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FOR THE FINACIAL YEAR 1 JULY 2019 - 30 JUNE 2020

SENIOR MANAGER: COPRORATE AND COMMUNITY
SERVICES
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2.1

2.2

2.3

24 .

2. PURPOSE OF THIS AGREEMENT

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

To specify objectives and targets established for the Employee and fo

.communicate to the Employee the Employer's expectations of the

Employee’s performance target and accountabilities;

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

A);

To monitor and measure berformance against set targeted outputs and
outcomes;

2.5

286

2.7

To establish a transparent and accountable working relationship;

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

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

COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

3.5

This Agreement will commence on 01 July 2019 and will remain in force
until 30 June 2020 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 af least once a year by not later than the 31t of July of the
succeeding financial year;

This Agreement will terminate on the termination of the Empioyee’s confract
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 section 34 and 42 of the Municipal Systems Act and
Regulation 4(5) of the Regulations.



Performance agreement made and entered into by and between

The Ubuntu Municipality and represented by Mr. Dibere Maposa, the Municipal Manager
(herein and after referred as Employer)

And

(Ms. Nonceba Miriam Mkontwana), the Manager: Corporate and Community Services
(herein and after referred as employee) for the period 1 November 2019 to 30 June 2020.

Where as

a. The employer has entered into a contract of employment with the
Empioyee in terms of section 57(1)(a) of the Local Government: Municipal
_Svstems Act 32 of 2000 (‘the Systems Act’). The Employer and the

Employee are hereinafter referred as "the Parties”;

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

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

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

1. INTERPRETATION

1.1 In this Agreement the foliowing 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;

11.2 “the Executive Authority’ — means the Mayoral Committee of the
Municipality constituted in terms of Section 55 of the Local
Government: Municipal Structures Act 117 of 1998 (“the Structures
Act”) as represented by its chairperson, the Executive Mayor,

1.1.3 ‘“the Employee” means the Manager appointed in terms of Section
82 of the Structures Act;

1.1.4 “the Employer’ means Ubuntu Municipality; and

115 *“the Parties” means the Employer and the Employee.
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PURPOSE OF THIS AGREEMENT

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

2.2 To specify objectives and targets established for the Employee and to
communicate to the Employee the Employer's expectations of the
Employee’s performance target and accountabilities;

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

2.4  To monitor and measure performance against set targeted outputs and

2.5 To establish a transparent and accountable working relationship;

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

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

COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 November 2019 and will remain in
force until 30 June 2020 where-after a new Performance Agreement shall
be concluded between the parties for the next financial year or any portion
thereof;

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

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

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

3.5  Any significant amendments or deviations must take cognizance of the
requirements of section 34 and 42 of the Municipal Systems Act and
Regulation 4(5) of the Regulations.
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PERFORMANCE OBJECTIVES
441 The Performance Plan (Annexure A) sets out —

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

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

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

42 The performance objectives and targets reflected in Annexure are set by

the Employer in consultation with the Employee and based in the ntegrated™ "
Development Plan, Service Delivery and Budget Implementation Plan
(SDBIP) and the budget of the Employer, and shall include:

421 Key objectives that describe the main tasks that needs 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,;

423 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.

PERFORMANCE MANAGEMENT SYSTEM

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

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

.‘ \
5.3 The Employer must consult the Employee about the specific performance

standards and targets that will be included in the performance management
system applicable to the Employee; ‘
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5.4

55

5.6

4

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 Employees assessment will be based on his performance in terms of
the outputs/outcomes (performance indicators) identified as per attached -

the overall assessment result as per the weightings agreed to between the
employer and Employee:

@ Service Delivery and
Infrastructure

B Municipal
Transformation and
Institutional
Development

@ Local Economic

Development

®
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5.7

5

The Competencies will make up the other 20% of the Employee’s
assessment score. The competencies are split into two groups, leading
competencies (indicated in biue 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.

B Strategic direction and

leadership
® People management

« Program and project
management
@ Financial management

@ Change leadership

Dl
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© Moral competence

& Planning and organising

& Analysis and innovation

i= Knowledge and information

management
2 = Communication
4(0)

PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

The Performance Plan (Annexure A) to this Agreement set out —

6.11 The standards and procedures for evaluating the Empioyee's
performance; and

6.1.2 The intervals for evaluating 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 Personat Development Plan as
well as the actions agreed to and implementation must take place within set
time frames;

The Employee’s performance will 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 p@pﬁs%(\d\ W§ @




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

6.6.1. Each KPI or group of KPls shall be assessed according to the extent
to which the specific standards or performance targets have been
met and with due regard o 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 KPls which will then be multiplied
by the weighting to calculate the final score.

8.6.3 The Employee will submit his seif-evaluation to the Employer prior
to the formal assessment;

6.6.4 In the instance where the employee could not perform due to
reasons outside the control of the employer and the employee, the
KPIl will not be considered during the evaluation. The employee
should provide sufficient evidence in such instances; and

6.6.5 An overall score will be calculated based on the total of the individual
score calculated above.

6.7  Assessment of the Competencies:

6.7.1 Each Competency will be assessed in terms of the descriptions
provided (Annexure B) in a 360 degree means that the employee’s
peers and managers reporting to him will assess his/her
Competencies;

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 Anoverall score will be calculated based on the total of the individual
scores calculated above.
6.8 . Overall rating

6.8.1 An overall rating is calculated by adding the overall scores as
calculated in 6.6.5 and 6.7.3 above; and

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

7
6.9  The assessment of the performance of the Employee will be based

on the following rating scale for KPls;_ L\@
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Cutstanding Performance Fully effective  Not fully effective  Unacceptable
performance significantly performance
above

expectations

‘Terminology

Qutstanding
performance

L R Description N
Performance far exceeds the standard expected of an
employee at this level. The appraisal indicates that the
Employee has achieved above fully effective results 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 results against more than half of
the performance criterfa and indicators and fully achieved all
others throughout the year.

Fully effective

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

Not fully effective

Performance is below the standard required for the job in key
areas. Performance meets some of the standards expected for
the job. The review/assessment indicates that the employee
has achieved below fully effective resuits 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 the employee has
achieved below fully effective results against almost all of the
performance criteria and indicators as specified in the PA and
Performance Plan. The employee has failed to demonstrate
the commitment or ability to bring performance up to the level
expected in the job despite management efforts to encourage

; -
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6.10 The assessment of the competencies will be based on the following rating

scale:

Poor

Basic Competent. Advanced Supetrior

Achievement
Level

Poor

Description

Do not apply the basic concept and methods to proof a basic
understanding of local government operafions and requires
extensive supervisions and development interventions.

Basic

Applies basic concepts, methods and understandings of local
government operations but, requires supervision and
development interventions.

Competent

Develops and applies more progressive concepts, methods and
understanding. Plans and guides the work of others and
executes in-depth analysis.

