PERFORMANCE AGREEMENT
FOR
YEAR 2015/2016

MADE AND ENTERED INTO BY AND BETWEEN

THE COUNCIL OF THE iLEMBE DISTRICT
MUNICIPALITY

Herein represented by Nonhlanhla Gamede, in her duly authorised
capacity as the
Municipal Manager of iLembe District Municipality

AND

Ms.Nosipho i. Mba
as the Chief Financial Officer of the

iLembe District Municipality
(Employee)
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1. INTRODUCTION

(1) The Employer has entered info 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 to as “the Parties’.

(2) Section 57(1)(b) of the Systems Act, read with the Memorandum of Agreement of Employment
concluded between the parties, requires the parties to conciude an annual Performance Agreement.
The employer must conclude a Performance Agreement within 90 days of assumption of duty and
renew it annually within one month of the commencement of the beginning of the financial year.

(3) The parties will 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 secure local government policy goals as

defined in the municipal IDP.

(4) The parties will ensure that there is compliance with Sections 57(4A), 57(4B) and 57(5) of the
Systems Act,

2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to —

2.1 Comply with the provisions of Section 57(1)(b),(4A),(4B) and (5) of the Systems Act as well as the
Memorandum of Agreement of Employment entered into between the parties;

2.2 Communicate to the Employee the Employer's performance expectations and accountabilities by
specifying objectives and targets as defined in the IDP;

2.3 Specify accountabilities as set out in the Performance Plan marked Annexure “A” {Capital Budget)

and Annexure "B” (Operating Budget)

2.4 Monitor and measure performance against set targeted outputs; in terms of the said Performance

Plan,

2.5 Use the Performance Agreement and Performance Plan to assess whether the Employee has met

the performance expectations applicable to his/her job;

2.6 Appropriately reward the Employee in accordance with the Employer's performance management

policy or institute sanctions for consistent under-performance.
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2.7 Give effect to the Employer's commitment to a performance-orientated relationship with the

Employee in attaining equitable and improved service delivery.

3 COMMENCEMENT AND DURATION

3.1 This Agreement will commence on the 15t July 2015 and will remain in force until 30" June 2016
where after a new Performance Agreement and new Performance Plan shall be concluded between

the parties for the next financial year or any portion thereof.

3.2 The parties will review the provisions of this Agreement during June each year and will conclude a
new Performance Agreement (and Performance Plan) that replaces this Agreement at least once a
year but not later than one month after the commencement of the new financial year.

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

reason.

3.4 The content of this Agreement may be revised at any time during the abovementioned period to

determine the applicability of the matters agreed upon.

3.5 If at any time during the validity of this Agreement the work environment aiters (whether as a result
of government or council decisions or otherwise) to the extent that the contents of this Agreement are

no longer appropriate, the contents shall immediately be revised.

3.6 Any significant amendments/ deviations referred to in 3.4 and 3.5 above must take cognisance of,
where relevant, the requirements of sections 34 and 42 of the Systems Act, and must be done in
terms of regulation 4 (5) of the Local Government: Municipal Performance Regulations for Municipal
Managers and Managers directly accountable to the Municipal Manager, 2006 {"the Regulations™).

4. PERFORMANCE OBJECTIVES

4.1 The Performance Plan sets out-

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

4.1.2 The time frames within which those performance objectives and targets must be met.

4.2 The performance objectives and targets reflected in Annexure “A” (Capital Budget) and
(Operating Budget) are set by the Employer in consultation with the Employee and based on the

Integrated Development Plan and the Budget of the Employer, and shall include key objectives; key

performance indicators; target dates and weightings.
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4.3 The key objectives describe the main tasks that need to be done. The key performance indicators
provide the details of the evidence that must be provided to show that a key objective has been
achieved. The target dates describe the timeframe in which the work must be achieved. The

weightings show the relative importance of the key objectives to each other.

4.4 The Employee's performance will, in addition, be measured in terms of contributions to the goals

and strategies set out in the Employer's integrated Development Plan.

5 PERFORMANCE MANAGEMENT SYSTEM

5.1 The Employee agrees to participate in the performance management system that the Employer
adopts or introduces for the Employer itseif, management and municipal staff of the Employer.

5.2 The Empioyee accepts that the purpose of the performance management system will be to provide
a comprehensive system with specific performance standards to assist the Employer, management

and municipal staff to perform to the standards required.

5.3 The Employer will consult the Employee about the specific performance standards that will be
included in the performance management system as applicable to the Employee.

5.4 The Employee undertakes to actively focus towards the promotion and implementation of the
KPAs (including special projects relevant to the employee's responsibilities) within the local

government framework.

§.5 The criteria upon which the performance of the Employee shall be assessed shall consist
of two components, both of which are contained in the Performance Agreement.

5.5.1 The Employee must be assessed against both components, with a weighting of 80:20
allocated to the Key Performance Areas (KPAs) and the leading and core competencies

respectively.

5.5.2 KPAs covering the main areas of work will account for 80% and the leading and core
competencies will account for 20% of the final assessment.

5.5.3 Each area of assessment will be weighted and will contribute a specific part to the total

score.

