EMTHANIENI MUNICIPALITY

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

DIRECTOR: INFRASTRUCTURE SERVICES



Performance agreement made and entered into by and between

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

and

Mark Owies, the Director: Infrastructure Services (herein and after referred as Employee)
for the period 1 July 2018 to 30 June 2019

Where as

1.

1.1

. The Employer has entered into a contract of employment with the

Employee in terms of section 57(1)(a) of the Local Government: Municipal
Systems Act 32 of 2000 (“the Systems Act’). The Employer and the
Employee are hereinatter 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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3.

PURPQSE OF THIS AGREEMENT

2.1

2.2

2.3

2.4

2.5

2.6

27

To comply with the provisions of Section 57(1Xb).(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 01 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 31t 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 perfermance 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 Employer's
Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

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

The Employee accepts that the purpose of the performance management
system will be to provide a comprehensive system with specific
performance standards to assist the employees and service providers to
perform to the standards required;
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5.3

5.4

5.5

5.6

5.7

The Employer must consult the Employee about the specific performance
standards and targets that 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 deveiopment needs identified during any performance
review discussion must be documented in a Personal Development Plan

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

6.5

6.6

6.7

6.8

6.9

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

The Employee will submit quarterly performance reports {SDBIP) and a
comprehensive annual performance report at least one week priar to the
performance assessment meetings to the Evaluation Panel Chairperson for
distribution to the panel members for preparation purposes;

Assessment of the achievement of results as outlined in the performance
plan:

6.6.1 Each KPI or group of KPIs shall be assessed according to the
extent to which the specified standards or performance targets have
been met (qualitative and quantitative) and with due regard to ad-
hoc tasks that had to be performed under the KPI;

6.6.2 A rating on the five-point scale described in 6.9 below shall be
provided for each KPI or group of KPIs which will then be multiplied
by the weighting to calculate the final score:

6.6.3 The Employee could submit his 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 KPlIs:
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Sawtane s Perfopmatce Faly effectve Nt Tally Unacceatable
perfarmarce igndcertsy elfuctive purionnance
aboes
saprctations

Terminology: Description:

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

Qutstanding | achieved above fully effective resulls against all performance
performance criteria and indicators as specified in the PA and Performance
plan and maintained this in all areas of responsibility throughout
the year.
Performance is significantly higher than the standard expected
:iegﬁ?fti.::';an':f; in tpe job. The appraisal indicates thal the Employee has
above achieved above fully effective results against more than half of
expectations the performance criteria and indicators and fully achieved ail
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 resulls against all significant performance
crileria and indicators as specified in the PA and Performance
Plan.
| Performance is below the standard required for the job in key |
| areas. Performance meets some of the standards expected for
the job. The review/assessment indicates that the employee
LI 1T 10 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 indicales that they employee has
achieved below fully effective results against almost all of the
Unacceptable | performance criteria and indicalors 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
expecled in the job despile management efforts to encourage
| improvement.




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

5a

Advancedd Superior® i

Competentd

Achievamenti:

Leveli® Descriptions

Do not apply the basic concepts and metheds to proof a basic

! Poor understanding of local government operations and requires
extensive supervision and development interventions.
Applies basic concepts, methods, and understanding of local
Basic government operations, but requires supervision and
development intervention.
Develops and applies more progressive concepts, methods 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
Superior operations, critical in strategic shaping strategic direction and

change, develops and applies comprehensive concepts and
methods.

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

6.11.4 The Member of the Mayoral 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

1.2

7.3

7.4

7.5

The performance of the Employee in relation to his performance agreement
shall be reviewed for the following guarters with the understanding that the

reviews for the first and the third quarter may be verbal if performance is
satisfactory:

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 entifled 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 andfor
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 meset 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
70% - 74% Fair Performance 9% of total package
75% - 79% Good Performance 11% of total package
80% - 100% Excellent Performance 14% of total package

11.4 |n 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, to 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 matier dealt
with in this Agreement, the Employer will give notice to the Employee to
attend a meeting;

12.2 The Employee will have the opportunity at the meeting to satisfy the
Employer of the measures being taken to ensure that his performance

becomes satisfactory and any programme, including any dates, for
implementing these measures;

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

12.4 Inthe case of unacceptable performance, the Employer shall —

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

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

ii 2
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13.

14,

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

DISPUTE RESOLUTION

13.1

13.2

13.3

Disputes will be dealt with in terms of Section 33 of the Local Government:
Municipal Performance Regulations for Municipal Managers and managers

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

on the day of July of 2018.

AS WITNESSES:

e

. ko

Thus done and signed at

AS WITNESSES:

1. PNURAIRIR.

Z.W

MUNlClPA? fd’k

on the day of July of 2018

et

DIRECTOR
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Annexure A 2018/19

Performance Plan

Director: Infrastructure Services
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Annexure A 2018/19

The Performance Plan sets out:

a} Key Perlormance Areas that the employee should focus on, performance abjactives, key performance indicators and targats that must be met wilhin a specific
limeframe; and

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

Performance should be evaluated:

a) Quarterly of which the annual evaluation must be done by the pane! as constiluted in paragraph 6.11 of the agreement;

b) Perormance should ba assessed on a scale of 1 - 5as oullined in paragraphs 6.9 — 6.10 of the agreement;

¢) inthe instance where an indicalor do not have a target or is not applicable due to valid reason or where the performance could not be deliverad for a valid

reason culside of the control of employee, the indicalor will not be evaluated, the weighting will be cancelled and Iha score total will be re-calculated Lo calculate
the final score;

d) The employee must submil his/her assessmant of his/her own performance 1o the employer three days prior to the assessment data.



Annexure A
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KEY PERFORMANCE INDICATORS

The key performance areas, the performance abjeclives, kay peformance indicators and targels that must be mel within the agreed imeframe are described below.

The assessment of these performance indicalors will account for eighty percent of the total employee assessment scora.