Advanced

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

Superior

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

6.11 For purposes of evaluating the performance of the Employee for the mid-
year and year-end reviews, an evaluation panel constttuted of the
followmg persons will be established — *

-6.11.1 Municipal Manager;

+ 6.11.2 Municipal Manager from another municipality;

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

6.11.4 The Member of the Mayoral Committee (portfolio Chairperson).
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6.12

6.13

The Municipal Manager will evaluate the performance of the Employee as
at the end of the 18t and 3" quarters; 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

The performance of the Employee in relation to his performance agreement
shall be reviewed on the following dates with the understanding that the
reviews in the first and third quarter may be verbal if performance is
satisfactory: '

7.2

7.3

7.4

7.5

July-September 2019 October 2019 {informal) SN
October- December 2019 February 2020 B
January- March 2020 April 2020 (informal)
April-June 2020 December 2020

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

Performance feedback shall be passed on the Employers assessment of
the Employee’s performance;

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

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

DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing development 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.

10




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 {ime 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 fo take
any necessary action with delay.

11.  REWARD |
11.1  The evaluation of the Employee’s performance will inform the basis
for rewarding outstanding performance or correcting unacceptable

.
¢ N e
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11.2 The payment of the performance bonus is determined by the performance
score obtained during the 4t quarter and as informed by the quarterly
performance assessments;

11.3 The performance bonus will be awarded 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

12.

rrEi e et o i -Enployes-terminating-hie-eandoes-duting.the.walidity

period of this Agreement, the Employee’s performance will be evaluated
for the portion during which he was employed and he will be entitied fo a
pro-rata performance bonus based on his evaluated performance for the
period of actual service; and

11.5 The Employer will submit the tdtal 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 matter dealt
with in this Agreement, the Employer will give notice to the Employee to
attend a meeting;

12,2 The Employee will have the opportunity at the meeting to satisfy the
Employer of the measures being taken to ensure that his performance
becomes satisfactory and any programme, including any dates, for
implementing these measures,

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

12.4 In the case of unacceptable performance, the Employefshali -

12.4.1 Provide systematic remedial or development 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

@ W@f@z



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

13. DISPUTE RESOLUTION

13.1 In the event that the Employee is dissatisfied with any decision or action of
the Employer in terms of this Agreement, or where a dispute or difference
arises as to the extent to which the Employee has achieved the
performance objectives and targets established in terms of this
Agreement, the Employee may within 3 (three) business days, meet with
the Employer with a view to resolve this issue. The Employer will record
the outcome of the meeting in writing;

13.2 if the Parties cannot resolve this issue within 10 (ten) business days an

resolve the matter within 30 (thlrty) business days, \

13.3  In the instance where the matter refers to 13.2 were not successfully
resolved, the matter shall be referred to the Executive Mayor to mediate
the issue within 30 (thirty) business days;

13.4 The decision the Executive Mayor shall be final and binding on both
parties; and

13.5 In the event that the mediation process contemplated above fails, the
relevant clause of the Contact of Employment shall apply.

I g



14. GENERAL

141 The content 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 day July of

AS WITNESS:

ML MANAGER

2.

Thus done and signed at\‘hd@}lﬂ W@&IP on the Of dayaagj 2019,

AS WITNESS:

, AP
., Whae

MANAGER

. &




GUIDE TO FINALISE PERFORMANCE AGREEMENTS

Please follow the following steps to finalise the performance agreements:

AGREEMENT

Read the performance agreement and make sure that you understand the content,
especially the evaluation steps, the 360 degree evaluation of the Competencies, the
bonus structure and scoring table.

ANNEXURE A, THE PERFORMANCE PLAN:

Part 1: Operational KPI's

a. Allocate weights to the operational indicators. Higher weights should be allocated

? PN SENEN [y oy Py
to.the.mere-impedant and strategle-KPls-andlewerweighs-toless-strategic

KPI's. The indicators measuring the performance of the sub-directorates should 3
have higher weights as they are important in terms of the overall performance of
the department (directorate). |
b. The weights allocated to the generic managerial KPI's extracted from the SDBIP
should as far as possible be the same for all directors to ensure consistency.
One weight can also be allocated to a group of KPI's.
d. The final total of the weights for operational KPI's must amount to 80.

o

KEY PERFORMANCE {INDICATORS

The key performance indicators are aligned to the following National Key Performance Areas:

‘Ref  National KPA~ ~Key Performance lndlcators .Uhifbf Measure Targets :
No -~ KPI) - _ Qz Q3 Q4

T Weight

ADD Effective management and
Basjc Service | Supervision of the Community | 80% of the KPI's of o ) ) 9
Delivery Services Department the Depariment 80% | 80% | 80% | 80%
have been met
ABDD Effective Management and
Basic Service | Supervision of the Technical | 80% of the KPI's of ) o 0, 0
Delivery Services Department the Department 0% 80% 80% | 80%
have been met
ADD Effective management and 80% of the KPI's of
Basic Service | Supenvision of the Electro the Department o 0 o, o
Delivery Mechanical Service have been met 80% | 80% | 80% | 80%
Department
ADD | Basic Service | Implementation of Capital % ofthe
Delivery Program consolidated capital 0 0 g o
. programme for the 20% {40% | 80% | 100%
municipal
implemented
ADD | Good Effactive Management and 90% of the KPI's of
Governance Supervision of the SDBIP on the sub directorate o o, Q 0
and Public the KPI's of Sub- Directorate: have been met as 90% | 90% | 90% | 90%
Participation Risk Management per ignite
Dashboard report
ADD | Good Effective Management and 890% of the KPI's of
governance Supervision of the SDBIP on the sub directorate 0 0 0 o
and Public the KPI's of Sub-Direciorate: have been met as 90% | 90% | 80% | 90%
Participation Risk Management per lgnite
Dashboard report




Part 2: Competencies

a. All competencies must consider and have equal value.

b. The weights for the Competencies must amount to 20.

c. Please ensure that you understand the measurement criteria and how the
Competencies will be assessed.

ANNEXURE C, THE PERSONAL DEVELOPMENT PLAN:

Complete the personal development plan to address the areas where a sore of 2 or lower
as awarded in previous evaluations, any other development areas identified in the
previous assessment as well as other training agreed to.

SIGNING PROCEDURE

a. Meet with the Municipal Manager or Mayor in the ¢ase of the Mumicipd
Manager, to discuss and agree on the content of the agreement and the
weights allocated.

b. Discuss your development areas with the Municipal Manager or Mayor in the

case of the Municipal Manager and complete Annexure G with training detail

agreed.

Once finalised, both parties must sign the agreement.

d. The agreements must be signed on or before 31 July.

e

«Management is doing things right; leadership is doing the right thing”
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‘The Performance Plant 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.




