EMTHANJENI MUNICIPALITY

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

MUNICIPAL MANAGER



Performance agreement made and entered into by and between

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

Employer)

and

Isak Visser the Municipal Manager (herein and after referred as Employee) for the period
1 July 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 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 annua!
performance agreement;

- The Parties wish to ensure that they are clear about the goals to be

achieved, and secure the commitment of the Employee to a set of
outcomes that will promote local government goals; and

. The Parties wish to ensure that there is compliance with Sections 57(4B)

and 57(5) of the Systems Act.

INTERPRETATION

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

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

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

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

1.1.4 “the Employer” means the Municipality; and

1.1.5 ‘the Parties” means the Employer and Employee.
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PURPOSE OF THIS AGREEMENT

2.1

2.2

2.3

2.4

25
2.6

2.7

To comply with the provisions of Section 57(1)Xb).(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 Employers 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-crientated
relationship with the Employee in attaining improved service delivery.

COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

3.5

This Agreement will commence on 1 July 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 fo 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 indicator has been achieved
by the employee;

4.2.3 Target dates that describe the timeframe in which the targets must
be achieved; and

4.2.4 Weightings showing the relative importance of the key objectives to
each other.

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

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

PERFORMANCE MANAGEMENT SYSTEM

51

5.2

The Employee agrees 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

55

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
Agresment;

The Employee's assessment will be based on his performance in terms of
the outputs/outcomes (performance indicators) identified as per attached
Performance Plan, which are linked to the KPAs, and will constitute 80%
of the overall assessment result as per the weightings agreed to between
the Employer and Employee;

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

PERFORMANCE ASSESSMENT

6.1

6.2

6.3

The Performance Plan (Annexure A) to this Agreement sets out key

performance indicators and competencies that needs to be evaluated in
terms of —

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

6.1.2 During the intervals for the evaluation of the Employee’s
performance.

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

Personal growth and development needs identified during any performance
review discussion must be documented in a Personal Development Plan

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

6.5

6.6

6.7

6.8

6.9

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

The Employee will submit quarterly performance reports (SDBIP) and a
comprehensive annual performance report at least one week prior to the
performance assessment meetings to the Evaluation 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 shail 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 KP!s 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 KPls:
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Terminology

Outstanding
performance

 —

Performence Ful vy sfloctve ot Tally Unuceeatasie

swnileariy clfective perionmdnce
abgron

TAPHELETIAn

Descriptions

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

Performance
significantly
above

expectations

Performance is significantly higher than the standard expected
in the job. The appraisal indicates that the Employee has
achieved above fully effective resulls against more than half of
the performance criteria and indicalors and fully achieved all

Fully effactive

others throughout the year.
Performance fully meels the standards expected in all areas of
the job. The appraisal indicates that the Employee has fully
achieved effective results against all significant performance

criteria and indicalors as specified in the PA and Performance
Plan.

Not fully effective

Performance is below the standard required for the job in key
areas. Performance meets some of the standards expected for
the job. The review/assessment indicates that the employee
has achieved below fully effective results against more than half
the key performance criteria and indicators as specified in the
PA and Performance Plan.

Unacceptable
performance

Performance does not meet the standard expected for the job.
The review/assessment indicates that they employee has
achieved below fully effeclive results against almost all of the
performance criteria and indicators as specified in the PA and
Performance Plan. The employee has failed to demonstrate the
commitment or ability to bring performance up to the level

expected in the job despite management efforts to encourage
improvement.
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6.10 The assessment of the competencies will be based on the following rating
scale:

- 1 P — .

Competentl Advanced®d Superiord

¢ Achievemant:

Level: Description:

Bo not apply the basic concepts and methods to proof 2 basic
Poar understanding of local government operations and requires
extensive supervision and developmenit 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
execules progressive analysis.

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

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

Superior

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

6.11.1 Mayor;
6.11.2 Mayor / Municipal Manager from another municipality;

6.11.3 Chairperson of the Performance Audit Committee or in his/her
absence thereof, the Chairperson of the Audit Committee:

6.11.4 The Member of the Executive Committee: and

6.11.5 A member of the community.
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6.12

6.13

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

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

SCHEDULE FOR PERFORMANCE REVIEWS

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:

2 Oclober - 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 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 each assessment. In that case, the Employee will be fully
consulted before any such change or plan is made.

g .
Mayor; '%‘ MM: ‘
N |



9. OBLIGATIONS OF THE EMPLOYER

9.1

The Employer shall-

9.1.1 Create an enabling environment to facilitate effective performance
by the employee:

9.1.2 Provide access to skills development and capacity building
opportunities;

9.1.3 Work collaboratively with the Employee to solve problems and
generate solutions to common problems that may impact on the
performance of the Employee;

9.1.4 On the request of the Employee delegate such powers reasonably
required by the Employee to enable him to meet the performance
objectives and targets established in terms of this Agreement; and

9.1.5 Make available to the Employee such resources as the Employee
may reasonably require from time to time assisting him to meet the

performance objectives and targets established in terms of this
Agreement.