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

between the Employer and Employee:




Nationai Key | IDM Priorities as per the
Performance Areas NKPA Weighting Weighting %
(KPA's)
1. Financial Viabitity and Revenue Management H 30%
Management . Budget & Compliance H o
Monitoring 20%
Supply Chain H 15%
Management
Cash Fiow & working H 10%
Capital Management
Expenditure & Debt H 59,
Management
2. Good Governance and Risk Management H 5%
Public Participation Clean Admin (1] 10%
Performance Reviews L 5%
Total 100%

5.7 The leading and core competencies will make up the other 20% of the Employee’s assessment
score. The leading and core competencies that are deemed to be most critical for the Employee's
specific job should be selected (V) from the list below as agreed to between the Employer and

Employee.

Annexure “B” provides the achievement levels and description for the leading and core competencies

requirements identified in the Table hereunder.

The leading and core competencies Assess:ﬁents shall be conducied by the Mayor for the Municipal
Manager and the Municipal Manager for Section 56 Managers on an Annual Basis. Where agreement
on the aliocation of a score {on the range 1 — 5) cannot be reached, the onus rests with the Employee
to provide evidence of their claim to possession of the disputed leading and core competencies.
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LEADING COMPETENCIES WEIGHT
« Impact and Influence

institutional Performance Management
Strategic Planning and Management 10
Organisational Awareness

Human Capital Planning and Development
Diversity Management 5
Employee Relations Management
Negotiation and Dispute Management

Strategic Direction and
Leadership

People Management

Program and Project

Management Program and Project Planning and Implementation

Service Delivery Management 5
Program and Project Monitoring and Evaluation

Financial Management Budget Planning and Execution

Financiail Strategy and Delivery 35
Financial Reporting and Monitoring
Change Leadership Change Vision and Strategy 5

Process Design and Improvement
Change Impact Monitoring and Evaltuation
Policy Formuiation 10
Risk and Compliance Management
Cooperative Governance

Governance Leadership

® & o (e o sin o @

CORE COMPETENCIES

Mora! Competence 5

Planning and Organising 5
Analysis and Innovation 5
Knowledge and Information Management 5
Communication 5

Results and Quality Focus 5
100%




8. EVALUATING PERFORMANCE

6.1 The organisation’s PMS Policy and User Manual {o be read together with this Agreement sets out:
6.1.1 The standards and procedures for evaluating the Employee’s performance; and

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

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

6.3 Personal growth and development needs shall be documented up-front in this Performance
Agreement and additional needs may be identified during any performance review discussion.
Annexure “C” documents is a Personal Development Plan, the Employee's personal growth and
development needs at the beginning of the financial year as well as the actions agreed to.
Implementation must take place within set time frames, including attendance at, at least 1 week-long
training workshop per year — to allow the Employee to remain abreast of the latest developments in

histher field of work for the Employer.

6.4 The Employee's performance will be measured in terms of contributions to the goals and

strategies set out in the Employer's IDP.

6.5 The annual performance appraisal will involve:

6.5.1 Assessment of the achievement of results as outlined in the SDBIP/Performance Scorecard:
(a) Each KPA should be assessed according to the extent to which the specified standards or
performance indicators have been met and with due regard to ad hoc tasks that had to be performed

under the KPA.
(b) An indicative rating on the five-point scale should be provided for each KPA.

(¢) The applicable assessment rating calculator must then be used to add the scores and calculate a

final aggregate score.

6.5.2 Assessment of the leading and core competencies
(a) Each leading and core competency should be assessed according fo the extent to which the

specified standards have been met.
(b} An indicative rating on the five-point scale should be provided for each leading and core

competency.
{c) The applicable assessment rating calculator (refer to paragraph 6.5.3) must then be used to add

the scores and calculate a final aggregate score.




6.5.3 Overall rating
An overall rating is calculated by using the applicable assessment-rating calculator. Such overall

rating represents the outcome of the performance appraisal.

6.6 The assessment of the performance of the Employee will be based on the rating scale for KPA's
and Competencies as reflected in the attached Performance Plan (Annexure A, Paragraph 3 and 4).

6.7 The annual performance evaluation of the Employee will be performed by the evaluation panel

constituted by the following persons:

3 Municipal Manager;
0 Chairperson of the performance audit committee or the audit committee in the absence

of a performance audit committee;
1 Member of the executive committee;

I Municipal Manager from another municipality.

6.8 A secretariat service will be delivered to the evaluation panel by the Committee Section for

administration and recordkeeping of evaluation resuits.

7. SCHEDULE FOR PERFORMANCE REVIEWS

The performance of the Employee in relation to his performance agreement will be reviewed quarterly
with the understanding that reviews in the first and third quarter may be verbal if performance is

satisfactory:

The Employer will keep a record of the mid-year review and annual assessment meetings.
Performance feedback will be based on the Employer's assessment of the Employee’s performance.