8L
SlIs B U
peulBIl | Ul O] pBUIRS] | OREBWIOjSURI]
sasAojdwa seaiodwz ledpiunin £
0T %00 | 0T 0 0 0 $0 Jsquinn 30 "ON TVdd | § 0T
uswdopaag
uejd |euoiniisug
juswdopasg R u
sieacadde SIS | Ol3EwJojsusl]
PUE SMIIAS] jo feacidde ledioiunia z
T %00T | T 0 0 0 §0 JBguinN pue MmNy A €05
uawdoEAag N
|EUCNYISUE
uejd Aunb3 B u
sieacsdde uLwholdwy | onelulojsuel]
. pUE SMILAS] Jo |eacudde ledpiunin 0
T % 00T | T 0 0 0 J0 IsquinN PUE M3iADY Tvdd | £ E0T
TT Joequnpn
Jenoud (€)
paniwgns TZT uonoas
pue payelp | Jad se puUnod uonedpiyed
suodals 03 PGS Jlgnd pue
jenuue pue payjeiq IUBLLIBADD z
T %008 | O T 4] 0 $0 JaquinN | wodsy [enuuy pPoOCH ISWdd | T 0T
‘aae1d Bunel
ssuyaaw sgunosw uoniedpiyed
wnio4 2 swniod s aljand pue
ajeluassaday | Anewuasasday 3IUBUIBADD ¥
s %00°C | € 1 T 0 40 J8quInN 407 40 ON poCDISYdN | T 00T
|enpy E 3 1 1 1 1 {1d31) 303E31pU| iaquny
1 19818 uciy 8 jusunuol & | Josg uznuad | 281e] | 281l | a8re] | 83ie] 3Insealu gIueunIOLBd ) ON
BRUUY | |BNUUY | AIPBJI0D | JUBLLIOHIRd | jBUl 34008 BIEE T O £D Fde) 10 Jouun Aoy vd) jeuoneN pIVENI=TE= | tdy
‘ d05 (ALdINYIE NIWQY JO0H) INVIZIIN 38IDNON YNYMLNOMIA 0202/6T0Z

$221A13¢ sjrI0dI0) 7°7°G

0Z/610T — 184S SALITVAIDINAW TYI0T NINNEN



6L

03 UOISSIUgNS AMPEIA 7B
SoUNONUS | puESIMINns | juswasSeuey
|eucnesiuedio | [euoResiuesio [epueuly
ledpiuny |edpiunin jedpiuniy z
T %00T | 0 0 T 0 40 I3qunN Mmanay EVdN | 0T 90T
TUIWLIBACD
Zeleg]
1o D3N 01
pannuqns | dai jedpiunuw uonedniyed
Asnoawir] 1jeip 8L Jjgnd pue ﬂ/
$,d01] Ledp | JO uoISSigns SIUBUIIADD 9 .
1 %00S | T 0 o 0 40 J3QUINN SnOaWILL pooOD IS YdA | 6 S0T
jlounod ut
4a1 jedpunw uohedniyed
Heip olgnd pue
sdaiyedp | 3yijo Buigel PIUBUIBA0D 5
T 200’ | O 1 0 0 Jo jaquinn snoawlll pooo SV | B 50T
pancadde [3UNoa uopedpied
5,da1| Ag melaal 44l olgnd pue
- pamainsl 1702/070T 2IUBUIDACS z
1 %005 | T 0 0 0 40 JaquinN 40 eAoIddy pooD IS Wdd | £ 50T
uawdojanaaq
feuonnIasy|
g u
(198png) po||y | ONBUIIOISURIL
3s0d jeonuo s1sod uedea fedpiuniy 0
%001 %00's | 00T 00T 001 00T 0 a8ejuantad {233 40 % AL 701
ueld Juawdo]aasg
uawdopAsq IBUOINYISU|
[enpy " 1 1 3 3 3 {14} 403=0pU) 12gUInN
| R3el uciPy 8 jusunuo) 8 | 403§ . uaniaq | @adiey | a&iEl asiep | a8l ainseawl @auewlopzd 2 ON
enuuy | [enuuy | Amdauoy | ouewsopad | Jeud | 24035 | W3PM | Y0 £0 [4e] 10 jouun Aay vdy JeuoneN | susse | 1 |

435 (ALdNV3IE NIWAY JO0H) INVI¥IN I83ONON YNVMLNOMIA 0202/6T02

L 0Z/610Z — d19dS SALITVAIDINAW TVI0T (ALNAEN.



08

B U
paues) " paulen | onRWLIOSUBI]
SIQ[DUNOD SI1O[IDUNCY redpiuniy T
Z %00T | € 0 0 0 J0 JaquInN 40 "ON Fvdd | ST £L0T
luswdozaag
jIDUNnoo [eUOIINISY|
Ag (d33) Bu
suejd Annba ueld Aynba | onewsojsusl)
, Wwswhio|dwy 1uswAodwz [edRtuniy 0 n
T. %007 | T 0 0 o 40 JsqWinn 4o uondopy VAL | PT LO0T
jeacudde Joy
jlpunoo o3 ueq Aupigein g
sueld | uswdojeaag 1uswiaSeuen
wawdoaasp S|ipIS [EPDUBUIS
S| 3yl Hwgns fedpiuniy 6
T %00T | 0 T 0 0 40 JAgQWnN PUE Mainay BV | ET S0T
uawdoEaaq
euonninsy)
papnpuol palonpuol 2 U
© ;M §1S3]1 | OIBWUIOJSUBT]
AUuIOmM peol Aymompeou jediunia] 9
%408 . %00°S | 08 0g 08 08 Jd Jaquiny JOIN Yvdd | TT 90T
uawdo|ansg
[euonnisy
QU
pamaual Oj1BWIOISURS |
SISUSIT pamaual reduniy g
%08 %007 | 0% 08 08 08 40 fl2quinN ;  S9sSUaI)| 4O JN TV TT 90T
|eacidde
4oy 1Dunod
|eniy ] b1 1 1 3 3 {1d¥1) 103E21pUI Jaguiny
i 1=8ie) uonIYy 3 juslwruo) @ | 103§ uaniagd | adie) | ofiey | afue) | afiey ainseaw aUEWIOHS E) ON
BRULY | [BRUNY | AIPIBLIO) | JuewLiopsd | jeud 21025 WSiem 0 £0 0 O joun Aay Yd) |euonen JuIOY 1d%
40¢ {ILdINVIE NIWaV J00H) IWVIMIN 383DNON YNVMLNONIN 020Z/610¢