10. CONSULTATION

10.1 The Employer agrees to consult the Employee timeously where the
exercising of its powers will have amongst others-
10.1.1 A direct effect on the performance of any of the Employee's
functions;
10.1.2 Commit the Employee to implement or to give effect to a decision
made by the Employer; and
10.1.3 A substantial financial effect on the Employer.
10.2 The Employer agrees to inform the Employee of the outcome of any
decisions taken pursuant to the exercise of powers contemplated in clause
12.1 as soon as is practicable to enable the Employee to take any
necessary action with delay.
11. REWARD
111 The evaluation of the Employee’s performance will form the basis for

acknowledging outstanding performance or cormecting unacceptable

performance;
1 .
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12.

11.2

11.3

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 afier 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 totai 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

12.2

12.3

12.4

Where the Employer is, any time during the Employee’'s employment, not
satisfied with the Employee’s performance with respect to any matter dealt

with in this Agreement, the Employer will give notice to the Employee to
attend a 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 shall -

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

il
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13.

14.

12.4.2 After appropriate performance counselling and having provided the
necessary guidance and/or support as well as reasonable time for
improvement in performance, the Employer may consider steps to
terminate the contract of employment of the Employee on grounds
of unfitness or incapacity to carry out his or her duties.

DISPUTE RESOLUTION

131

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

directly accountable to Municipal Managers (Regulation 805 of August
2006).

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

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

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

13.3 Anydisputes about the outcome of the employee’s performance evaluation,
(a) must be mediated by the MEC for local government in the province

within thirty (30) days of receipt of a formal dispute from the
employee,

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

GENERAL

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

14.2 Nothing in this agreement diminishes the obligations, duties or

accountabilities of the Employee in terms of his contract of employment, or

the effects of existing or new regulations, circulars, policies, directives or
other instruments.




Thus done and signed at on the ’ L{L‘/day July of 2018.

AS WITNESSES:
4
- MUNICIPALV"T%R
s o=

/ rd 0
Thus done and signed at 6//‘4 / // 7-24 onthe 24 day July of 2018.

AS WITNESSES:
1. _Y %D
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Annexure A 2018/19

Performance Plan

Municipal Manager
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Annexure A 2018/19

The Performance Plan sets 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

timeframe; and
b) The Competencies 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 panel as constituted 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 target or is not applicable due to valid reason or where the performance could not be delivered for 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 re-calculated to calculate

the final score;
d) The employee must submit hisfher assessment of his/fher own performance to the employer three days prior to the assessment date.



Annexure A

2018/19

KEY PERFORMANCE INDICATORS

The key performance areas, the performance objectives, key performance indicators and targets that must be met within the agreed timeframe are described below.

The assessment of these performance indicators will account for eighty percent of the total employee assessment score.

SDarP Municipal Financial Viabiity | Manage and achieve 80% of the KPI's of the | 80% of the KPI's of the direclorate have been 80% 80% 807 B0
Graph and Management Directorate: Financial Services met as per Ignite Daghboard report ° ? " ¢ “P
SDBIP : . . Manage and achieve 80% of the KPI's of the | 80% of the KPV's of the directorate have been
Graph Basic Service Delivery Directorate: Community Services met as per Ignite Dashboard report e el e 80% &V
SDBIP . : . Manage and achieve 80% of the KPI's of the | 80% of the KPI's of the direclorale have been , =
Graph Pl Direciorate: Infrastructure Services met as per Ignite Dashboard report e L1 80% Lokt &P
sppp | Murcpal Tansfomalion | 1uage and achieve 80%ofthe KPI's ofthe. | B0%aofthe KPIS f the dectorate have been | g 80 S0 w0
Graph Development Directorate; Corporate Services mel as per Ignite Dashboard repart ? a “° ¢ Q\
Develop Risk based audit plan (RBAP) for . )
Good Govemance and ; ; . RBAP for 2019/20 submitted to the Audit
T Public Participation UL mcaﬁwﬁsﬂ_m%__._mq__ Cb ) Committee by 30 June 2019 0 0 0 L m
The percentage of the municipal capital
budget actually spent on capital projects by 30
wH Basic Service Delivery June 2019 {(Actual amount spent on projects 9% of capital budget spent by 30 June 2019 0 0 0 70% .w
{Total amount budgeted for capital
projects)X100}

L35 Municipal Financial Viability { Submit the annual financial statemenis to the Statements submitted to the AG by 31 1 0 0 0 ,w

and Management Auditor-General by 31 August 2018 August 2018

Achievement of a paymenl percentage of

S above 70% quarterly {{Gross Deblors Opening m
Ty | MunicmalFinancal Viablly | " gglance + Biled Revenue - Gross Deblors Payment % achieved 70% 70% 70% 70%