. . . Manage and achieve 30% of the KPI's of the sub- | 90% of the KFT's of the sub direclorate have
Graph Basic Service Delivery directorate: Electro Technical Servicas been met as per Ignita Dashboard raport l
SoRIP . Manage and achieve 90% of the IKPV's of the sub- | 90% of tha KPI's of the sub direciorals have
Graph Basic Service Delivery directoraie: Technical Services. Water been met as per lgnda Dashboard report o S ol — l
SDEIP . . . Manage and achieve 90% of the KPI's of the sub- | 90% of tha KPI's of the sub directorale have
Graph | Baslc Servica Defvery directorate: Project Management Unit been mat as per lgnia Dashbaard feport o 0% 90% 0% (
1 Local Economic Craate temporary jobs - FTE'S bn terms of EPWP [ -~
T2 1 " Deveiopment by 30 June 2099 (Person days { FTE {230 days)) Number of FTE's crealed 0 . g 5' 5
70% of the water maintenance budgel spent by , .
L4 Basic Service Defiery | 30.June 2013 (Actualexpencature cided bytg | °° ! 3pPToved waler mainenance budget 5% 258, 60% w2
3pproved budgetix100) Fe |
| Limit % water unaccounted for quarterly to 22% |
[{Nurnber of Kioltres Water Purchased or
TLY4 Basic Service Delivery Purified - Mumber of Kilolitres Water Sold} / % water unaccountad for 2% 2% 2% 2% a
{Humber of Kilobtres Water Purchasad or
Punified) x 100) |
{ Ackigve a 00% water quality guarterly as per | |
TL4S Basic Service Defivery SANS 241 requirements for all water sampling , water quality level 0% 9% 90% W% ¢ 3
points |
70% of 1he waste waler maintenance budgat 1 ; ;
L6 Basic Service Delivery spent by 30 June 2019 {[Actual espenditure ot a""""‘“‘::d“: haler mantenance 5 %% 0% 70% 2
{ | divided by the approvad budgel)x100) getspe
| 7% of tha roads and stormwater mainlenance
. . budgel spent by 30 June 2019 {{Actual % ol approved roads and stormwater 2
L7 | Basic Servica Delivery expenditure divided by the approved maintenance budget spent % % &% %
budget)X100)
. - ——
. Limil % eleciricily unaccounted for to 18% by 30
. . . June 2019 [(Mumber of Electricity Unit ; . y
L4 Basic Servica Delivery . wdt:::ed ’ N&Lﬂ;‘; o,‘E‘;ecmd” Uzm é:ld) i % of Electricity unaccounted for we | % 2% 18 4,
Number of Eleciricity Units Purchased  x 100
o
P B
J .!' 1 tU
1!,r\
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TLég

Basic Servica Delivery

70% of the recreational and swimming pool
maintenance budget spent by 30 June 2019
‘{Actual expendityrs divided by he approved
budgel}X$00)

* ol approved recreational araas and
swmning pool mainfenance budgel spent

70%

TLS0

Basic Service Delivery

T0% of the electricily maintenance budget spent
by 30 June 2019 {{Actual expenditure divided by
the approved buagat)x 100}

"o of approvad electncity maintanance
budgot spest

+-

2% 1 60%

TS

Basic Senvice Delivery

Develop a borehole mainienance plan by 30 June
219

Plan developed by 30 June 2019

.,
0% 3
3

Basic Senvice Delivery

| 90% of approved budget spent by 30 June 2018

for the upgrading of stormwater drainage {{Actual

expenditura divided by the total approved budgat)
x 100}

% of approved budget spent

L5

Basic Service Delwery

Install 300 prepaid electricily maters in the
Emthanjeni Municipality area by 30 June 2019

Number of meters insialled by 30 June 219

TL54

Local Economic
Development

90% of approved budget spent by 30 June 2018
fof the ward developmenl programma {[Actual
expenditura divided by the 10ta) approved budget)
x 100}

% of approved budget spent by 30 June
2019

% | W%

LS5

Basic Service Delivery

90 of approved budget spent by 30 June 2019

and Alexander Street in Do Aar and Vosturg
Strest i Btsiown {[Actual expenditure divided
i by the total approved budgal) x 100}

for the resealing of Claude, Alpha {small partion) |

% of approved budget spent

L

25% 0%

90%

156

Basic Servica Delivery

90% ol approved budget spent by 30 June 2019
for the upgrading of the Britsiown sewarage
system {{Actual expenditure divided by the tolal
approved budget) x 100}

% of approved budget spent

s

Basic Serwce Delivery

90% of approved budgel spent by 30 June 2019
for the: refurbishment of boreholes in Britstown
and De Aar {{Actual expenditure divided by the

total approved budget) x 100}

% of approved budget spent

% B%

90%

TLSB

Basic Service Delivery

| 90% of approved budget spent by 30 June 2019
for the upgrading of Walerdal electricity network

| Phase 1 {[Actual expenditure divided by the fotal |

| approved tudget) x 100)

 of approved budget spenl

%

90%

3
2
2
- |2
2
2
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Kiry Performance Indicato:

90% of approved budget spent by 30 June 2019

Ll

A Unit of Measureman s
PR A A g

% . . ) for the upgradiog of electrcity network for Da Aar
TL59 Basic Service Delivery East and Nanzwakazi {{Aciual expenditura % of approved budget spent 5% 25% 60% 90%
divided by the total approved budget) x 100} 1
90% of approved budget spent by 30 June 2019 i
. ) ! for the upgrading of De Aar West spors grounds :
TLED Basic Servica Deliary ortr $oos Al pendin S of e % of approved budgal spent % 5% 0% 5% 0'2
| lotal approved budget) 100} |
D8g Gmﬁ";m 0| tnplement Councl l'fnﬂm: within e reqited | o ot Council rasolutions mplemented a5, a5, w| e 02
Good Govemnance and Liaise with line managars an a regular basis to 3 . ;
oa7 Public Participatien ensure efisctive management of the direciorate | | umoe? Of meetings wilhline managers 3 b 3 3 {-/’
Update the actual results of the targets set on the T
[oz:1:} Good Goverr]qnce g SOBIP system on a monthly basis before the sel Number ol monihly updates 3 3 3 ] 3
Public Pariicipation :
chsing date | 1
Good Govemance and -
069 ot okt Submit Monthy reports 1o the MM . Hhumber of reports Subutted 0 6 0 6 3
Quartedy submit a progress repon fo MM on the T
Good Govemance and comective measures taken to address issues " .
0% Public Participation raised in managemerd letier of tha AG applcable L GollEnoiERutmilid L ! : L ,;2
| to the Directorata
. -
Good Govemance and Subemit a quanery repont on the performance of :
o Public Participaion service providers o the CFO il B B J ) 1 : o2
Good Governance and Spend 100% of conditional granls applicable to ’ - .
fucevr Public Participaten diecioeats by 30 June % of grani conditional grants spent 1} 1] 0 10 | '2
Solicit funds for the upgrading of the dry |
083 Good Gavemance and sanitabon in Hanover, menno park upgrading and | Number of funding proposals submitied to o a 0 3 l
Publi¢ Pariicipation the resealing of streels in the whole municipal appiicable authotities by énd June .
araa by 30 Juna |
Good Governance and B-monthly vists to satellil offices to ensure 1 -
o Public Participation admiristrative oversighl Number of visits ? ! 2 ' 4‘
) . Irvestigate the opiions for an electronic Best .
o5 Mum::fdallr"rsmsnl:’:nn;alnn | management system for more effective Feport with aptions submitted 10 council by o o a \ I
Devalopmen | management and record keeping and Submit 30 June |
1 P ! repartto counci by 30 June i
.5,
T3
AU
R
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Naticasl ﬁ.’r’.ﬂ"'_

Municipal Transtormation

i '{._:,'ré‘ur.!'r:-.l_:z'l: 4

Completo a teasibility study for an elettronic fleet

[ s by Bowe

; Lirift of Maasursmentsees at '

0% and Institutional managemant system and submit a report with Reports s"mmz:; ;nunml by 30 June ] | ] [i] 1 I
Development finding to Council by 30 June 2019
g A Develop an Inlrastructure Assets Mainienance Infrastructure Assets Mainlenance Plan -
ost el ) Plan and submil 10 councd by 31 May 2013 submited o councilby 31 May 2019 o : ! | 2
1
oog Basic Service Deliery Construct Flush lu:le?ﬂgng Hanover by 30 June HNurber of ﬂus;a,?:l:l: x;mad (6E) by . 0 0 a P Q
- |
L TOTAL 80

==
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COMPETENCIES

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

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

S Daifin bt el
LEADING COPETENCIES
Frovide and direct a vision for Ihe institution, and inspire and deploy olhers ta delver on the strategic institutional mandate. itincludes:
e Impact and influence
Strateqee direction and leadership o Institutional performance management 167
| «  Sirategic planning and managesnent
= (manisaticnal awareness

feiphtd

Effectively manage, inspire and encourage people, respect diversity, optimise talant and build and rarture relationships in order lo achigve mattutional |

objectives. Il inclydes:
s Human capital planning and development EF
People management e Diversity management ’

«  Employes relalions management
+  Neqoliation and dispute management

l Ablg to understand program and project management methodology. pan, manage, manilar and evaluate specific activilies in order Lo deliver on sal
obpechves. it includes:

Frogramme and preject management »  Program and project planning and implementation | 187
+  Service delivery management
= Program and project monitoring and evaluation

Ablle o compile, plan and manage budgets, control cash flow, institute financial rsk management and admirister procurement processes in accardance
with recognised financial pract:ces, Furiher to énsure that all financial Iransactions are managed in an ethical manner |t inchudes:

Financial managament «  Budgel planning and execution VT
= Financial strateqy and delivary
= Financial reporting and delivery

Able to direct and initiate transtormation an 2l levels in order to successfully drive and implement new initiatives and deliver prolessional and quaity
senvices o the community, It Includes:

Change leadership o Changa vision and strategy L
s Frocess design and improvement
»  Change impacl moniloring and evaluation J
LT
.r‘ fj_

AU
'y
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Abla to promote, direct and apply professionalism in managing risk and compliance requirements and apply a thorugh understanding of governance
practices and obligalions. Funher, able o direct the conceptualisation of relevant policies and enhance cooperative govemance relalionships, It includes:

Govemnancs leadership »  Policy formulation 167
»  Risk and comphance management
»  Cooperative govemance
CORE COMPETENCIES
Moral competence Able 1o identity moral triggers, apply reasoning that prometes honesty and inlegrity and display behaviour that reflects moral competence. F 167
Planning and organising #'l;l: ;gaplliasr;; pricfitise and organise niormation and rescurces etfectively to ensure the quality of senvice debievry and build efficient contingency plans o | 167
. 1 Able to cntically analyse infammation, challenges and trends to establish and implement fact-based solutions that ar mnovative to improva insttutional
Analys:s and innovason processes in arder to achieve key stralegic objectives. )
. Able to promate Ihe generation and sharing of knowledge and inlormation through various processes and media. in order 10 enhance the collective
Knowledgs ard information managaman kniowledge base of local govemment 1.67
Commurication Able to share infomation, knawledge and ideas in a clear. focused and concise manner appropnata for the audience in order o effeciively convey, 167
persuade and influence stakehokders to achieve the desired outcome,
Results and quality focus Able to maintzin high quality standards, facus on achigving results and objectives whie consistency siriving to exceed expaciations and encouraga olhers 167
a to meet quaily standards. Fusther, to actively manitor and measur results and quakty against identfied objectives.
TOTAL 20
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Competency Framework
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mn3fie