02/6102 - d19dS S.ALITYAIDINAW TVDO0'T NLNNEN




3 &

18
. Bu
paajosal pSAjOSSl | OlBLUIOISURIL
saueAals Sa0UBRASHE jedpiuniy 0
%4001 %00'€ | 00T | 00T |0OT | 00T 10 JBqUINN 0% wvdi | 02 €11
-uonesignd uofiedpiled
10§ 1214151p 3UL Jgnd pue
sspe o1 Apjanenb IIUBLISAOD 0 ﬂ P
P _ %00T | T T T T JoJaquiny | seprue Alddng poon:swdd | 6T Tt
ueyd .
ssaa04d 4qI
ozoz/sTOz | uonedpried
sueld sy Jgnd pue
ssa001d 4Q| j0 uondope 3UBLLISAOD) )
1 %00'S | O 0 0 I 10 J3qunn snoawll | PooD:iS Ve | 8T o1t
piay uonedpiyed
SsapiuIuo) S3ITUWUWIOD al[gnd pue
unans dal guueals 2OUBUISACD l
4 %00's | T T T T . 40 J3qWInN dal J0 IN pooD :Svdd | LT 0tt
198png
B JO SuLB
uj pajueas
{ssauisng
[BDO] WO
[IoUno? voddns UBWRIN01d)
015 NS wvoddns | iuswdopasg
voday ) uo syodal ININS J1Woued3 s
¥ %007 | T T 1 T JO 0Ny uo poday (207 1T ¥d) | 9T 0Tt
wswdopaag
[EUORITISU]
fenoy 2 3 3 3 1 1 {138} 103201pU| Jagunn
| w@dleL uoIPY 3 | wBWwona | Joss uaosag | assey | afiep | afiey | sHiel ainse3 SJUBULINLIDY a ON
enuuy | jenuuy | ARPDR1I0) | JUBLLLIOLIS] Jeuld | 24035 wsem O £0 zZ0 0 jouun A Vd [BUOEN oualalad IdX

4005 (ALdNVIE NINGY J00H) INVIYIA 39IDNON YNVMLINONW 0zZ0zZ/6102

0Z/610Z - dI9dS SALITVAIDINANW TYO0T (LLNOEN



8

suoneddde B u
- diysiaquiaw sdiysisquusw | ORewIosuBly
Ateagy mau Areaqy |ediun|y 0
00T %00°C | 00T 74 0s ST 40 JaquunnN Mau JO "ON v vdy | S2 81T
uswdoRaag
jeuonRnysul
Ue[d 248D B U
sueid aJed JBWOSNY | onewoisuRL, ﬂ
_ Jaui01sn2 B 1uswaidu] |eduny €
T %007 | 0 0 T 0 30 1aquiny 7 dojaaag W vdd | ¥T $IT
1218189y uawdojanag
UOIIB[N2ID BY3 [EUDIINIIIS U
PSUINIAIPUB | o4 e AdisiBau U
P3N 01 pausnial | onewuosusi|
S92l JO ‘paagnIn redpuniy 1
o400T %00°S ¢ 00T 00T 00T 00T 28ejuanlad S2|14 10 % TV | EC ¥IT
swdalPasq
[EUOERISU]
mUu
padojaaap Adjjod AnsiSay | onewliosuel]
sajarjod anoJdde jedpiungy 0
T %009 | O 0 T o 30 I3qWNN | pue e dojaasg vl | 22 PTT
wawdopasqg
Eh] 11T jBUOIINYISU]
AnsiSal ayy e 2 U
PRII0UOD | 1513u00 ss3008 | opewIojsURIL
552008 Jojuow pue " edpunpy T
1 %001 | O 0 o I 30 Ioquinn 1usWwadw| FvdA | T2 1T
swdojaasg
JEUOIINUISUY
(=Y 3 1 1 3 1 3} (tdy) Jo1ed1pUy Jaquinpy
H LEELE-T) ucIyTy JUILLILUOY) 3 1005 uaned | a8se) | =8iel | afie] | afiey ainseaw asuBLLIOLD = ON
Bnuuy | |enuuy ADSII0D) | DuBlIIOUAd | [EUIY aJoog hIEEETTY O €D 0 10 Jo 1un Aay Yd¥ jeucnhenN Jualatay IdM

dO; (FLAINVIE NIAQY JOOH) IWVIRIN TFIDNON YNVYMLNOMIN 0202/6102

0Z/610Z - d19QS SALITVAIDINAM TVI0T LLNNEN




£8
QU
pue pie 1siy | Cnewlosuel]
% sdas A12jes | uj peuresy sdas jedpuniy
0T oo'eZ | 000 ot #] 0 0 40 JaquUnnN Ayojes 10 "ON pYdid Ot [aas
swesfold wswdoaAsa
feuOnNIASY|
3unioa| suesgoad 3 U
Buipusne Suunyos; | ohewlosuell
%, s|doad Suipuane jediuniy T
[4 Q0'€E | 000 | 02 0z 0z 0T joJaquinN | 3jdoad jo "ON SALLE mﬂ_m/ /
1Uawdojaasq /
{euonmsy] y
QU
UCIE[N2ID yuow | onpewlosuell
% ui soeq | Jad palgnain {edpuniy 0
CET 00'¢ | 0070 091t 091 05T 09T J0 13qUINN s}j00q 40 "ON T vd) | 8C 911
awdopasg
[BUOINIASY|
Qu
S13SN |IBWD |  giasn(iew-s | onewlosuell
pue jauJtalul pue 19UJS3u; jedpuniy ¥
0ST %000z | 0T | 0ST | 0ST | OST 40 J3GWNN j0°oN PV | LT ST
uswdoeaag
JBUOTININSY]
swes8oud -p9INPOIUL 5 U
awdojaaap SwelS0ld | OnRULIOSUEL]
- Aeiq| | juawdojanag jedpiuniy z
rd %00¢C | T 0 T 0 30 JaQuUINN Aleign 4o "ON rvdd | 92 917
uawdoEnsg
|euciniisuy]
|enoy 1 1 3 1 3 (1)) Jo1eaipu| Iaquiny
[ jadie) uoneY @ JUSLWWIOYD 3 uaniag | =Sie) | =fiep agdiz) | a%ielL sinseaul SIUBLLIONB ) ON
enuuy | [ENUUY | AIDRMD) | DUBLLIOLB4 21005 | WBPM 48] £ Z0 0 Jo Hun Aay Wd) |BUCIIEN suaiesPd | idd

S (LdIAVIE NIINGY JO0H) WVIHIWN 383DNON YNYMLNOMIN 0Z0Z/610%

S 0Z/670Z - d19dS SALITVAIDINOW TYDI0T LLNAEN



8

] udwdojaaag
|eucnmsy;
aoejd Bupes QU
sBuidsw | onewaosuell
s3unsau wnio4 |edpiunp 2
7T %0077 | € £ € € 0 J3gUWInN | Inoge7 o "ON Yvdd | vE T
JuswdoRAS(]
SI}I0M {BUO[INIISH|
PRIIL0D B u
pausis paiuodde | oneustojsuer)
S1OEIJUOD tO unMm pauBs jedpruny /
900T %00°€ | 00T 00T 00T 00T 98e1UB0U3d | SIPRAUOD JO % YV | EE [443
awdo@asg
|eUDIINLISU]
2 U
SSUNBBW | pioy sSupssw OBLWILIOJSUEBL|
% AjeyeS 9237IWO3 jedpiuniy 9
ras 00t | 000 € € 3 £ 40 ISqUInN Aypjes jo "oN Tvdd | ZE [44%
"SIQfI2UNGCD
pue
soaAodwa
fedmiunw
10 ssaujam wawdojaasqg
10 SBEIAIDE |BUCHRSU|
usIE3IBY B U
pue uods | opewaojsuest
% saniaoe paynuap] jeduniy G
z 00'Z | 000 T 0 T 0 30 JsqunN Juzws|dus WV | TE [44}
Aajes 1 1uawdojsnag
|euonednido [BLONIASU|
jenoy 3 1 1 1 3 3 {1d¥) s01221pU3) Jaquiny
| i183Jej uoIPdYy 8 Juswwe] & 1035 uadisd | adiey | o8ie) | =2ie] | aFep aJnsealu = HTHTATEY | 2 OoN
enuuy | fenuuy | A1D8130D) | JuBuwuopad | jEuld 24005 | 1yStam YO €0 [ds; T jouun Aay Yd [eUoieN JuzIfEY 13
dO4 (ALdNY3IE NIAOY J00H) WVINTA 383DNON VNYMLNONIN 0Z0T/610¢