3 anag Closing Balance - Bad Debts Wrilten

Offy/Billed Revenue x 100} )

137 Municipal Financial Viabiity | Prepare and submil the adjustiments budget to Adjustments budget submitied by 28 0 0 ! o w

and Management Council by the 28 February 2019 Febmary 2019
TL38 g__amﬂ_zﬂﬂw%”_%ﬂg__e uaummoﬂﬂ%%_%_ i Draft budget submitted by 31 March 2019 0 0 1 0 Q‘
TLG 3::mwﬁw_?___umm_.__._mmwwﬁu_ma=z< Prepare and mcwﬂ Ma__ﬁh:mmmwmuna to Gouncl Final budget submitted by 31 May 2019 ¢ 0 ] 1 Aﬁ
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Annexure A 2018/19

N, 4
o1 Good Govemance and Submit the draft Annual report to Council by Report and oversight report submitied to 0 i 0
Public Participation 31 January Council W
Good Govemance and Sign 57 performance agreements with all .
= Public Parficipaion directors by 31 July s . L 0 m
Approve the deparimental with the Directors to
Good Govemance and approve the KPI's and fargets to ensure the
28 Public Paricipation implementation of the municipal budget by 30 Departmental SOBIF approved 0 0 1 .w
June
Good Govemance and Submit the draft reviewed IDP to Council by . g
2 Public Participation 31 March e 0 ! 0 w
Submit the Mid- Year Performance Report in
D5 Good Govemanceand | o cer77 of the MEMA to the Mayor by Mid-year report submitted to Counci 0 1 0
Public Participation
25 January
Report guarterly on the progress wilh the
Good Govemance and implementation of =.m. cn el u_.m__ n.m<m_oumn L Number of progress reports submitted to -
0§ Public Participation address all the issues raised in the Council 1 1 w
s management letter of the Auditor General to
Council
Municipal Financial Viability | Submit the sec 71 of the MEMA reports 1o the . . W
o7 and Managemen! Councl Number of 71 reports submitled to council 3 3 3
Good Govemance and Formafly evaluate the performance of direclors i w
= Public Participation in terms of their signed agreements MG S P 0 ! .
Compile the Tap Layer service delivery and
09 Good Govemance and budget implementation plan and submil to the Top Layer Service delivery budget 0 0 4 m
Public Participation Mayor within 14 days after the approval of the | implementation plan submitted to the Mayor
main budget
D1o Good Govemnance and Submit quarterly performance reports ito of the |  No of performance reporis submitted to the 1 1 N
Public Participaticn SDBIP to the Council Council
Audit actual performance resulis documented
(ood Govemance and on the SOBIP system quarterdy in lerms of ) . w
o Public Participation section 45 of the Municipal systems Acl and Nuriber of audis reports submitied ! “
submit to the Performance Audit Commitles
Good Govemance and Coordinate the quarterly meetings of the audit .
L Public Participation commillee Number of meetings held i !
-4- 0. 4
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Annexure A

2018/19

ato & 0 i eme z ¥ [
Prepare and submit quarierly progress reports
to the Audit Commiltee on the implemenlation . )
D13 G0 Gayemance and of the RBAP and progress made with the LG L 1 1 N
P proposed comeclive actions in internal audit
reports by the applicable sections
Implement the RBAF for the 2018/19 year 3 .
D14 owmm_mﬂmqﬁ.““wm%h d {{Audits completed for the period / planed i Mmuﬂm _w__umn_____mﬂu_wmhﬂﬂmm planed 0 70% w
audits for the period)x100)
TOTAL 80




Annexure A 018/19

COMPETENCIES

The competencies required from employees prescribed in the Regulations on the appointment and conditions of employment of senior managers, R2'1 of 2014. The

assessment of these competencies will account for twenty percent of the total employee assessment score.

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

LEADING COPETENCIES

Strategic direction and leadersip

.ﬂva_._.am and direct a viston for the institution, and inspire and deploy others to deliver on the strategic mstitulional mandate. It includes:
e Impact and influence

e Inslitutional performance management
¢ Stategic planning and management

¢ Organisational awareness

167

Peaple management

Effectively manage, inspire and encourage people, respect diversily, opfimise talent and build and ::n_:m relaticnships in order to achieve institutional
objectives. It includes:

¢  Human capital planning and development

s Diversity management

«  Employee relalions management

+  Negotiation and dispute management

1.67

Programme and project management

Able to understand program and project management methodology; plan, manage, monitor and evaluate specific activities in order to defiver on sel
objectives. It includes:

«  Program and project planning and implementation

«  Senvice delivery management

+  Program and uB_mn_ monitering and evaluation

Financial management

Able to compile, plan and manage budgets, control cash flow. institule financial nsk amsmmmama and administer procurement processes in accordance
with recognised financial practices. Further to ensure that all financial transactions are managed in an ethical manner. It mcludes