8. Management of Performance Outcomes

Detait regarding the recognition and commensurate rewards for performance exceeding stipulated
targets in the SDBIP are documented in the municipality’s PMS Framework and in-line with the August

2006 PMS Reguiations.

Annexure “D" provides the process to be followed in the event the Employer fails to meet his/her
performance objectives. Poor performance shall be deemed consistent once two consecutive quarterly
performance face-to face appraisals reveal declining achievements against set targets.
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8.1 The evaluation of the Employee’s performance will form the basis for rewarding
outstanding performance or correcting unacceptable performance.

8.2 A performance bonus may be paid to the Employee in recognition of outstanding
performance. In determining the performance bonus the relevant percentage is based on the
overall rating, calculated by using the applicable assessment-rating calculator and based on
the pro-rata all-inclusive annual remuneration package as follows:

8.2.1 a score of 130% to 149% is awarded a performance bonus ranging from 5% to
9% of the total remuneration due to the Employee in terms of the
empioyment contract between the Employer and the Employee.

8.2.2 a score of 150% and above is awarded a performance bonus ranging from 10%
to 14% of the fotal remuneration due to the Employee in terms of the
employment contract between the Employer and the Employee.

8.3 Inthe case of unacceptable performance, the Employer shall:

8.3.1 provide systematic remedial or developmental support to assist the Employee

to improve his performance; and

8.3.2 after providing 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 duties.

9. Recognition for Performance of Additional Tasks

Over and above KPA’s where performance will be measured against SDBIP entries, recognition may
be given for the performance of additional tasks. Rewards will be at the discretion of the iLembe

District Municipality's Executive Committes.

10. Performance Reporting Deadiines

Departmental performance reports are due monthly, for the previous month — 14 days after the end of

the previous month.

Quarterly, Half-Year and Annual Departmental Performance Reports are subject to this deadline and
must include by the same deadiine — Portfolios of Evidence in support of performance information

submitied.

11. DEVELOPMENTAL REQUIREMENTS
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The Personal Development Plan (PDP) for addressing developmental gaps is as Annexure C.

siGNED AT _E0ooDukens  onTHIS THE 22 DAY OF D 2015

AS WITNESSES:

. Rl 0

| THE muNICIPALITY
{Municipal Manager)

2. g““"\&(

SIGNED AT KwaDulcuza ON THIS THE 23 pAY OF _JUNE 2015

AS WITNESSES:

. ==
THE EMPLOYEE
(N | Mba)

2 7%@7 %Qbfrﬁdﬁcﬁ Aﬁ\‘@im@f&

Yor Qolslélol G
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ANNEXURE A:

SDBIP {compulsory)
(Attached)

—_—

\ A "\/ Sk,

\’