02/610Z - d180dS SALITYAIDINAW TVI0T NINNEN




58

paigjdwod | ustudaEAsg

pue |euDHISUL

SI5ED | pajeBnsenur B U

Aseuydiasip sosen | opewiosuely
. J0 Aleundsig redpiuninl 6
00T %007 | 00T | 00T | 00T | OOT a8ejusdiad 0% VM | SE 44"

jenpy a ! 3 3 3 1 (1) 403e31pUl saqunp

1 ja8ael uopPy @ wewwey @ | Jodg uaalaq | aSiey | =8iel | siey a81e) aJnseawd FIUBWSOHEd 3 oN
enuuy | [enuuy | Apauo) | duBLLIOUEd |eul; | 24005 | WE@M | ¥O £0 o .| D o yun Aay Vd) |euchieN ualRey | kM

a0s (3LdINV3E NINQAY JOOH) WYIHIN 3SIONON YNYAMLNOMIA 020Z/6T02

o 0z/610Z - d18dS SALITYAIDINANW T¥I0T LNAEN




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,

SDBIP Effective No of 90% of the N/A- | 90% | 90% | 90% | 90%
Graph (Governanne schaduled KPRl ofthe
sub- division have
committee been met
meetings
taking place.
SDBIP Effective No. of 90% of the
Graph Governance scheduled KPI's ofthe | N/A | 90% { 90% | 90% | 90%
council division have
meetings been met
taking place.
SDBIP Effective Average 90% of the
Graph Governance days of KPI's ofthe | N/A | 90% | 80% | 90% | 90%
Council division have
minutes been met
distributed.
SDBIP Effective Human | Review and | 90% of the
Graph Resource approve of KPI'softhe | N/A | 90% | 90% | 90% | 90%
Management Employment  division have
and Equity Plan. | been met
Development
SDBIP Effective Human | Review and 90% of the :
Graph Resource approve of KPI's ofthe | N/A |90% | 90% | 90% | 90%
Management Skills division have
and Development | been met
Development Plan
SDBIP Effective Human | % of new 90% of the
Graph Resource staff provided | KPI's ofthe | N/A | 90% | 90% | 90% | 90%
Management with induction | division have
and courses. been met
Development S/
SDBIP | Municipal Effective 90% of the (\
Graph Transformation | management | KP!I's of the N/A | 90% | 90% | 90% | 90% =
& Institutional and division have
Development supervision been met :
of Refuse : /
Removai ) \\gg i



Governance leadership

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

o Policy formulation

o Risk and compliance management

e Cooperative governance

1.67

CORE COMPETENCIES

Moral competence

Able to identify moral triggers, apply reasoning that
promotes honesty and integrity and display
hehaviour that reflects moral competence.

1.67

Planning and
oraanising

Able to plan, prioritise and organise information and

i resources effectively to ensure the quality of service

1.67

delivery and puiid efiicient coritingency-plans-t@umemmmm s

manage risk.

Analysis and
innovation

Able to critically analyse information, challenges
and trends to establish and impiement fact-based
solutions that are innovative to improve institutional
processes in order to achieve key strategic
objectives

1.67

Knowledge and
information
management

Able to promote the generation and sharing of
knowledge and information through various

processes and media, in order to enhance the
collective knowledge base of jocal government

1.67

Communication

Able to share information, knowledge and ideas in a
clear, focused and concise manner appropriate for
the audience in order to effectively convey,
persuade and influence stakeholders to achieve the
desired outcome.

1.67

Results and quality
focus

Able to maintain high quality standards, focus on
achieving results and objectives while consistency
striving to exceed expectations and encourage
others to meet quality standards. Further, to actively
monitor and measure results and quality against
identified objectives.

1.67

~ TOTAL




Competence Framework

Vit




Cluster

Leading Competencies

Competency Name

Strategic Direction and Leadership

Competencies Definitions Provide and direct a vision for the institution and inspire and deploy others

to deliver on the strategic institutional mandate

ACHIEVEMENT LEVEL

[BASIC

" COMPETENT | ADVANCED [ SUPERIOR




e Understand o
institutional
and
departmental
strategic
objectives, but
lacks the
ability to N

Give direction
to ateamin
realising the
institution’s
strategic
mandate and
set objectives
Has a positive

Evaluate all activities
to determine value
and alignment to
strategic intent
Display in-depth
knowledge and
understanding of
strategic planning

inspire others impact and Align strategy and
to achieve set influence on goals across all
mandate the morale, functional areas

¢ Describe how engagement Actively define
specific task and performance
link to participation of measures to monitor
institutional team members the progress.and.......i....
strategies but ¢ Develop action effectiveness of the
has limited plans to institution
influence in execute and Consistently
directing guide strategy challenge strategic
strategy implementation plans to ensure

¢ Has a basic e Assistin relevance
understanding defining Understand
of intuitional performance institutional
performance measures fo structures and
management, monitor the political factors and
but lacks the progress and the consequences of
ability to effectiveness of actions
integrate the institution Empower others to
systems into a + Displays an follow strategic
collective awareness of directions and deal
whole institutional with complex

+ Demonstrate structures and situations
a basic political factors Guide the institution
understanding « Effectively through complex and
of kfey communicates ambiguous concern
decision- barriers to Use understanding
makers execution to

relevant parties
Provide |
guidance to all
stakeholders

of power
relationships and
dynamic tensions
among key players
to frame
communications and
develop strategies,
positions and
alliances

Structure and

-position the

institution to local
government
priorities

Actively use in-
depth knowledge
and understanding
to develop and
implement a
comprehensive
institutional
framework

Hold self-

_.accountable for

strategy execution
and results

Provide impact and
influence through
building and
maintaining
strategic
relationships
Create an
environment that
facilitates loyalty
and innovation
display a superior
level of self-
discipline and
integrity in actions
Integrate various
systems into a ;
collective whole to
optimise
institutional
performance
management

Uses
understanding of
competing interests
to manoeuvre
successfully to a
win/win outcome