+  Budget planning and execution
«  Financial strategy and defivery
. _u_=m_._n_m_ auozsu and delivery

Change leadership

Able fo direct m:n _a__m_m transformation on all levels in crder to successfully dnve and _au_mama new initiatives and deliver professional and n:m__a.
services to the community. It includes:

e (Change viston and strategy

e  Process design and improvement

167

167

167

e Change wnpact monitering and evaluation i




Annexure A 018/19

Able to promole, direct and apply professionalism in managing risk and compliance requirements and apply a therough understanding of governance

practices and obligations. Furiher, able to direct the conceptualisation of relevant policies and enhance tooperative govemance relationships. i includes:
Govemance leadership e Policy formulation 167

+  Risk and compliance management
«  Cooperalive govemance
CORE COMPETENCIES

Moral competence Able to identify moral triggers, apply reasoning that promotes honesty and integrity and display behaviour that reflects moral compatance, 167
Planning and crganising Able to Emn. prionilise and organise information and resources effectively to ensure the quality of service delievry and build efficient contingency plans to 187

manage risk.

. . ) Able to crilically analyse information, challenges and trends to establish and implement fact-based solutions that are innovative lo improve instilutional
GLEUE e D L) processes in order to achieve key sirategic objectives. =2
B & — — il
. ' Able o promole the generation and sharing of knowledge and information through various processes and media, in order to enhance the collsclive
Knewledge and information management knowledge base of local govemment 1.67
Communicati Able o share information, knowledge and ideas in a clear, focused and concise manner apprapniate for the audience in arder to effectively convey, 157
ommumeaton persuade and influence stakeholders to achieve the desired oulcome. '
Resulls and quality focus Able ta maintain high quality standards, focus on achieving results and objectives while consistency striving to exceed expectations and encourage others 167
eaulls and qually to mest quality standards. Further, to aclively monitor and measur results and quality against identified objectives. ’
TOTAL 20
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LEADING COMPETENCIES
Strategic Diraction and Leadership

| [ ESN)

Provide and direct a vision for the Institution, and inspire and deploy others to deliver on the stra

tegic Institutional mandate
S ACHEVEWENTLEVE SN 4 Fop ; Lo

AA S | COMPETEN . VANCETg ke iy
Urderstand Institutiona! and Giva direction to a team in realising ihe Evaluate all activities lo delermine value Structure and position the insbtution lo
departmental siralegic objectives, bul instiru@ion's strategic mandate and sel and afignment lo strategic infent local govemmant priorities
lacks the abeity o inspire thers to objectivas
achigve sal mandata

Desctiba how specific tasks link \o
institutional strategies but has limited
influence in directing a strategy

Has a basic understanding of
institutional parfasmance management,
but lacks the abity to intagrate systems
Irto a collectve whale

Demonstrats basiz understanding of key
decision makers

Has a positive impact and influence on
the morale, engagement and
participation of ta3m members

Develop action plans 1o execule and
quide stralegy

Assistin defining performance
maasures 1o monilor the progress and
effectiveness of the institution

Displays an awareness of instfytiortal
structures and political faclors

Etlectively communicale barers o Understand instifutional structures and Integrate vanous systems into a
exgcution to relevant parties pelitical factors, and the consequences coflective whole o optimisa instiutional
of actions performance management
Fravide guidanze to 2l stakehalders in Empawer athers (o follow the strateqic Uses understanding of competing
the achigvemenl of the strategic direction and deal with complex interests io marieuver successiully 1o a
mandate situations win/win outcome
Understand he am and objectives of | Guede the instilution Ihrough complex
the: instiution and relate it to cwn wark and ambiguous concem
Use undarstanding of pawer
relationsiups and dynamic tensions
among key players to frame

Display in-depth knowledge and
understanding of sirategic planning

Align strategy and goals across al
functional areas

Actively defing performance measures
fo monitor Ihe progress and
effectivenass of the institution

Consistently challenge stralegic plans to
ensung relevance

commutications and davelop strategies,
pesitions and dliances

Actively use in-depth knowledge and
understanding lo develop and
implement a comprehensive institutonal
framework

Hold selt-accountabie for strategy
execution and resulls

Provide impact and influence through
busiding and masntaining strategic
telationships

Create an environment that facilitates
leyally and inngvation. Display a
supafior level of self-discipling and
ntegnty in actions.
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LEADING COMPETENCIES
Paopla Management

i Effactively managa, inspire and encourage people, respect diversity, optimise tafent and build and nurture relalionships in order to achiave
Institutional objectives

BABNCE E

Participate In team goalsetting and
problem solving

Interact and collaborate with people of
diversa backgrounds

Awara ol guidelines for employea
development, but requires support in
implementing development initiatives

Seek opportunites 19 inctease team
condribulion and responsibility

Respect and suppor the diverse nature
ol others and be aware ol tha banefils of
adiverse approach