t afey uw..\

[ w
2 SLOZIED/LE Uo pajqm| -
{eanidde jo; pounco o 1Bpng yeig - pananoy {g
H qns pue aBpng yeip ' §HO2TOKT parqey '
L10T/910Z 2iedeuy (g W6png spuaugstipy| -
{esoudde sof jounos oy 1aBpng yusuisnipe pug| BUE SLOZIEG/LT! suypeap| o4
asuggdwon 3 kgns g jefpng jeull  Juawssasse sy Py J0kep a4 o) SuueISosd Uo pajgm Juswssasse sojeq Aq LL0Zi1L0Z Joy 15Bpng |ewies sausiduiod Butoyuew|  saidouud Scm“EEj. pue
wtpng uebeueyy L0Z/G10T 2iedsid| 9102/510Z viedaiy (e WiN|3EPNG L10galoz swans|  seuemg WaBLMIN - peaaluoy (k] soueydwon windw| @ Stmesedp papun Aury panosddy|  pue Bujasipng 2iQpair)| souegduios pue _em?m Bugofipnq punos &nsya oy |
1
Wi~
FAIN -
QL1
-
e -
suoday Apapeny
DIMY -
DI
r Sdid -
SOSM -
W VS8 -
5Ly~
DISK ~
DI -
DN -
WO |
S0~
Qv -
Y-
3 -
Y42~
swoday Alyuoy
2aueychua) g supesp aupesp aupsap aupecp R Ui SR awipeap Aq suoda: Aspenk
w@Bpng LaBeuepy Aq payuigns spoday A4 popiwigns spoday Aq pagwgns speday Aq palpugns spoday SINE|BS Aq papnugns spoda by i TN Pue spoda) Apuoiw jo HOISSRUGNS Bunoguow saueduwion | saueydwes vzm.«u.m_u:m
H
Pioy sBUllesI QI3 10 Jequuny (g EENTITTLY
dumypuadig sbugaaw 71 {g sbugpaw g g sfugaaw g {g| sSugeaw ¢ (q) pajLHIOD g w_“w?_mﬂuw LT W o.sw__u:vaxw wiouabeuel: sadound uaussbayew
sabeuey 04D spoedas 7L (e spodel g (e speda g (e suedai g {e|  souejeg SISLAN M Jaguunp; ©l pagILgns spiedal jo Jaqunp (B 40 SSausNpa YT Binppuadyz m_e_u__oemm _“anm m.sme ol
— 1
{00\ X 2injpuadxa)
W Bunetado paraBpngreinppuadea
Bugesado feryny)
Alnypusdg L] Heuew saldioupd Wwawalguews
1abeuepy F00L Yol %0S %H5Z| %Z9 afielusaiag| amnppuadxe jeuogerado jo afeuaciag| anppuadsas [CILICTER lnppusdra punos Aunst3 0
. 1
A
ssasb0sd! ved Bugyosas sausnb
%08 (a %0519 Wi (g N ebewanad (q upne uo ssesbosd Bunoyiol (a] uogeuso uaweBeuey
_aouegdog g (sdv 5102 (8dv 5102 (s4v| {84y %8L 1415402 Buny Gupniouif ueid Logot pUO JESA Bl Yy a0 U SUBILBIEYS Bupayuow ueyudol
opng Labeuepy ouny Bupnpu) 2¢ (8] ounp Bupniou)) & {e| 510z awnr Bugnioup g (8| s102 sunr Bupniow) ¢ (] sawses & (@] 83 Ayluoy (2 24 Sav Auow Buuedasy {ef jeoueuy skt Aenn saueldwos pue 1e8png T
{-
Woda; Buuioyuou
paRoqusEq
H spodas Buuohyou Spoda: Buuoyuow spodas Sepoyuow spedas Buloyuow 1 PAAAYIS] o Jaquuin (2 $15eq Apepenk e uo pieaqysep|
PEOQUSEQ DY p {0 PEOqUSEQ QY £ {0 p1OGYSEQ DY T (0 peeCquseq oy | {o SHoda pieaqyseq oy ¢ |9 suedal Buucpuwi| 5y Buuoyucw pus Buguawwadu) (o|
spodas Suoyuow spodes Buuoyuows spoda) Suucyuow speda) Bunopuow “B3AIYE Bupoyuoiw Sjonue Aoy siseq Auapent e e sjonuas kay
SioNued Ao o ¢ (@] siogueo Aoy oy ¢ (g sjonued Ao DY Z (g s{0u0d Aey Oy | {q 504003 fay OV £ (9] oy josequiny (4] Dy Bunojucus pue Buyuauraidig (q
Faueldwon 9 spodal Bupoyuoin spade: $podas spoday ‘PRAAIYaE Spodwi spoder Guuoyuow Sis2q Ajyows B uo Bupoyuows ueyiuda
19fipng uaBevep} $dOS Z) (B Buuouow s4og 6 (e Buueyyous s40s g (| Buyoyuow gog £le|  saueeg)| FULOUOK 5405 & {2 $40S jo 1aquiny (isdos Sunoyuon pue Buguowaghw) (e ucheJsiuiipe ueain| asuerdwos n:m.”mm_.._:m PNe L2 B A 0] |
Wi (2 1
wNi{q
H M 5102 idag| o sBupLy Jeadas oy (&
ik (9, i (o 048] o€ Aq 84V pejepiasuon %ealq rquinp (9 s6uipuy SOV W asesIap g g
astedwoy g, VIN @ i (g %S9 @ WaI10 5107 wsnbny i g YHIZIELOZ 10 O sbejuosied g SLOZ/PLOZ; LCRRASILWPE URSP pue Gupopuow uojido
16png LeBeuep Hodai ypne uesio (2| Agsay e 2 [ 84 Ag podal ypne usas oday oy {8 10} 9y s} Aq podad Ypne ueayn (e asueidwos pue |aBpng
5 " o] R 3 TS R ey ™
S ,WMW%M Ak bR 3 3 A A:«u s i
Fe