LEADING CDMFETENCIES

Stratagic Dlrecr.ion and Leadership

pﬁr & ‘g

[ ':"1:‘"-'.'&{1 g..-

!ﬂ:iﬁfw,.:: _

Give direction 1o 2 f¢amn realus:nq the
inskuton's strateq:c mardata and set

. LI“dEl’SIJﬂd Insl tutional and
daoartmentyl strateq:c atjactives. but

l lack3 the atity to nsgr othars o Criecives
ke set mardate
*  Cescrbe how specic tasks link to *  M3sapostveimpt and influence on
ir3tiutonal strateqgies but has hted the mortle, ergagemert ard
iilugnce m directng 2 strateqy | participaton of team members
= Has 3tasic urderstanding of | e Develop actcn plans to avacute ard

irstitutonal performarce managemunt, quide strategy
Cathicks the aniity to intagrats systems |

irtg a ccllactve ahole

»  Cemorshata bask uhderstandng of xay *
datimion makers

Aszistin definng perfarmance
measures 1o monidar the progress and
affecirreress of re nstitution

»  Droplays an awareness of nstnutional
stuctures ard pokitical factors

»  Elfectively communicate barrers to
ersculion 1o releyant paries

*  Pronde guidance to all 3tak2hokiers in
Ire achievemrent of the strateyic
mardats

¢ Understand the 3im an:d atjectries of
tte instiuton ard relate if to can anck

S L ATYANCE

Eualuate all actvilies o detemrmre yalie
ard Alignirent 1o stealegic naa

Dicplay.:n-depth kroatedga ard
ur-dgrstarding of sirateqc glarnng

Algn stratagy and goals 3cross all
luncticnal armas

Asttuely dofre cerformarce ey
lo rrosutar the pregress and
eHectiveness ol the insinagn

Consistertly challenge s7atege plans to
ensure felavarca

Undesstand ingitutonal stiuctures and
pelilical factars. and the cersequarces
of actons

Empower cirers to follow g strateqgic
direcuon ard deal ah comzlac
sitiatons

Guide e insututen thiaugh complex
ard ambiguous concern

Use undersiandirg of power
ralationships ard dynamyg tensicrs
wxrerq key clayers to kare
cormunicalions and davelep sl vteys
pesdicns and hances

FHAy Provide and direct a vision for the institution, and inspire and deploy othars to deliver on the strategic insmutiunal mandalu

L Sk SO Mﬂrﬂmﬂﬂiﬁiﬁfﬁiﬁ&ﬁﬁﬁ}zﬁﬁ i
CTI R i FEITNY A

*mc‘urn ard pestticn tre nshtalin to
k;cal govemment prionfies

Aclely use n-deplk hnowledgs ard
undersiandirg 1o develco and
irglemenl 3 comerehensia instutanal
Eramawork

Hokt sull-accountathes for sirsiagy
#apcyticn and results

Frovide impact and nluerce thizugh
Eulding and maintuning stratagic
mlatonships

Create an ervironsment that fachtatas
Icyalty ard nncatcn. Cisglay 2
supence kevel ot sell.d socline ard
r1egaty in actons

Entesgeate vanous systers into 3
coflectve ancle 19 ogtmize insttubanal
rearlormarce management

Uses undarstanging of cmpetng

elerests b maneuver succeisivlystoa
&Tean ouicome

/MO

1./ AR
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LEADING COMPETENCIES
Paople Management

-ﬁ!ﬁlwiﬂr_.ﬂrrﬁ“
ENCY DEEINITICN T
Ty L

Eﬁecuvely manage, inspire and encourags people. respect diversity. cptimise talent and build and nurture relationships in arder to achieve
lnstmmnna! ohiattwes

ﬂ-l:HrE'.rFm-.HnE'JEr -5

"'f S Fifiadan e
.'w
Farticipate in team goalsemnq and > Sk oprorturites to ncrease team IJaruf,r naffectva 'a3m ard aork +  Deualep ard recrporale best pracica
pelam schang coninbuton and resconsbity Eracesses and rectmmand rereial ecpk management processes
nlaremers areraaches and teols across the
ns3uticn
»  Irtaract ana colatorae # th peacle of ¢ Restect and fuppon the diverse nature = Racognae ard reward efectve 3nd o Faster acultue of hsaiptine,
4:.2re backgrounds of ihers and ta aware of tha tenefits of | dasirad et auicr mspens:bility ard accountatdity
adierse acomach |
¢ Awamol ) idalines for emcloyes ¢ Effectrvely dalegate tasks and empower | ¢  Frovdz mestorng ard qudange o +  Understard the wnpact of drarsity m
I Ixelepment. but requires suppen aiters to incrgase contribubon and ! oiters in order 1o ircraase parsonal Ferformance ang achvely ncorcraia a
irclemraring development mitiatves 2tacute furchors optmaly | eftartiverass dreersity stra‘agy n the nstiutien |
| o Apcly relevant employes legictaticn | e Iertfydeuslocmant yralearing needs »  Demuslcp compizherstsg integratad
| | tauly and consisterly athatre tam 3triteges ard approaches to human
| capda develooment and management |
s Efactvely ently capaciy o Inspare 3 cultars of perlamance = Agtuely identify trards ard gredict i
raqu raments la (UM the stateqe 2xzellarce by giving postive ard capacity requraments lo facltate |
rardite onerichive feedtoack 1o the team urdfied tranzison and pericrmarce
H manajemen!
[
| ®  Acheys ypeement of consensus in
J32rsanal env rorments
= Laa and unife dvarse leams across
divsons to achese insuiutonal
ctiachiees i

it R
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5 -f;‘:.'""h Sovd i nie 2 Program and Project Management |
b i # Ablle to understand progeam and project management methadology; plan, manage, mon.tof ynd evaluate specific actlvitles in order to delivar on tet
¥ objectives