Effectively delegate tasks and empower
cthers to increase contnbution and
execute functions eptimalty

Apply relavanl employee legislation

Identify ineffective laam and work
pcesses and recormmend remedial
interventions

Retognise and reward etfective and
desired behavior

Provide mentoring and guidance to
uihers in order i incraase parsonal
effectiveness

lhentify developmert and leaming needs

ERIOHS

Davelop and incorporats best practice
people managemeni processes,
approachas and tocls across the
insttution

Faster a culture of discipline,
fespensibility and accoundability

Understand the impact of diversity in
performancs and actively icorperate a
diversity strategy in the institution

Davelop comprehensive integrated |

fairly and consistentty within the team sirategies and approaches to human |
capital development and management |
EHeciivety idently capacity Inspere a culture of performanca Actively identify lrends and predict i
requirements to lfill the strategic excellence by gving posiive and capacity requirements to facditate
mandate consirkctive feedback to the team unified fransition and periormance
managemenl
Achigve agreement of tansensus in
adversanal environments
Lead and unile divirse ieams across
dwvisions Io achieve iasiibutional
objeciives

-~
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LEADING COMPETENCIES
Program and Project Management

Able to understand program and project managsment methodology; plan, manage, monitor and evaluate specific activities in order to defiver on set
objectives

Initiate projects after approval from
higher authorities

Understand proceduras ol program and
poject managemenl methodology.
implications and stakehaldar
nvolvernent

Understand the rational of projects in
relalion to tha institution's strategc
abjectves

Document and communciita factors and
risk associated with own work

LUse results and approaches of
successtul project implementation as
gude

Establish broad stakeholder invetvemant
and communicals the project status and
key milestones

Delina the roles and responsibiilies of
{he project team and create clanty
around expectations

Find a balance batween project ceadline
ang (he quality of deliverables

Identify appropnate project resources lo
facilitate the efiective completion cf the
defiverables

Comply with statutory requirements and
apply policies in a congistent manner

Monitor progress and use of resourtes
and make needed adjustments lo
melines, steps and resource allocation

Maraga multiple programs and balance
pnonties and conflicts acconting to
institulional goals

Apply eflective sk management
strategies through impact assessment
and resource requiremants

Maxdify project scope and budget when
required without compromising ihe
quakty and objecives of the project
Irvolve top-level authorities and refevant
“takeholders in seeking project buy-in

Identfy and apply contemporary project
maragement methodology

Influence and motivata project leam to
deliver exceptional resutts

Monitor policy implementation and apply
prucedures to manage rsks

Understand and canceptualise the fong-
term implications of desired praject
outcomes

Direct a comprehansive strategic macro
and micro analysis and scope projects
accordingly to realise instiutional
objectives

Influenca peopls in posilions of authornity
1o implernent outcomes of projects

Lead and direct translation of policy inty
workable action plans

Ensures that programs 2re monitored to
{rack progress and optimal resource
utilisation, and thal adjstments are
made as needed
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LEADING COMPETENCIES

Financial Management

Able to compile, plan and manage budgets, control cash flow, institute financial risk management and administer procuremeant processes in
accordanca with recognised financial practices. Further to ensure that all financial transactions are managed in an ethical manner

¥ 1 AL!

methads as they relata o instiutional
precesses and achvilies

Display awareness info the various
sources of inanciat data, reporting
mrechanisms, financial govemance,
processes and systems

Understand the: importance of financial
accountability

Understand the importance of asset
control

Understand basic financial concepts and

ONPETENES

Exhibit knowledge of general financial
concepls, planning, hudgeting and
forecasting and how they interrelats

Assess, identify and manage finangial
nshs

Assume a cost-5aving approach o
linancial management

Prepare financial reports based on
specified formats

Consider and understand the financial
implications of decistons and
suggestions

Ensure ihat delegation and insiructions
as required by National Treasury
quidelines are revewed and updated
Identify and implement proper
merulonng and évalualion practices to
ensura appropriate spending againsd
budget

ENELEVEL

Take active ownership ol planning,
budgeling and forecasting processes
and provides credible answers to
quenes within own responsibility
Prepare budgets that are aligned to the
stralegic objectives of the instiution

Address complex butlgeting and
fingnciasl management concems

Put systems and processes in place to
enhance the guality and inlegriy of
linancial management practicas
Advise on pelicies and procedures
regarding assed conteol

Promote National Treasury's requlatory
Iramework for Financial Management

ERIO

Devalop planning looks lo assist in
evaluating and manitoring future

expenditure trends

Sel budget frameworks for the institubon

Sat strateqe direction for the wstitution |
on expendiure and other Enancial
processes

Build and nurture parmerships fo
improve financial management and
achieve Enancial savings