NOISSINGAS 0X3 TYNH - 9T07-ST0Z dI9aS WLINIWIBYIIA AYNSYAYL 139008




Zzadey

uogoa|ioa
104 SAQUIORE ©) 18A0 papuey sfep,
0Z1 16ne SINGap jo $Bepusalag {g|
SHg/suncoae
3nuanay %0 Q %5 {a %01 (@ %5 (4 %00l {q 10 SIUSLISIRIS BiA BOROL LM panss: s3idpuud Juswasbumw
1a6euepy %003 (@ %001 {e %OoL (B %00 (8|  souees %00l (& sByusaiad| shep g5 sano Sigap jo 26 o (& JuBLusE: sicjqag SNUBAGY anuaasl Punes ANSYR oL
T
aNuUSAIY sadzuud Wwawabgyuaw
sobauEy %00} HO0L %004 %00} %BE sBeioasag POISLISE! QUNOSIR BARIGA 10 B, 1onuos ypaly| yuswabeusw: anuasay|  envess punas NS 0] |
BNUBAIY ucnas|ed| sejdound juswaby et
saBeuepy %G| %0, %59 woal  seueesh %S§ sfejusaleg 3jes uendayjos abeyuaniag anuaai jo Buitoyuopy| wswabeurw snusaay|  anuana pusios Esmum O
R
{5%0Z-04 wion)
(oo
x{ dx3 jeydes + dx3
Sunelado jeje ) singpuado
1210 | faunppusdxs jeyded (2o (%3
1BINIUAD WA §0 Z By sapdrud
sapmfion amnypuadxg sjasse pavy) R ul & | pUE 10588 Sy
%} Si1essy sobeueyy %0T %G %OL %S| saueieg Yol E| sfizjuaniag 1830 9} sunppuads jedes | wsunsaau jo Aaenbapy, sousibo) pue siesty| pLg punos m.:wpuw 1
{
12151834 paloud
2 UORSNASUGD 1APUN 510388 UdaMDG
E2janpucd $ucas jo Asuanibay) (g
ssifio 2 iq 6{g giq cig 6 (% Aouenbag | sajsiBal 1asSE ay) 0) pauajsues. Buyoyuotu DI SUGD wawabeuew] lLowaay pue 1asse A
¥ Slassy sabauep %00} {€] %004 {€] %001 (& %00t (8|  sauejeg| %00l {& 7 86 | _spalesd pajedwos 1o a8 d (e PN slassy Sagsdio] pue siassy PUB DUROS amels o)
1
{001 x (sjessy sigBuary + Apadod
WLISEALL + Jusuidinbd pue juery
"Apadoid jejo 1) fuenedw) seese
k ; + Aadosd Wol |
+ uawdinb3 pue ey “Anadolg) (%3
BINSUD WIS §0 ¢ By)
{onep Kiangap
Buisres) sjassy ajqibuey; pue| BIIISS BQRLIRISAS. gajd;und
sofsiBony Aiadory wacgseay; Ppue wawdnby 40} Sqa5SL pany jo; yuswabeuelus] Ajojuan; pug jasse o B aya
¥ eSSy tabeuepy WiN WiN L] %0| souejes %0 afieluaoiay pue jue|y “Ayador jo jusiuneduy aourugulew Jo Asenbapy! sansibo) pug Sjassy PUE PUBOS aInsuyp 03|
1
Sy 9 12j2:Ba. Jassz oy) usamaq
P2JINPUGD SO0 o Asugnbalz (g
A
SLO2/Y HOZ 104 - Sjpsse Biqeacw i lwatudinba
ziig 61g a{q 6lg 1a)enb gy pue jued ‘Aot saidguuid
sogsibor WiN @ i @ Wil (] WIN (it SUPLOZ Bupniou; sjasse sigeaci & put 1ajsiBas jasse sweabeuewt Asuan pue jesse angjans
# Sjassy woBeuepy| y{{e £{{e zZiE Seueies T li{e fouenbaly| uoe 195%€ )0 Asuanba (e PEXY; iqeles 'Ayenyy sogsiBo; pue sjassy PUB PLINGS 2insu) 0
3 1
yabpng yesp sy
Panoudde /1029107
20 isIppaya
BURCWLOT AiNSEDL )
lenuag N7 {g N g
1alipnq Juawsnfpe| uBWSTESSE| wiN (g
Panoidde 102/51L0Z| WHaY-PIN SLOTISL0Z Lo 1a8png
. HHOGY i ponosdde 9102/5102
Ainsea ), jeroumolg U0 JSRdaye ddueidiuco.
N2 Bumeqo; Ainsea: |epunosg Ainseas) (TR
3ouslidwon ¢ Y} 4 PAUS PIND. ay} Aq paouapwe WG NZH @1 Ag paauapinal RN (B Nz wioy) 3ty SiB|A2UO pue suogenboy Butoyuous!  saidouud asuendwios Rue
1abipng uebeuey SE agueydies iy (2] se asueydwos nd (2 N {e sesouendwos (nd {ef  seus|eg panayay | 13608 WAy uRikiwon BunaBoaq punos aimswy oy