Cluster

Leading Competencies

Competency Name

People Management

Competencies Definitions

Effectively manage, inspire and encourage people, respect diversity,
optimise talent and build and nurture relationships in order o achieve
institutional objectives

ACHIEVEMENT LEVEL

o B



BASIC CONPETENT ADVANCED SUPERIOR

» Participate in o Seek  Iidentify ineffective ¢ Develop and
team goal opportunity to team and work incorporate best
setting and increase team processes and practice people
problem contribution recommend remedial management
solving and interventions processes,

¢ Interact and responsibility ¢ Recognise and approaches and
coliaborate e Respectand reward effective and tools across the
with people of support the desire behaviour institution
diverse diver nature of » Provide monitoring o Foster a culture of
backgrounds others and be and guidance to discipline,

¢ Aware of - aware of the others in order to responsibility and
guidelines of benefits that of increase perspnal accountability
employee a divers effectiveness e Understand the

wemgovelopment. .. approach. ¢ ldentify development impact of ability in

but requires

o Effectively

and learning needs

peoITTdAicE @i

support in delegate tasks within the team actively incorporate
implementing and empower e« Build a work a diversity strategy
development others to environment in the institution
initiatives increase conducive to sharing, o Develop
contribution innovation ethical comprehensive
and execute behaviour and integrated
functions professionalism strategies and
optimally » Inspire a culture of approach to human
e Apply relevant performance capital
employee excellence by giving development and
legislation fairly positive and management
and constructive + Actively identify
consistently feedback to the team trends and predict
e Facilitate team e Achieve agreement capacity
goal-setting or consensus in requirements to
and problem- adversarial facilitate unified
solving environments transition and
o Effectively ¢« Lead and unite performance
identify adverse teams management
capacity. across divisions to
requirements to achieve institutional
fulfil the objectives
strategic
mandate
L.
Cluster | Leading Competencies

Competency Name

Program and Project Management

Competencies Definitions

objectives

Able to understand program an
manage, monitor and evaluate specific ac

d project management methodology; plan,
tivities in order to deliver on set

ACHIEVEMENT LEVEL

o ohs




BASIC COMPETENT ADVANCED SUPERIOR
o Initiate o Establish broad ¢« Manage multiple o Understand and
projects after stakeholder programs and concepiualise the
approval involvement and balance priorities long-term
from higher communicate the and conflicts implications of
authorities project status according to desired project
e Understand and key institutional goals outcomes
procedures milestones ¢ Apply effective risk e Directa
of program * Define the roles management comprehensive
and project and strategies through strategic macro and
managemen responsibilities impact assessment micro analysis and
i of the project and resources scope projects
methodology- team and create requirements ) accordingly to
, implications clarity around ¢ Modify project scope realise institutional
and expectations and budget when objectives
stakeholder | Find a balance required without « Consider and
involvement between project compromising the. initiate projects that
¢ Understand deadline and the quality objectives of focus on
the rational quality the project achievement of the
of projects in deliverables « Involve top-level long-term
relation to ¢ |dentify authorities and objectives
the appropriate relevant * Influence people in
institution's project stakeholders seeking positions of
strategic resources to project buy-in authority to
objectives facilitate the « Identify and apply implement
¢ Document effective contemporary project outcomes of
and completion of the management projects
communicat deliverables methodology * |ead and direct
e factors and o Comply with * [nfluence and translation of policy
risk statutory motivate project into workable
associated requirements team to deliver actions plans
with own and apply exceptional results * Ensures that
work policies in a and programs are .
¢ Useresults consistent » Monitor policy monitored to track ~
and manner implementation and progress and
approaches ¢ Monitor progress apply procedures to optimal resources,
of successful and use of manage risk utilisation and that
project resources and adjustments are
implementati make need made as needed
on as guide adjustments to
timelines, steps
and resource
allocation
Cluster Leading Competencies

Competency Name

Financial Management

Competencies Definitions

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

e



ACHIEVEMENT LEVEL

BASIC COMPETENT ADVANCED SUPERIOR

e Understand o Exhibit knowledge s Take active o Develop planning
basic of general ownership of tools to assist
financial financial concepts, planning, budgeting evaluating and
concepts planning, and forecast monitoring future
and matters budgeting, and processes and expenditure trends
as they forecasting and provides credible o Set budget
relate o how they answers to queties frameworks for the
institutional interrelate within own. institutions
processes ¢ Assess, identify responsibility e Set strategic
and activities and manage ¢ Prepare budgets direction for the

» Display financial risks that are aligned fo institution on
awareness o Assume a cost- the strategic expenditure and

inte-the savina.approach.__ | _objectives of the other financial

varlous e financial RS T plocesses
sources of management « Address.complex ¢ Build and nurture
financial o Prepare financial budgeting and partnerships to
data, reports based on financial improve financial
reporting specified formats management management and
mechanisms ¢« Consider and concerns achieve financial
, financial understand the + Put systems and savings
governance, financial processes in place s Actively identify and
processes implications of to enhance the implement new

and systems

decisions and

quality and integrity

methods to improve

e Understand suggestions of financial asset control
the « Ensure that management » Display
importance delegations and practices professionalism in
of financial instructions as + Advise on policies dealing with
account- required by and procedures financial data and
ability National Treasury regarding asset Drocesses
. guidelines are control
g reviewed and + Promote National
updated Treasury's
» |dentify and regulatory
implement proper framework for
monitoring and financial
evaluation management
practices fo
ensure
appropriate
spending against
budget
Cluster L eading Competencies

Competency Name

Change Leadership

Competencies Definitions

Able to direct and initiate trans
successfully drive and implement new initia
and quality services io the community

formation and all ievels in order to
tives and deliver professionalism

NS
VIADA




ACHIEVEMENT LEVEL

BASIC COMPETENT ADVANCED SUPERIOR

¢ Display an ¢ Perform an analysis e Actively monitor e Sponsor
awareness of of the change change impacts and change agenis
change impact on the results and convey and create a
interventions social, political and progress to relevant network of
and the economic stakeholders change leaders
benefits of environment * Secure buy-in and who support
trans- e Maintain caim and sponsorship for the
formation focus during change initiatives interventions
initiatives change o Continuously o Actively adapt

¢ Ableto ¢ Able to assist team evaluate change current
identify basic members and keep strategy and design structures and
needs for them focused on and intreduce new processes to
change the deliverables approaches to incorporate the

e |dentify gaps
between the
current and
desired state

e Identify
potential risks
and
challenges fo
trans-
formation,
including
resistance to
change
factors

+ Participate in
change
programs and
piloting
change
interventions

¢ Understand
the impact of

Volunteer to lead
change efforis
outside of own work
team

Able fo gain buy-in
and approval for
change for relevant
stakeholders
Identify change
readiness levels
and assist in
resolving resistance
to change factors
Design change
interventions that
are aligned with the
institution’s
strategic objectives
and goals

enhance the
institution’s
effectiveness

Build an nurture
relationships with
various stakeholders
to establish strategic
alliance in facilitating
change