TR e S ke S e W b e L A S i S

+  Inibate projects 3fter acprovalim +  Estaclish broad stakenalder involvament | *  Marage multple programs ard balarce »  Urdertand and corceptualise tha lorg.
hgher auttort g ard communicala the project siatus ard | prontes and senllcls according to termimelicatons of desirad erciect !
key milestores | askiuticeal goals culcames i
= Undarstand pracedures of rageam and *  Dofine tre roles and responsibtesof | ¢ Appy eflechve rick maragament *  Drecta CCMErEnergive sTaIEgE macr |
p'C ect ranagament metrod-legy the grofect leam ard create drty [ str:tegies thugh imgact azsessment and miceo anatysis and scape Foects |
whghicarans 3rd staksnoller wound grpaclaticns rd resource ryarements sccondingly to reaf e instrutoral I
irenlvament | ctjectives |
*  Undersiand he ratcral ol projects n ¢ Fid atalance totacen project deaabng | ¢ Meaty poject scope and budget when «  Irfluence peorls ir posions of autherty |

rekanon b tha instiwicn’s simiagie
aujectvas

Cocumrant 3nd commun:cate factors and
£k A3300:020 Wil am Acrk

Usa results ard approachos of
successhol coest mptamentaton as
Qide

reduired aithout comeramizing the
qualty and qEjestves of the prmject
Inuchse toodevel authontes and nelew ant .
stakehclders n seskirg peoict buy-in

and the quality of dalieraties | 1o imglement outccres of pro.acts

*  ldentfy aporopnate project rmiources Lo -
fariliate the efectve comelation ol tne
aaliveratles

s Comply #th statutcry reqwrement; and .
Jegly pelcies in 3 consistamt manner

wurkable acton plans

Hertify and apcdy cortemporary project .
maragerent retortckigy r¥k progress ard cotimal resaurce
alhsalien, ard that adjustments ars
made 25 neaded

Inthyerica ard moliza o act team o
Jeliver eepuonal rasults

»  Moritcr progress ard usa of rescurces °
and make nesded adustments to
Umatres. staps and escurce alfocat on

e Morier pehey implementaticn and apply
{ procedures to manaqge nsks

L34 ard dirzct translaton of pelicy nlo

Ensures *hal programs ara mornsterad to

T3 10
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4 LEADING COMPETENCIES

Financial Management

2+ Abla to compile, plan and manage budgets, contral cash flow,
2k :c:uvdanca with recagnised financial practices.

I

Exubit kncwledge of ganensi finarsial
corcepts. plarmry budgeting and
femeastng and how thay intemelate

Und=rs!and basic Fnarc:ai cancepis and l
mehoas as they relata tainstiytanal
pacesses and actaties

Assess. dentfy and manage fnarcial

L]

|

|
[isclay awareness inlo the vanous 1 .
soLrzes of financial data, report ng
rackarsms fnarcial gavemance.
prccesses and systems

*  Undurstand the meottance of finarcial * AInre 2IsEng AECHCT
eourtat ity Irancral management
Understand the mrotancs ol anset | »  Frepare hnangal woods cazed ca
corircl tpecdied fornats

«  Dirsdar ard greerstand the finarcial
mElaucns of decisions and
Sigqistons

«  Ensure that del=qaton ard instructions
33 requied By Hatonal Treasury
Qudabnis 3 revewed amd upd ved

«  |d:nkfy and impiement proger
momitonng and evaluation pracices 1
efi3ufé acoropnale spendicg ajanst
budiynt

MEREHEES

mmﬁ' Eﬁ'ﬂm‘

SR Tt L PR N i . o

2 Saglae
m[mwﬁ%i%mﬁ mf

.FIZTI'M.

Takz active gwnership ol plapning
budgeting ard lorecasting procesces
ardprovdes credble answers 1o
.2res & I wn raspensindity
Frepare butjals that are alqred to the
stratgqe objectvas of he mstituken

Adgress complex tudyetng and
Eranceal managamert cencams

Fat systems ard processes i place to
ertance the quakty and wlegrty ¢f
finarc:al managamert pragtces

Advse an pehices and precedures
eqardirg asset conteol

Fromote Hatordl Treasury 3 regulatary
learegark lor Financial Management

| *

Instituta financial rish management and administer procuramant processes in
Further to ensure Lhal all i nanclal uansacﬁona are mmaged inan ethl:al mannaer

Cave'op planring tooks 1o as3ist n
2130uaurg and mani‘areg lutu
21penditure trands

Sat budget ramewarks lor tre inshtuten

St sratagc ovechicn fer the rstiuson
on expendture ard other finarciat
processes

Buld and rurture partnerznps to
e financial maragemer | ard
schigve {rarcial savirgs

Actively denity arkd implement new
mathad to improve asel coringl

Display profassienal smm deabing win
finarcial t3ta and omcessas
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LEADING COMPETENCIES
Change Leadership

Abla to direct and iniliate institutlonal ransfommation on all levels in order to successiully drive and implemant new initiativas
(oo and deliver professional and quality services to the commenity

BRI **ﬂ,h%jﬁﬁ@ cEIENTEET gRUTR s s e
E.;% “ﬁﬁm{#ﬁm‘mupemﬁ}mm R AN :

i E sclay an awarress of charga «  Perform 3n analysis of the chanipa [ Attreely moniier charge wpact 3rd . "‘nun.ur changa 3gents and cr=3'e E]
Irtervantions and the banefts af mpacton 're sccal peltical ard rsLlts and cenyay progress to relevant netactk of changa leaders wha sutton
trans'ormation Inatves 2201 0MIC 207 Bnmert stakeholders tha :nteranticns

= Atle'n dantly base reeds for crange = Mantun calm 3rd fosus durng charge *  Serurs buy-<n and sponzcrship for o Achely dartourre st sirsctuses ard

rarge ndiatms FrOCcesses 1o ircarborae tre charga
irigrsentons

*  lsentfy gaps between tre cumrant ad *  Atie lo 2535t lean Temters dunng *  Contnyously avaluate change shategy * Moo and quda baam members ¢n the
Jesrad state crarge ard keap them focusad on the ard design and :ntroduce ngw effacts of crarga. resistance lacters ang

deleratles jpproaches to enhance the instiuten s bow (0 mteqgrate changz
| eHactiveress

= kently ectental nsk and challeagas o | = olonteer 1o laad trange aforts outside »  Buld ard nurum miatorsnps wih s Mstvate andinspiea cthers aound
transformanon incading resstance lo | af cwn aork dgam +anaug stakenolgers to estaphsh change ind a1ves