i,
¢ Ideg -

(866 &
6224 pUR QD02 uaamag) (032 spsape
'suokEiont) suawpedaq o} S19ppig
H ponajaid Bupuswiiiodl ur sessaand
WOS 3 205 atug pUnoewny (q y
HomFuey
(oo 002y Asyod unpum Jayuew
¥ 000 O£ Uasmizg) (010 spaspe 1uBioU3 pue aigeynba
“suogeIonh) suawnedsq of SIBPPIG “SAJRRGIIGS UsedpIE}
sRep g (q . shep g (g sfepg (g shepg (g g sheq zg g pana)aid Bupusiniosa: us sassanod uswafzuew| ‘833290 1503 e saquuag)
WS JoBeuep skep gl (2 shep gL (e shep ). (e sheppy (8]  seueeg e sieq s’y (e SABD Jo Joquny WOS aug 10f swg punoseuing (] wawabeuewy uapsmbay ureya Addng; pue 52006 Ayend ansoyd o
Riemaue)
food uyiwm oupen
W waya pue uﬁwm:uw
{sanss) ou LM S18foad) Sagnadwos ‘Jueiedfuey
3uypesp &q veid Juawainososd wawabeuzs!  "angoapo 1903 B W SIS
W0S lsbeuey %5001 %G 4408 #HEE]  sepsjes LA alejuasiad| lentlny jo uogeusuladun aBeyianiag Jucwabeuell puelag useya fddng| pue spoob Aylenb aInatgio)]
(shep o¢ s wuop)
w SG2 x {(enuanayy pepg
(UOIAOI 133 PG - SI0IGPG SSOID)) (12
aruAay : 1RIN2ID YW [0 § Bg) sadiund JuowsBeyew,
sebeusyy SAEP DGl shep ogL sABD 007 sheppzzt  souzjes shep gyg JBquInN. sheq s10159 1oN; awsbeuey sioieq| Juowabeuaw onuonay|  snusass PUNOS 3INsUp Q)
(46001 51 Loy
" DOLX (MBS J3PUN Pouag)
K18 P28 10} YOI f (Mota1
18pun potsd) Jo-uayum siqaq peg
€7
ANUIADY UOISIACI IG3CH 100 YN 1C 9 Bd) sajdsuud walabeytew
safisuey N I WiN %00L| seues| %g afeuansad| peg B 10 % S2 Jo-UORIAR SIGEQ peg) lusuisBeuew aqag pea| wowoeBeurw anvanay|  sss PUNOS BiNSA 0
1315iBa1 JueBipw ay) uo Sadwag,
w 13)EM TIERG 234 O} $58038 Y
Jualipul ;o 1AQUINY G vl pSeasOU; (o
SBIIAS DISEQ 354) O] SSHATL {jm,
£Gor {2 CO0E {2 06z (o Q0oL (o sz b{a SPIoYashey wabiput jo sSeaciad (g
: %001 (g %001 (g %004 {q %06 {4 %003 (Q. ebeuaoiag] seusnb ou QM sucyeagdde 1wsBipin =aydioud sweBegew
Jofeuayy shep y) (& shep y1 (2 shep py (e shep pi (g sAep y1. (& B JBqUinp, Bunosdde 10) awy punoseusn) (e luswabeuey siogag] wowebeusw anusaow|  antaas: puncs BINSUP O,
(%56 51 o)
(oot
W X 2ruaany sajey fpadold g sobieyn
aopiag pajebipng ; enuanay sajey
fusdard g safileyg aaniag enjoy) {
JBIN2 \YNHIN JO L2 B}
anuasy ] [=IT°]3 Sajdmid wswabeyeu:
JaBeuey %56 5L 0% %S| %09 omEcauhwﬁ Jabong saunasy sabiryy SOWNBG  puB U0RoRt0id anuasey| juawaBeusw Snuanay AruaAdl DURCS aNsSup o
{956 & unopy
W (003 ¥ anuarsy: Bugeiodg
paadpnanuarsy Bugesadg jmay) 0
1210048 N J0 0F Bg) b
[uanay udneuawaduy RIEHTER T sadiouyg watadepew
sBeuipy %S6| %S5L %05 %S¢ %dd aBepiaoing Jafipng anuasay Bugeiadg |  poe ueyoajoid dnusagy| JuoWSBBUSLL SNUBASY]  3rREAAS) punos Sinsup O,
(safileyn asluag)
(D 40 0je1 5 LoN)
W 004 X (anuaaay
{B101 ,poliad snomdi f (anuaaay)|
[B101 SPOUa SNOms)y - anudaay (34
J—— 120 514010833 18pUN popaG)|  12IN0LD NN 30 GL Ba)
wBouep WatiesuBYLD B)dpund juawabeyew
%EE afeuadiey (%) Umasy onudaay|  pue uonassd anuaas: uawabeuBlu anusasy|  anuaaal puaos Junsug o |

NCISSENANS 00X3 TYNIA - 9T0Z-ST0Z 41805 IWANIWLYYAIG ANNSYIYL 139G048




¥ adeg M .\ m.rf:

- ﬁ ow
{ Ny o
\ ‘P
{shep Og 5 wion
598
H * {jeydes ¢ Supesed) seseyoing
#paugyButpuBlsing siolpasg apel )
{sioypaIny
3peiL) pousy Jusikey Soppeiny [§W% s3|douud Wswalbnge
anpptiadxy ‘pied &G O SI0LpaID apey RIS WL 30 91 Ba) 2ously [e1ausd g3
sabruey| shep gg SABR OF SAep g shepog}  seueeg| shep §1 Jaquinyy 10j uaE] SAep jo saqwiny aBesny| SIGPPSI2 Jo uatike 4 juslisBeuew 1950 PUR DUNOS QiNSYB 0|
(1201 g3 wion)
W SAMIQRS} IWBLAS f NISSSY WalnD eapdpud waaBeyeu)
amypuedxg| prawaBeuew [2dueL] jRiaush 21q0id)
Jadeusyy (43 Y (48 {13 seuejeg X! ey ofex uedny 12pdes Sunpop PUE punos aJnsup o
(2sp1 uiag shep 06 ypm skep
06 pue pf usempaq aiuey luuopy)
{(sassy Jo jesodsiy
W 0 5307 pue JuslLedi} ‘Gyag
PEg JOJ UOISINGIY pus 'uogesgioluy
*uopeoadad) Buipnix sinypusdig
feuogessdo paxid Aiucy|
/ (luaugsanu; uia | HOYS + (yBipieng)
- SUeIS) [RUOHIpROD Wadsury
- Saeanb3 ysed oue yseq))
{12 Janam Sidputid JausBepe
anypuadi| (SUeS rusypues Juadsyn AW J0 2% ¢ Ba) IEDURLY [21aUa5 5{qy3010)
1afieuey SAep of Shep gp siep gg shepog|  seueey shep g9 ssquany | Bupniaxs) ogey abe1anns oo sen ikt yuswst 0} ysED PUE punee 305U o,
uj
(M0189 8 %SY S Wion)
W (ueis jeuoypucs
Bugeladg - anuanay Buguiedoy &0 /|
(gsea7 uus) BuoT « Bumoriog wia)
Buot + sseaune) HOUS + YRIPpIAAD
YURE + Bumoiiog wia ) woyg) 1qaq} [{¥] sadaungd Wawebeyews
dmypuadxy 4RI YN 10 § Bg) lesueLY eiousl o_nwum._u
JaBeunpy %Sy Sy %SF %5k|  ssuejes 1 %iT mnﬂ:wphmn_w anuasdy ¢ sbuwoneq 12561 1950 abiesarns Jgagy Wewaeuew jgag PUB PUNCS 3IRSLS O
n
2anedwics
Kaloid papieme uo 18161 PES T uswadeuew;  ‘aalsa)e 1800 B W SR
WOS wfieuey i 8 9| ¢| seusjesg I3 Aoudanbaid|  joeguoo sy Bujiepdn jo Aauonbaiy| spenuos BIqelas uieys Addngi pue $pae8 Ayend ainsox1 o}
S Pue yosunpy
1ad seodes ¥oo1s a4} usamaq
W 2L (9] 6 [ £l PORINPUCD UGS Jo Auanbaig (o
swsifoy skepyig shep y1 (g s shepyl (g 62 SOIUENRA saiduu
¢ sjessy sefeuey patajdiico pojaiduica shep ¥y (q pajerdwoo; shep ¥L {g auigy 8Aj0S31 0} Aty punoiewng (g AioiL s pue Jasse sagzay
ANDS reBauepy ey qoeis 4 el OAR AI055 6 (B} pajejdiion axel oois g (e sE oS ¢ (e sausieg G {¢ 3 kousnbaig 2= 32008 J0 Aauanbaud (v JuewsBeuew Aojuasuy] wawsBeuew sagsifio PUR pUNoS sinisup o
pomaiuey
Koot ungum e
H aoya puk sgepnba
Pésedad siapioid} “sanadwos ;:Emam:w:
B3MAIBS 0 ITUBULCLEI UO SUodal juswebeuew| ~aragsisos et Saojus:
WOS isBeueyy ¥ £ z }| seueleg Aot ¢ put Szepenb b4 Jaginn Auspent paepyosuas JO 1aquunpy; watuafevels peguen ureyo Aiddng | pue saooB Ayenb 21204 o
yomaue,
Aaod Ui 1BugE
H (suoyaslqo ou yum usuyuedde| JuskgS pus o_nw«sv
10 J9g2) O} peApe 15| - shep lepuaisa) “seagodiuon .«ﬁEmnA.:m.:
spiq watwabeusu:]  'anteala 1905 | u soajAD:
DS 1sbeueyy) VOrL JeqUInk punaleuin, | uswabeuew uoysnboy uieys Aiddng | pue spoab Anenb anoosd o4




o ddeg

4§41 o1 spodar Aapenb jo
10 ULISSILNS [0} aLig puntueuing {o

EQURY LHNO0S 10 oy 2
AL} Uz PALKING S8 Sy sbud

shep ) (3 shep gl o shep s (0 sheppy o
¥(@Q clq zZlg Lig
[oF ] v £l Zle L(e| souseg
s ) ¥ £ Z L souees
[DHLITH
Q=0 4o22 10 A2D Ly [uuowl Uses 30 ASp ulpLE  yiuow woea jo Aep Hirt| yowyoeajo kepigpl|  souees
v g0 zl €]
ziiq 59 C] tfq
sabesepyo4a zi (g 5 gie £ (2] souepegh
2nypuedsy 5
lafieue| %HSE %bt %EE %0E| sdueteg
ddurijdue).
¥ 136pag ¥
[UNPPUBANS DS
tafeuewo.s

puz sanjea anpraya
sfepyio ssquin (9§ winiog qng |eajuoa  sig o) paugns suenejey suogelel]  pue punos Aq pawe of sif
g Jsquinn(g uoda: frepenb jo sagqunp; (o |Gl A Iz IEURLuBAcBIaI] 10 uCgelsumLpe 5 Apeds X
¢ {e| Jequinpj(e pepuspe sSugssw HOI1 jo Jadunp; (B! Blollord| ssauamays ainsus a) alf eyt msu aa]
1
Apayenb
PRINRUOD auelIoed Saakodwa
£ Hequiny| 30 Ssawas soueiopad jo 13quIny SMatAaY SJuLlopad)  JuswsBeuew sidoay
saagaaige]
SEvErSL Auayenb pue Auaw Pavpisapasd SadRupc EmEvm*cmE
SL-E&EL; SUIPEBD AQ PRPLIYNS ST0Y HEldwen jsuiee souswopad jo {BIURWY [2isuok a1 paso
SE-Zorgl Sleq| 9 212nooe yum poday askeulelad uonensuispe vesin| Bunoyuow pue 1aBpag PUE DUNOS BINSEa O
— 1
pepuepe sBuLSAW aguILoD
wawaBauew yeu 1o ssquiny (9|
papiugns jooj wuwmm.uoa
Buuciiiows ysu pajepdit Jo dequinn {g & SLI8L84S JuswaBE uBw
& alpesp HEI asudIANUR W PYS
0] Aq sxse) uanebpw peyaidwos pue JuawaBeuetn DUR BAaO UL WLDO
HE laquunyyi  pajesdn siasiBal xS Jo saquiny (e WauisBeurw sty | sy sagooyes sinsud oy | epew pUE Wawait 5o |
T