Actively identfy and implement new
mathods 1o improve asset control

Display professionalism in dealing with
financial data and processes

LA
P
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Display an awareness of changa
inferventions and the benefits of
transformation initiatives

Ablg to identfy basic needs for change

ldenify gaps hatween the cusrent and
deswed state

Identify polential risk and challenges to
transformation. in¢luding resistance to
change fattors

Participate in change programs ang
ploling change inlerventions
Understand the impact of changa
irterventions an Ihe inshiution within the
Epader scope of local govemment

LEADING COMPETENCIES

Change Leadarship

L COMPETENTH
Pertorm an analysis of the change
impact on the social, political and
economic environment
Maintain calm and focus during change

Able 1o assist team members during
change and keep them focused on the
deliverables

Valunteer 1o lead change efforts outside
of own work leam

Able ta gan biy-in and approval for
changs lrom relevant stakeholders
Ideniity change readiness levels and

asust in resolving resistance to change
factors

Design change wlerventions that ara
Aligned with Lhe institution’s strategic
objectives and goals

S ADVARCET
Aclively monitor changae smpact and
resulls and convey prograss to relevant
stakehclders

Secure buy-in and sponsorship for
change miliatves

Continuously evaluate change strategy
and de¢sign and introduce new
approaches to enhance the institution's
efecliveness

Build and nunure relationships with
vanous slakenolders to establish
sirategic alliance in faciitating change
Take the lead in impactiul changa
programs

Benchmark change interventions
against best change practices

Understand the impact and psychology
of thange and put remedial
inlarventions in placa 1o facilitate
eftective ranslormation

Take calculated nsk and seek new ideas
trom best practice scenatios and identfy
the patential bor implamentaton

Sponsor thange agents and crealg a
network of change leaders who support
the interventiong

Actively adapt current structures and
processes 1o incorporate the change
ntarventions

Mentor and guide team memibers on the
ellects of change. resistance factors and
how ta integrate change

Motivate and ingpire others around
changs init:atives

iy -
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LEADING COMPETENCIES

Governance Leadership

Able to promote, direct and apply professionalism in managing risk and compliance requirsments and apply a thorough undarsianding of governance
practicas and cbligations. Further, abla to direct the conceplualisation of relevant policies and enhance coopearative govemanca relationships

[isplay a basic awareness of risk,

compliance and govarnance faciors but govammca_and nisk and compilance institutional objectives ang drivets in complying with governance
requirs guidance and development in factors and implement plans o address tequirements
ireplementing such requrremants these

Understand the structure of cooparative

Display a thorough undsarstanding of

Demonstrate understanding of the

Able (o bnk risk initiatves Into key

Identify, analyse and measure risk,

Dermnstta a high lavel of commitment

Implemant governance and compliance

governmant but requitas guidance on lechniques and processes for optimising create valid nsk lorecasis and map risk | strategy to ensura achievament of
fostering workabla relaionships nsk taking decisions within the inslitution profiles insttutional objectives within the |
between stakeholders legistative framework !
Provida input into policy formulation Actively drive policy formulation within Apply risk control methodoiogy and Able to advise lacal gavernmend an rik
Ihe instituiion 10 ensure the actievement approaches tp prevent and reduce risk management, besl practice nterventions |
of objectives that tmpeda on the achigvement of and compliance management |
nstituicnal chiectives
Tlemenstrals a thorough understanding Abla 1o forge positive relationshops on
of risk relention plans cooparative govemanca lavel to

Identify and implement comprehensive
fisk management systems and
processes

Implement and monitor the formulatos
of pokicies, identily and analyse

enhanca tha eflectiveness of local
government

Able to shape, direct and dnve the
lormulation of pelicies on a macro level

constrainis and challenges with

implementation and provide

recommendations for improvament 1

(o B
1
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CORE COMPETENCIES __l

Moral Competence

Able to identify moral triggers, apply reasoning that

I,

promotes honesty and intsgrity and
WELEVELES %

consistently display behavior that reflects moral compmnu_‘

Realise the impact of acting with
integnty. but requires guidance and
development in implamenting principles
Follow basic rules and regulations of the
institution

Abls 19 identty basic mora! sifuations,
but requires guicanca and davalopment
inunderstanding and reasoning with
moral intent

‘Canduct self in alignment with the
values ol local government and the
institution

Abla to openly admit own mistakes and
waaknesses and seek assstance from
olhers when unable to delivar

Aclively report lraudulent activity and
corruption with lecal government

Understand and honot the confidential
nature of matters wihout seeking
parsonal gan

Able to deal with situations of conflict of
interas! prompily and in the best interest
of local govemment

Fdentify. davelop and appl measure of
zeil-comackon

Able to gaim brust and respect through
aligning actions wiih commitments

Make proposals and recommendations
that ane transparent and gain the
approval of relavant stakeholdars

Presen values. beliefs and ideas that
ara congruent with the institution's rules
and regulations |
Takes an aclive stance against
corrupton and dishonesty when noted