: charge factars | strateqic all.arce in fac ltating charge
i *  Paticpae o charge pragrams ang | *  Aci10 330 buy-n and acgroval for # Tikatbe lead 'n imeacitd changa
pltting ehinga inferventions crarqe from relevart stakehckters i programs

+  Understand the wract of ghange *  MKenlfy change rexkness levels ard = fenchmark changa ntsrientons

| I“f8r4erlions cn e stision M the 5551 Nresclang Mus ante o crange 392t Best charge pracuces
| btader sooee of beal jovemmant fcters
*  Dasigh chargs miarventans iwat ars = Understand tne impact and psyenolagy
Aqred a'h tre rsUiuton's sirateqc af thargs ard put remavial
aejeetios ard goals rlepmntions n place to licktate
effactiae translormation
= Tikzcaleutated rsk and seek new du s
Irmr B3t prictce sceranos Ind wentfy
The potential for imglementat on

Fii
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@m%gﬁ"” EHAYTE] LEADING COMPETENCIES

i" EN Cl' m‘i u 5 . Govemance Laadership
C?’EIEHGIDE}' m_}“ :" Able to promote. direct and apply professionaism in managing fisk and complianca requirements and apply a thorough uniderstanding of governance
T m e E"‘U‘_, &._..f‘ ts"‘ prmicas and obligations. Further, abla to direct the conceptualisation of ralwant pnlicln and enhanca caepmﬂv- gavumanca ralahon:h:ps

1—-13-“ St ’4..& m LA
_- Wm,

R R e “"é‘u‘ﬁﬁéﬁm .
Em;mmkws --«%ﬁ‘

T

Atie folirk nsk intia%as i6to Yay
instiniiznal Gtjectves ard dmers

Iertty analyse ard measure rick,
create vall nigk forecasts and map nsk
prafies

Accly nsk control methedolegy and
JEFr3aches to pravent and regude nsk
that :mgede on the achevament of
ntiutonal abiectives

Damorstrate 3 Iherough undersanding
of sk re'ernon tlans

Ifartty and implermant somrrehengm
nsk management systems and
processes

Iirplement and memitor the fomutancn
of policies, wlzrify and arakyse
censiraints and challenges aith
wrrlementation ard provde
racomrendicns for improyement

I

RS

2oty

e A “mwm. ?é{f‘ e

Cemanstrata a kign level of commitrent
in comlying mth govemanrce
equirmeris

Imglement governarce and corrgince
572189y Y ersure achigwement cf
irsutubcnal cectivas aittir the
legislatva framewotk

Atle 10 adssa local gremment on sk
managemenl, best practice nersrtors
and compliance maragemanl

Agle 0 forye peitive relationsh £s on
coceeritve governarnce lavel ta
arnance the effechyeress of lcal
Jremmernt

Atk to shapa, drect ard dme he
fermukaton of pelicies on a macra fevel

+  Cisclay a basic awareness of isk, Cizplay 1 thorough urderstarding of
cometianca ard qovernance factars but goverrance and nsk and compllarce
raq are gudance and de lccment in facters and implerrent clans 'o adtess
imgkementng such requerements these
+  Understard tha structurs of cooperativa Cemorstrye understanding of tre
ymmmert oot quires judarece on lechiques and pracesses for aptmising
fnstering acrkatle relatiorships ¢ sk aving d2oisiors athon the inshtution
batween stakenchkars
v Frouide input nio pokcy lommulatcn s Acthely dtve coley formulaton within )
the instutica 1o ensure the ackevement
of ctjectues;
L]
.
L)
-
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/»] CORE COMPETENCIE:

q Moral Competence

s.'eaﬂsﬂﬁrlf.iiﬁr RS 5]

TR b

Fealue tre wpgactef achng with
wizgnly but requirss qudanca ard
Teaalopment ' imglemanicg prirciphes
FzBow basc nles and requlaiens of ke
1 3tution

Akle o igentdy basic mordl suatons
kA requires uiance ang deselapment
Inurdarstandng and reascing wdh
rrabntent

mmkﬁ%ﬂw%m

cnmm@m@

Conduct sell 1 aligrment aih ihe
+1lues of leeal gowemmrent and the
nsimtan

Atle ta crerly admit own mistakes and .
waaknesses and seek anjistanee fam

athers when unatle 1o delver

Azeely rerort fraug:dant actinty and | .
cam.Eron with kesal gavanirent |

S oo e S e
Wi e

Iderity davetop ard 11:p1; me3sures I:J
salf-comecten

Atie to g st ane Escect ihrough
Algring 3CTINS AN COMMILTents

ke proposals and escmmindatons
trat am transparent ard gair the l
aeprysabof relevant stakerolders

Cm'e an enyirnment cundumu of
maralgrackces

Actrvaly develon ana imgharent
mepsures to combat fraud ard
ccrhrten

Sat:rieqaty stardards ard shared
sccoustanity measures across the
inshiuton to sucport the cojechves of
loal governrent

Understand and berer the senfidential s Fregent vilues celels 3d waas that Take resrensibibiy for aan acvons aed
narure of matters wthout zesk.ng a2 corriant mih tha inst tLkon s rules decisong even i the Conzenuences are
remorat gxn ardreg . lators Jelaioratle

| Able to deal mth situaticns of centlct of «  Takes an acine starce aqanst
rierast prompty ardin ire ka3t nierest corriptan 3rd dizhgnesty when acted
of keeat qoiemment }
& Aoty promete e valle of e
irIution o mtermal ard e demal |
itakanclders
*  Atle fo Aok nunty wib 3 team and rot
Z2q8 persanal gan
o Appy uenersdl moel prncipks
mnsistarty to acene ol Jacisicns J
.