Take the lead in
impactful change
programs
Benchmark change
interventions against
best change
practices
Understand the
impact and
psychology of
change and put
remedial
interventions in place

change
interventions

e Mentor and
guide team
members on
the effects of
change,
resistance
factors and
how to
integrate
change

e Motivate and
inspire others
around change
initiatives

change to facilitate effective

interventions transformations

on the ¢ Take calculated risk

institution and seek new ideas

within the from best practices

broader scope scenarios and

of local identify the potential

government for implementation
Cluster Leading Competencies

Competency Name

Governance and Leadership

Competencies Definitions

Able to promote, direct and apply professionalism in managing risk and
compliance requirements and apply a thorough understanding of
governance practices and alfigations. Further, able to direct the

7

Tt
e



relationships

conceptualisation of relevant policies and enhance cooperative government

ACHIEVEMENT LEVEL
BASIC COMPETENT ADVANCED SUPERIOR

» Display a basic ¢« Displaya e Able to link risk o Demonstrate a high
awareness of thorough initiatives into key level of
risk, understanding institutional commitment in
compliance and of governance objectives and complying with
governance and risk and drives . governance
factors but compliance « Identify, analyse requirements
require factors an and measure risk, e [mplement
guidance and implementation create valid risk governance and
development in plans to forecasts, and map compliance
implementing address these risk profiles strategy to ensure
such e Demonsirate..... ..o Apply risk control achievement of

re'quirements
e Understand the
structure of

understanding
of these
techniques and

methodologyand |

approaches to
prevent and reduce

institutonal
objectives within
the legislative

cooperative processes for risk that impede on framework
governance but optimising risk the achievement of e Able to advice
requires taking decision institutional Local Government
guidance on within the objectives on risk
fostering institution « Demonstrate a management
workable « Actively drive thorough strategies, best
relationships policy understanding of practice
between formulation risk retention plans interventions and
stakeholders within the « ldentify and compliance
¢ Provide input institution to implement management
into policy ensure the comprehensive risk « Able to forge
formulation achievement of management positive
objectives systems and relationships on
processes cooperative
+ Implement and governance level to
monitor the enhance the
formulation of effectiveness of
policies, identify local government
and analyse « Able to shape,
constraints and direct and drive the
challenges with formulation of
implementation and policies on a macro
provide level
recommendations
for improvement
Cluster Core Competencies

Competency Name

Moral Competence

Competencies Definitions

Able to identify moral triggers, apply
integrate and consistently display behaviour that refle

reasoning that promotes honestly and
cts moral competence

ACHIEVEMENT LEVEL

Vi

s




BASIC COMPETENT ADVANCED SUPERICR

* Realise the e Conduct selfin o |dentify, develop and e Create an
impact of alignment with apply measures of environment
acting with the values of self-correction conductive of moral
integrity, but Local e Able to gain trust and practices
requires Government respect through = Actively develop
guidance and and the aligning actions with and implement
development institution commitments measures to
in ¢ Able to openly s Make proposals and combat fraud and
implementing admit own recommendations corruption
principles mistakes and that are transparent o Set integrity

¢ Follow the weaknesses and gain the standards and
hasic rules and seek approval of.relevant shared
and assistance from stakeholders accountability

regulations of

others when

» Present values,

measures across

the institution unable to believes and.ideas the institution to
» Ableto deliver that are congruent support the

identify basic o Actively report with the institution’s objectives of local
moral fraudulent rules and regulations government
situations, but activity and ¢ Take and active ¢ Take responsibility
requires corruption stance against for own actions and
guidance and within local corruption and decisions, even if
development government dishonesty when the consequences
in e Understand note are unfavourable
understanding and honour the ¢ Actively promote the
and reasoning confidential value of the
with moral nature of institution to internal
intent matters without and external

seeking stakeholders

personal gain e Able to work in unity

s Able to deal with a team and not

with situations seek personal gain

of conflict of * Apply universal

interest moral principles

promptly and in consistently to

the best achieve moral

interest of local decisions

government

Cluster Core Competencies

Competency Name

Planning and organising




Competencies Definitions

Able to plan, prioritise and organise information and resources effectively
to ensure the quality of services delivery and build efficient contingency
plans to manage risk

organising but

A O
T AT A

urgency and
importance.of .

for successful

ACHIEVENMENT LEVEL
BASIC COMPETENT ADVANCED SUPERIOR

« Able to follow e Actively and o Able to define « Focus on broad
basic plans and appropriately institutional objectives, strategies and
organise tasks organise develop initiatives when
around set information and comprehensive plans, developing plans
objectives resources integrate and and actions

» Understand the required for a coordinate activities « Able to project
process of task and assign and forecast
planning and ¢ Recognise the appropriate resources short, medium

and long term
requirements of

guidance and
development in
providing
detailed and
comprehensive
plans

« Able to follow
existing plans
and ensure that
objectives are
met

¢ Focus on short-
term objectives
in developing
plans and
actions

e Arrange
information and
resources
required for a
task, but
requires further
structure and
organisation

L

tasks

e Balance short

~ and long-term

plans and goals
and incorporate
into the team’s
performance
objectives

» Schedule tasks
to ensure they
are performed
within budget
and with
efficient use of
time and
resources

» Measures
progress and
monitor
performance
results

\dontify in advance I E—

required stages and
actions to complete
task and projects
Schedule realistic
timelines, objectives
and milestones for
tasks and plans
Produce clear,
detailed and
comprehensive plans
to achieve institutional
objectives

Identify possible risk
factors and design
and implement
appropriate
contingency plans
Adapt plans in light of
changing
circumstances
Prioritise tasks and
projects according to
their relevant urgency
and importance

the instituton
and local
government
Translate policy
into relevant
projects to
facilitate the
achievement of
institutional
objectives

Cluster

Core Competencies

 Competency Name

Analysis and innovation /|




Competencies Definitions

Able to critically analyse information, challenges and trends to establish.and
implement fact-based solutions that are innovative to improve institutional
processes in order to achieve key strategic objectives

ACHIEVENMENT LEVEL

BASIC COMPETENT ADVANCED SUPERIOR

* Understand e Demonstrate o Coaches teams ¢ Demonstrate
the basic togical problem members on complex analytical
operation of solving techniques analytical and and problem
analysis, but and approaches innovative solving approaches
lack details and provide approaches and and techniques
and , rational for techniques e Create an
thoroughness recommendations e Engage with environment

o Ableto * Demonstrate appropriate conductive to
balance objectivity, insight individuals in analytical and fact-
independent and thoroughness analysing and based problem-
analysis with when analysing solving, complex solving
requesting problems problems ¢ Analyse,
assistance e Able to e ldentify solutions recommend
from others breakdown On various areas solutions and

e Recommend

complex problems

of the institution

monitor trends in

new ways to into manageable e« Formulate and key challenges to
perform tasks parts and identify implement new prevent and
within own solutions ideas throughout manage occurrence
function » Consult internal the institution » Create an
¢ Propose and external ¢ Ableto gain environment that
simple stakeholders on approval and buy- fosters innovation
remedial opportunities to in for proposed thinking and follows
interventions improve interventions from a learning
that processes and relevant organisation
marginally service delivery stakeholders approach
challenge the s Clearly  Identify trends and » Be a thought leader
status quo communicate the best practices in on innovative .
¢ Listen to the benefits and new process and customer service -
ideas and opportunities and service delivery delivery and
perspectives innovative and propose process
of others and solutions institutional optimisation
explore application » Play an effective
opportunities « Continuously roll in sharing best
to enhance engage in practice solution
such research to and engage in
innovative identify client national and
thinking needs international local
government
seminars and
conferences
Cluster Core Competencies