Aclively promole the valug of the
inslitution to internal and extemal
stakeholders

Abka to work 1n unity with a team and not
=2k personal gain

Apply universal moral principles
consistently to achieve moral decisions |

Create an environment conducive of
moral praciices

Actively develop and implement
measuras 1o combat fraud and
comuplion

Sel integrity standards and shared
accountability measures across the
insfitulion to suppon the objectives of
local government

Taka respansibility for own actions and
decisons, aven if the consequences are
unfavorable

=
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CORE COMPETENCIES J
Planning and Organising

Able to plan, pricritise and organise information and resources effecilvely 1o ensura tha quality of service delivery and build efficlent contingency
plans to manage rsk

EASICE % _ C

P ol IPE 3 ¥ HCED T
Able to follow basic plans and organise Actively and appropriately crganise Able to defing institutional objectives, Focus on broad strategies and initiatives
tasks around sel objectives informaticn and resources required for a develop comprehensiva plans, integrate when developing plans and actions
fask and coordinate activities and assign
appropnate msources for successtul
implementation
»  Understand the process of planning and *  Recognise the urgency and imporiance . Idepuly in advance nequired stages and *  Able lo prolect and Iulecastlshurt.
Crganising but requires quidance and of tasks actions to complete tasks medium and long larm requirements of
development in providing detailed and Iha inshiution and local govermment
comprehensive plans
= Able to folicw existing plans and ensue = Balance short and long-term plans and +  Schedule realisbe trmelines, objectives «  Translate policy nte relevant projects to
that objectives are met goals and incorporate inlo the team's and milestones for tasks and projacts faciitate the achisvernent of Institutional
performance objectives objectives
«  Focus on short-lerm objectives in »  Schedula tasks o ensure they are +  Produce clear. detaled and
developing plans and actions pertarmed within budget and with comprehenswve plans to achieve |
efficient use of tme and resounces institutional objectives
e  Amange inlormaticn and resources +  Measures progress and monitor *  Identity possible risk factors and design |
required for 3 task, bul requre further performance results and implement appropriate contingency
struclurg and argansalion plans
= Adapt plans in light of changing
circumstances
«  Priontse tasks and projects according 1o
| theit relevant urgency and impedance
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CORE COMPETENCIES

Analysis and Innovation

Able to critfeally analyse informailon, challanges and trends to establish and implemant fact-based solutions that are innovative to improve
institutional processes in order to achiave key strategic objectives

CHENEMEN LS

Understand the basic operation of
analysis, but back detail and
thofoughness

Able to balance independent analysis
with requesting assistance from others

Recommend new ways to perform lasks
within own function

Propose simple remedial inlerventions
that marginally challarges the status
quo

Lislen lo the ideas and perspectives of
athers and explore opportunities o
enhance such innovative thinking

Demonstrate logical problem sohving
techniques and approaches and provide
ralionala for recommendations

Demonstrata objectivity insight and
fhoroughness when analysing problems

Ablg 1o break down complex problems
into manageable parts and identity
solutions

Consuit internal and extemal
stakehalders on opportunities to improve
processes and service delivery

Claarly communicate lhe benefits of new

opportynifies and innovaive solutions
and stakeholders

Continuously identify opportuntios to
enhance intemal processes

Idenity and analyse opportuniligs
conducive 10 innovative approaches and
progose remedial intervention

SRR ALVA i g
Coaches team members an analytical

ard innovative appmaches and
lechnigues

Engage wilh appropnate individuals in
analysing and resalving complax
problems

Identity solslions on vadous aneas in the
institution

Formulate and implament new ideas
Lhroughout the mstiuion

Abla to gain approval and buy-in for
proposed interventions fom relevant
stakeholders

Identfy trends and best practices in
process and servica defivery and
propose institutonat apphcation

Continuously engaqe in research ko
identify client needs

RIOHE

Demonsirate complex analytical and
problem sofving approaches and
fechniques
Creata an envionment conducive 1o
analylical and fact-based protiem
solving
Analyse. recommend sclutions and
monitar trerds in key challenges to
preven! and manage occumrence
Create an envionment that fosters
innovative thinking and follows a
leatning organisation approach
Be a thoughl leader on inngvalive
customner service delivery and process
optimisation
Play an active rofe in sharing best
praciice solutions and engage in
navicenal and international local
govesnment seminars and conferances

- D=
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Collect, categorise and track relevant
information required for spacilic fasks
and projects

Analysa and interpret infornation to
draw conclusions

Seek new sources of inlomation 1
increase the knowledge base

Regularly share information and
knowledge with intemal stakeholders
and leam membears

CORE COMPETENCIES

Knowledge and Information Management

enhanca tha collactive knowledge base of local government

Usa appropriate information systems
and technolegy to managa inskitutional
knowledge and information shaning

Evaluate data from various sources and
use information efecively to infiuence
decisions and provide solutions.

