fatys on the quanity of autpal bul
req.ires developrrent it lncororatng
e quality of work

Produce quality work in general
catumstances. butfads k meat
expeciaton alen urder pressure

COMPETENT
Focus on high-prionty actions and does |
rct become disTactad by kowar-grorty
activites
Display firm commitment and prida in
achieving the corect raslts

Sel qual ty stardards ard design
processes and tasks aroLrd achasving
set standards

Produce autput of Rign quatly

Al to balorca tha quar Ety and quality
ard qualfity of results in onder 1o achieva
ctjectives |
Maritors prograss. quality of aork ard |
use of resources: provide status updates
ard maka adjustments a5 reeded

w3

ADVARCED
Consisierty verty gwn standards and
ocutcomes le ensure qualty ou'put

Facus 2n the end residl and aucids
beng disirasted

Demanstrata 3 deterired and
commitied approach to achievirg msuts
ard gualty stardards

Fellow tash ard prajects through fo
completion

Set challerging goals and objectves o
sell ard team and display commitment
ta achieving axpectations

Martain a facus ar qually outputs
when placed srder prassure

Estatlishirg insttuliond systems for
maraging and assigning Aok, defining
responsibihitas, krack ng. monitadirg and
measunng success. evsluatng and
_vakerg e wory of b8 institabion

SUPERIOR

Coazn and guida strers to excesd
quatity stardards and resuts

Geusicp chalengirg clent-focused
goals ard seis high standards for
personal perlomrance

Commit to erzead the results and
quality stardards, moritor ows
perlommance and implement remedial
intarventions when requ rad

‘Wiar with feam lo sel ambitous and
challenging team goals. communicatiag
leng. ard short tern axsectaons

Taka appropriata rks to accomplch
goals

Overcome settachs and adjust actos |
plans fo reakse geals ]

Foqus peogle on crfcal activites trat
yeld a figh impact
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Personal Development Plan
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Skills Performance Gap

Suggested traing and for
develapment acliv by

Suggesied mode ol
delivery

Suggested ime
Frames

Werk epportunity crealed to
practice skilldevelapr

Suppert Perscn
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Signed and accepted by the Employee
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