Je
T3
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. | Wﬂ&w’k'?ﬁﬂ'%}_ﬁh%ﬁ Planning and Org-ams.a;lg- -
3 R

Able o plan. prioritise and organise information and rasources sffactivaly to ensure the quality of service delivery and build efficient contingsncy

Atle to Iclicw basic plans and omgianse
135ks sourd sat objechives

+  Lrderstand the proeass of planning and
2gmsi0g but requires gudarce and
J=yelopment In provd rg detaled and
comprehersive plang

*  Atle ‘o fclbow e shrg plars and ensum
1rat chjectnes arm mat

*  Fucus on shont-em acjechves .n
Juvelcprg plans and actors

= ATy plonmaticn and resources
ey ured for @ tass bt reqere Pather
structura ana grianisation

§ CORE COMPETEHCIES

plans to managa nsk

mry and a:nr“pna*e!y orqarm
ifrfcrmation ard resources required for 3
taik

= Fecoqnize the urgenry and smpcnance
of tasis

= Balance short ang long-term plars ang
9233 ard incorpciata inlo Ihe team's
peniatnares ok ectrvts

*  Schedila 1asks to ensue they are
pedamed mthin budget and & th
afficent use of kre and rasourcas

*  Maxures progress and monice
pesgrmarga results

—r rr——

i F*%&?@ﬂ LEVERR

smcwm R VPRGN

At:le 1] def ina institutonal abyactives. .

develop comprehansve plans, integrate

ard cotrtinats activities and Js3gn

IEPracraa resources for successid

irglementaton

*  lderuly in advance requirad stages and s Achs o provec! and forecast sho, |
Jtiens 1o complote tasks medium and krg temm requrerrents of

! the msitution and local gevemment

F-J.-.-J- on braad siratzgies and inatives
hien daveloping clans ard actiors

Schedule realistic Lrrenes. obecuves -

Translate policy rlo refeyant proects o |
ard ralesiones for tashs and prjects

Ixchitate tre achevement of inssiutona |
qtiectives
= Froduce clear, detated and
cemprehensive plans fo achigus
nshtutenal obecivas

Idertfy posiitle risk factors ard dazign

ard implement approprate conirgency
lans

-

®  Adagt plans i ligt of chargrg
circumstances

*  Prignize tasks and prowects seeestng o
treir relevant urjency 3nd inportarce
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CORE COMPETENCIES -

Analysis and Innovation

Able to eritlcally analyss information, challanges and trands to establish and implement fact-based salutions that are innovative to improve |
Institutional processes in order to achiwe key strataglc objactives 1

Eﬁ:ﬁ:’f
7«?;_5— T ﬂaﬁ:mww ACHEVEWENS FEver bR
W*ww IO Wﬁ?ﬁh e

Lrderstand the basic operation of
ralysis, but lack detad ard
Tt amugrness

ALk to balarce :ndecendent analysis
wih requasting assistance frem others

Pecommrend rea #3ys (o perform tasks
aithin cam functen

Precosa simgle remedial interentions
trat maryraly cnasllargas the status
nee

L.s%en io the wJ2 23 and perspectivas of
o'fers ard e«plers opportarites o
etance such nnavatve thirkieg

Dcrl'onstn'a logical problem solirg
lechraques and agproaches and provkda
rat gacle for recemmendations

Cemonstraa ctigctvity nsight and |
\korougkness wnen analysng protlems |

At to bra 3 down compla orotlems |
‘~fo managaatle pans ard denkly [
scluticns

Conzull ntzmal and extemal

stakehckders on oprorturidies to merove
procassas 3rd sery ce delivery

Cleady commuricats the benefits of |
oppertamities and nrovalve schitions

and tareholdars

Cantnuguzsly Wenbfy oppitunites fo
tnhance in'emnal processes

Wanuty and ardllyse opgortanites
TONMICT la iRPCY kv ICE0Iches andg

_Drapgsa femadil cigtvatlon

Coaches 'eam memters en aral fical
ard innovatve approackes and
lechiniques

Engayge wih aperoprata mdiaduals in
rabyzicg ard resclying cumeles
gratigms

Idercfy soluticrs on vanous amasn tra
Ahlution

Fomrulyie and mplement new icaas
thisughoul e insitubzn

Atle to 3 approval and buy n for
procosed interventiors i m relesant
itakehchiars

procass and sacrca dalivery and
prapoce inshiutonal appk-aton

Contnuously 3rgage i resaarch i

i
Idertfy trends and cest pracuees n
idently client neads

|

Dnrrum'ma womglax anarf'.cal ard
Eistkem sahving aceoackes and
techriques

Craatg an envmormert conducye o
nAgtcal ard factbazed protiem
welirg

Adlyse recommerd sclubons ard
moritcr trares in key challenges to
Fravent and maniga ocourer e
Create an erumonmert thal fo:%ers
rneuatve thinking and folloas a
leaming orjamsaton appmacn

EBe a thougrt leadar on nrovative
customer serreg selvery and process
sptrrrsaton

Play an achye reha in skarng est
prachice sclutions and ergage in
raticnal ard urgsnanonal ‘ocal
gouemment sesnnars and cosfemnoas

- .



Collact. cateqerise and track relevan
lonmaton requ fed for specific tasks
Idcrojects

Analyse ard Intaret ctomraion i
d-vw conclasions

Seek new scurces of mlomaton 1
rer2aza the knowledge base

Fautarty snare nfarmation asd
kncaledge mih intemal stakencklers
ary leam memrkers
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CORE COMPETENCIES

o Knowledge and Infarmation Management

Usa appropnata information systems

and techrology to manage insttutonal
kncwhidna and nformaton sharing

Esaluzte data from vanous sources ard
usa wlamaton etfectively lo imlyence
decrvons ard provide schutions

Acryaly create mecnan.sms and
struetures for shanng irfarmation

<52 anternal and nternal resources to
migarch ard provide relevant ang
cuthrd-20qe knoaledge fu erkarce
n3unecaal alectvenass and aff ciency

n o e

1 Able to promota the generation and sharing of knowledge and information through various processes and madia, in order to
{ enhanca the collactive knowledge base of Iocal govemment

r&&%‘gmthtﬁ
ERFEE At o

kncwledga maragerrent raquisermants
ard sysiems

Develep stardans and processes to
met itur knoaledga management
naeds

Share and promete test-piactce
krealedye marageme st acrmss vangus
inshtuticns

Establish accurata meazyres and
moridonng s¢stems for kncaledge and
nfermaton management