Actively create mechansms and
structures lor shaning inlormation

Use axternal and intemal resources to
research and provide relevanl and
cutling-edge knowledge to enhance
institutional effectiveness and etficiency

“ ADVANCEDS

Effectvely predict future infommation and

knowledge management requirements
and systems

Develop standards and processes (o
mest future knowledge management
needs

Shara and promote best-practice
knowledge management acoss various
institutions

Establish accurate measures and
manitoring systems for knowledge and
wiosmation management

Creale a culture conducive of leaming
and knowledge sharing

Hold regutar krowledge and information
sharing sessions to elicit new ideas and
share best practice avproaches

Able to promote the generation and sharing of knowledge and information through various procasses and mexla, in order to

Craate and support a vision and cultute
where team members are empowered o |
seek, gain and share knowledge and
infenmation

»  Establish parinerships across local
govemment o laciitate knowledga
management

s Demonstrata 2 malura appitoach

e Recognise and axploit knowledge posnts.
in interactions with internal and extetnal
stakehokders
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Damonsirate an understanding for
communication kevers and tocls
appropriale for the audience, but
requires quidance in ulilsing such tools
Express ideas in a clear and locused
manner, but does not always take the
audienca intp consideration

Disseminate and tonvey information
and knowledge adequately

CORE COMPETENCIES

Communication

MPETENT 3

Express idaas bo ingividuals and groups
in fermat and informal sattings in a
manner that is interesting and motivating

Able to understand, tolerale and
appreciate diverse perspectves,
atlitudes and beliefs

Adapt communication content and style
lo suif the audience and facililale
optimal information transfer

Deliver content in a manner that gans
support, commitment and agreement
from relgvant stakeholders

Compila dlear. focused, concise and
welkstructured wntten documants

Eflactively communicate high-risk and
s2nsibve matlers to relevant
stakeholders

Develop 2 well-defined communication
sirategy

Balance potitical perspectives with
institutional needs when communicating
vIEwDoints on complex issues

Able lo eflecively direct negoliations
around complgx

Market and promiote the inshitution 1o
eatemal stakeholders and seek to
enhance a positive image of the
inslitution

Able lo communicale with iha media
with high levels of maral competence
and discpling

Able to share information, knowledge and ideas in a cleas, focused and concisa manner appropriate for the audienca In order to effectively convey,
porsuade and influence stakeholders to achleve the desired outcome

Regarded as a specialisl in necotiations
and representing the mstitution

#Able to inspire and motivate others
throwgh positive communication that is
impactful and relavant

(raates an environment conducive lo
transparent and produchve
communication and crlical appreciate
convarsations

Able to coomdinale negotialions at
difterent levels wathin keal govemmenl
and extemally

A
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CORE COMPETENCIES

Results and Quality Focus

Understand quakity of work but requires
guidance in attending ta important
matters

Show a basic commatment to achieving
thg correct rasulls

Produce the minmum leved af results
required in the role

Produce outcomes that is of a good
standard

Focus on the quantity of autput but
requines development in incorporating
tha gquality of work

Produce quality work in general
ccumstances. but fails lo mesl
expeciation when under pressure

Facus on high-priority actions and does
net become disircted by lower-prionty
activities

Display firm commitment and prida tn
achieving the corect resuits

Set quality standards and design
pracesses and lasks around actueving
el standards

Produce oulpul ol high qualily

Abie to balance the quantly and quality
and quakity of results in order o achieve
abjectives

Monitors progeass, quality of work and
use of resources: provide status updates
and make adjusiments as reeded

- | \DVANC

‘Consistently verify own standards and
‘auicomes lo ensure quakty output

Frcus on the end result and avoids
being distracted

Demonstrate a determined and
commitied approach Io achieving results
and quality standards

Fallow task and projecis through to
campletion

Set challenging goals and objectives to
szl and team and disptay commitment
{a achieving expectations

Maintain a tocus on qualily outputs
when placed under pressura

Establishing instriutional systems for 1
managing and assigning work. defining |
responsitlities. tracking, momioring and
maasuring success, avaluaung and

valuireg the work of the institution

=13

Able to malntaln high quality standards, focus on achieving resulis and chjectives whila consistently striving to exceed expectations and encourage
others to meet quality standards. Furthar, to actively monitor and measure results and quality against identiflad objectives

Coach and quide nlhe fo exceed
quality standards and restlts

Develop chaienging. client-focused
goals and sels high standards for
personal peiformanca

Commit to exceed the results and
qualily stangards, monitor own
petformance and implement remadial
interventions when required

Work wath ieam lo set ambilious and
challenging leam goals, communicating
long- and short term expeciations

Taka appropriate nshs 1y accomplish
goals

Qvercome setbacks and adjust action
ptans o realise goals

Fotus people on cntical activities that
yield a high impact
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Personal Development Plan
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