Competency Name

Knowledge and informajicmVianagement
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Competencies Definitions Able to promote the generation and sharing knowledge and information
through various processes and media, in order to enhance the collective
knowledge base of iocal government
ACHIEVEMENT LEVEL
BASIC COMPETENT ADVANCED SUPERIOR
e Coliect, ¢ Use o Fffectively predict » Create and support
categorise appropriate future information a vision and culture
and track information and knowledge where team
. relevant systems and management and members are
- information technology to systems empowered to
“required for manage « Develop standards seek, gain and
~ specific tasks institutional and processes to share knowledge
+ and projects knowledge and meet future and information
« Analyse and information knowledge « Establish
interpret s S VG IR Gsomon s msssssmsmnt s ..management needs | partnership across
information to « Evaluate data « Share and promote "local government o
draw from various best practice facilitate knowledge
conclusions sources and knowledge management
¢ Seek new use information management across ¢ Demonsirate a
sources of effectively to various institutions mature approach o
information to influence « FEstablish accurate knowledge and
increase the decisions and measures and information sharing
knowledge provide monitoring systems with an abundance
base solutions for knowledge and and assistance
¢ Regularly e Actively create information approach
share mechanisms management e Recognize and
information and structures ¢ Create a culture exploit knowledge
and for sharing of conductive of points in
knowledge information learning and interactions with
with internal s Use external knowledge sharing internal and
stakeholders and internal ¢ Hold regular external
and team resources and knowledge and stakeholders
members provide information sharing
relevant and sessions to elicit new
cutting-edge ideas and sharing
knowledge to best practice
enhance approaches
institutional
effectiveness
and efficiency

Cluster Core Competencies
Competency Name Communication

[ O




Competencies Definitions

Able to share information, knowledge and ideas in a clear, focused and
concise manner approach for the audience in order to effectively convey,
persuade and influence stakeholders to achieve the desired outcome

ACHIEVEMENT LEVEL

BASIC COMPETENT ADVANCED SUPERIOR

¢ Demonstrate e Expressideas to o Effectively ¢« Regarding as a
an individuais and communicate high- specialist in
understandin groups in formal risk and sensitive negotiations and
g for and informal matters to relevant representing the
communicati settings in an stakeholders institution
on levers manner that is ¢ Develop a well- s Able to inspire and
and tools interesting and defined motivate others
dppropriate motivating communication through positive
for the o  Able to strategy communication that
audience understand, »-.-Balancanalitizal is-impactful-and-=oms
but requires tolerate and perspectives with relevant
duidance in appreciate institutional needs ¢« Creales an
utilising such diverse when communicating environment
tools perspectives, viewpoints on conductive to

e Express attitudes and complex issues transparent and
ideas in a believes ¢ Able to effectively productive
clear and e Adapt direct negotiations communication and
focused communication around complex critical and
manner, but content and style matters and arrive at appreciative
does not to suit the a win-win situation conversations
always take audience and that promotes Batho « Able to coordinate

the needs of

facilitate optimal

Pele principles

negotiations at

the audience information » Make and promote different levels
into transfer the institution to within local
consideratio ¢ Deliver content external government and
n in a manner that stakeholders and externally
e Disseminate gains support, seek to enhance a
and convey commitment and positive image of the
information agreement from institution
and relevant * Able to communicate
knowledge stakeholders with the media with
adequately e Compile clear, high levels of moral
focused, concise competence and
and well- discipline
structured
written
documents
Cluster Core Competencies

Competency Name

Results and Quality Focus




Competencies Definitions

Able to maintain high g
objectives while consistently striving to exce
others fo meet quality standards. Further,
results and quality against identified objectives

yality standards, focus on achieving results and
ed expectations and encourage
to actively monitor and measure

ACHIEVEMENT LEVEL
BASIC COMPETENT ADVANCED SUPERIOR
e Understand « Focus on high- e Consistently verify ¢ Coach and guide

quality of work
but requires

priority actions
and does not

own standards and
outcomes to ensure

guidance in become quality output
attending to distracted by e Focus on the end
important lower-priority results and avoid
matters activities " being distracted

« Show a basic ¢ Display firm ¢« Demonstrate a
commitment ™ eseeogrrrTinent codeterminecant. .o

to achieving and pride in " committed approach

the correct achieving the - to achieving results
results correct results and quality

e Produce the e Set quality standards
minimum leve! standards and « Follow tasks and
of results design projects through to
required in the processes and completion

role

Produce
outcome that
is of a good
standard
Focus on the
quantity of
output but
requires
development
in
incorporating
the quality of
work
Produce
quality work in
general
circumstances
, but fails to
meet
expectation
when under
pressure

tasks around
achieving set
standards

s Produce output
of high quality

e Able to balance
the quantity
and quality of
results in order
to achieve
objectives

» Monitors
progress,
quality of work,
and use of
resources:
provide status
updates and
make
adjustments as
needed

Set challenging
goals and objectives
to self and team and
display commitment
to achieving
expectations
Maintain a focus on
quality outputs when
placed under
pressure
Establishing
institutional systems

“for managing and

assigning work,
defining
responsibilities,
tracking, menitoring
and measuring
success, evaluating
and valuing the work
of the instifution

others to exceed
quality standards
and results

Develop
challenging, client-
focused goals and -
set high standards

forpersonai

performance
Commit to exceed
the results and
quality standards,
monitor own
performance and
implement remedial
interventions when
required

Work with team to
set ambitions and
challenging team
goals,
communicating
long- and short-
term expectations
Take appropriate
risk to accomplish
goals

Overcome setbacks
and adjust action
plans to realise
goals

Focus people on
critical activities
that yield a high
impact
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PERSONAL DEVELOPMENT PLAN
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To MFMP/CP | Be able Munici
1.Managem | perform : MD to work Months pal
ent Skills strategic | effectivel Manag

duties Leadership | y and er

programme independ

s ently

Munici
2.Report Writing i Report Be able 3 months | Writing Strategic | pal
T aoourata. L Writing....... Lto report 5. | Reports for the | Manag
reports | Training effectivel Municipality.  ler |
Y

Signed and a by the Employee

Date: Of'{ “! ZOIci

Signed by the Municipal Manager on behalf of the Municipality