Create 1 culture condutsie of leanuny
rd know'edge shanrg

Held reqular keewledge ard information
shannyg sessians to alol ne a ideas ard
share best pracuce acgraches

Eﬂec! vehr pr»d-ct futum n‘crmamn and [

Craate and suprcont 3 vison ann cubure
Arera lgamn memeers am smeewsred o q
etk gain and share knowkadge ard
riormaticn

statlish parnershops aczoss local
gc remment b fazlifate «rowled 12
maragement

Cemorsirats a mature acomach

Recogriza and a«gled knosled)s prins
1 rieractiens wihaintemal and exlernat
staberalders
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LSRRI A e Pkl CORE COMPETENCIES
(G ONEETE IE; fi‘?f e Communication
~OMPETE] : B :ﬂ,’,‘ i % ‘§'l ; e Able to sharg information, knowledga and ideas in a clear, locused and concise mannar appropriate for the audienca in order to eifactively convey
3 z e L] wi] Persuade and influence stakeholders to achieve the desired outcome
L I T 152 vy g7 Py 5 -
i 3 gl £y “fhw‘. : i) A [E EN X e ’.r’f‘i i g % S i T3, ”"&
A S e e e AANCER ) T e A U
+  Desronstrate an understanding for = S e -
commur cation levars and tecs *  Exprass Ideas_ 1 individuals and grnips s Effactyely sommuricats high-azk apd s Fegarded a5 2 30ec:alslin negotaions
" " - n farral and informal settsgs m 3 sensitua mattars 10 relevant ] reprasertng lhe insttiton
Iccropndie lor the audience oul manret thatis inerestng and motivating stakahohiers
fe<}.res qrigance n ubising such tocls
*  Erprass deas'n 3<laar and lecysed & Atleto undarstand, tolerate and ) . . " »  Ack tinspre and maotivate otrers
mmanrer out Jces nal abvlys taee the JpprROate diverse rerspectves N E‘f',:m 3 sdll-deled cemmunicaticn 1Mrotgh pasitve comrmunication thal is
aj¢erce into consadetaicn attitudes ard betiefs wiagy meactful and relesant
! *  Craalas an envircniment corducre 1o
. Cis ) S +  Adat commuaicaton content ard sty e Batance pelical perspectives wih trarsoarent and praduct v
'“ff"rf',e L) :" e lo sunt the audience and fxchtate institutonal teeds ahen cemmuncating DR i pm—
A1 keowledt je adequately opimal infonmation iranster FEAECING Gn complen issuas

conversalions

+  Deliser contart :n a marner that Jans * Ak o ccoringla regsiatcns at

*  Atle to etectimly direct negchatens

SUEFOr, commatment ard sgroement around 2o plex tHerant levais within local gouernment
I milayant stakeholdars and 2xlemally
s ket and pramota the nstivhon to
#  Compa clear fecused. cancise ard ecamal stakarciders and seek lo
salbstuctured wrilzn eacuments arkance a pesitag imarge of the
nssiuien

*  Acletcommoncate min the reda
sth Rgnfeuels of morat competence

ard daciphre
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Understanrt quairy ul work but requiras
gedance w attanding to important
maters

Shew a bazg cormimen: o achwarg
tre correct results

Freduce the min rum layel o results
anuired nike e

Frodiuse cuteemes that § of a goed
stardard

Focus ¢n the quanuty of 2w'cul cut
feqres developinent in icereratng
ihe quabiy of aork

Proiduce quality wark # qareral
Grtumstancss butfalds e meet
defactaton ahat urfarcesiure

CORE COMPETENCIES

. Fon; on highpricaty actions and does

__ml_:m*‘“' % Results and Quality Focus
i ;

Able to maintain high quality standards, focus on achieving results and obj
A othersto meet qualury standards. Further,

rct gecoma distracted by lowar-pnorty
actintes

BDisplay firm commitment and cride in
scheviry :he carrect msils

Set qual ty stardards ard desgn
Frocesses and tacks around atheving
sl slandards

Frouce outpat af hign quakty

Atla fg balanca the quartty ard qualty
and qdalty ol results in oreer to achiave
Chpctives

Moricrs prograss, quakty of aork and
use ol resources: pravide styus updses
ard maka wfjusiments as readad

Cansistertly venfy own 3 :andam and
oulcomas lo ensure qually ougut

Focus on the end msul and 3ucids
taing digtzted

Qemonstrala 3 determered ang
commitied approach te achewirg megults
ard quiity standards

Follow task ard projects througn to
corgleticn

Sef crailerging goals and obecte; l
s2lf and team and display commitment
13 achuewing arpactations

Saintan a tacus on qualty cutpets
when placed urder prassura

Estathishmg tnstitutiord sy5t2ms for
I agng and A55:qme Ack Jefnicg
meponskilites. track ng. mondorrg ang
reasurng success, evaluatng avd

_sdung ke o of tre rstitulicn

jectives while consistently striving to exceed expectations and encourage
to activaly monitor and measure rusulls and quahty against identified ob;a:nves

NI -..a. u-;',_, :

. ]
1

Coacn and g;ule oikers to eccesd
quhity stardards and resuits

Develcp chatenging chent-facused
geals ard ses high Standards for
rerscngl perlonmance

Commit I eaceed the msulls and
uality stardards. merater own
rerfanmanca and implemant reed.
inlerventons ‘when requred

Ltk with team to set ambitous and
chailerging taam joats, communicating
lerg- ard short lerm euzectations

Take sppropnate rsks to accomplich
gaal;

Ovmrecome setbacks and adjust acton
plans to realise geals

Focus peocke on cntcal actvtes hat

sehd 3 nigh impast
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