{%0F 0 %452 ‘wioN)

001 x 2anypusdx3 Bugesede fejo; /
(uagelauniug)y si
Fajgay aafodwg) uoyeInusuey

193
{@inypuadia Buessdo €101 J0 % ©]  iRINOAS YN jO 21 Ba)
Se (UORsSUNWEY SI0[IZUNOY ¥ 1800 Buuoyuowu wawafevew sajdisuud wawabuews
k34 shiRuaciag Palgey sakodwin) uoneieunay 51500 by 3| B3| pusdrs punos Q1Nsya 0) §
1

{260 st uusp)

{001 x Bingupadia Bugriady
{ejeL ¢ (sinypuadas pasyognenn
® INJAISEAN 7 SSAMNLY ienSo),

anypuada Buneadg
10 Lrampouadxs pasucinaury

abepaala,

=

NOISSINGNS 02X TN - 910Z-5T0Z 4905 TVANINLEVAIO ASNSYIUL 139an4a

(73
FEINSID YW 10 91 B)
wawpedad sougury

3 MOISEAN B ° 5

S
s

e

~ B A5 @oueld

JusLabeueta

saidpuud Em&&a_ﬂ:mE
(20URLY |:802B Sy paly

Sinypusdxy

PUE DUKCS BIRSED O




12

ANNEXURE B:

Achievement Levels

The achievement levels indicated in the table below serve as a benchmark for appointments,
succession planning and development interventions.

» Individuals falling within the Basic range are deemed unsuitable for the role of senior
manager, and caution should be applied in promoting and appointing such persons.

¢ Individuals that operate in the Superior range are deemed highly competent and
demonstrate an exceptional level of practical knowledge, attitude and quality. These
individuals should be considered for higher positions, and should be earmarked for
leadership programs and succession planning.

Achievement Levels Description
Applies basic concepts, methods and understanding of locai
Basic government operations, but requires supervision and

development intervention

Develops and applies more progressive concepts, methods
Competent and understanding. Plans and guides the work of others and
executes progressive analyses.

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

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




Competency Descriptions

Cluster Leading Competencies

Strategic Direction and Leadership

Provide and direct a vision for the institution, and inspire and deploy others to
deliver on the strategic institutional mandate

ACHIEVEMENT LEVELS

Competency Name

Competency Definition

BASIC COMPETENT ADVANCED SUPERIOR
+ Understand Give direction to a2 Evaluate all Structure and
institutional and team in realising the actlivities to position the
departmental institution's strategic determine value institution to focal
strategic mandate and set and alignment to government
objectives, but objectives strategic intent pricrities

lacks the ability
to inspire others
to achieve set
mandate

» Describe how
specific tasks
link to
institutional
strategies but
has limited
influence in
directing
strategy

+ Has a hasic
understanding of
institutional
performance
management,
but lacks the
ability to
integrate
systems into a
collective whole

+« Demonstrate a
basic
understanding of
key decision
makers

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

Develop actions to
execute and guide
strategy
impiementation
Assist in defining
performance
measures to monitor
the progress and
effectiveness of the
institution

Dispiays an
awareness of
institutional
structures and
political factors
Effectively
communicate
barriers to execute
relevant parties
Provide guidance to
all stakeholders in
the achievement of
the strategic
mandate
Understanding the
&im and objectives of
the institution and
relate it to own work

Display in-depth
knowledge and
understanding of
strategic planning
Align strategy and
goals across ail
functional areas
Actively define
performance
measures to
monitor the
progress and
effectiveness of the
institution
Consistentiy
challenge strategy
plans to ensure
relevance
Understand
institutional
structures and
political factors, and
the conseguences
of actions
Empower others to
follow strategic
direction and deal
with complex
situations

Guide the institution
through complex
and ambiguous
concern

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

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

Hold seif-
accountable for
strategy execution
and resuits
Provide impact and
influence through
building and
maintaining
strategic
refationships
Create an
environment that
facilifates loyaity
and innovation,
Display a superior
level of self-
discipline and
integrity in actions
Integrate various
systems into a
coliective whole to
optimise
institutional
performance
management
Uses
understanding of
competing interests
te manoeuvre
successfully to a
win/win outcome

S-K

g\(l (\{:;@r

M T




Cluster Leading Competencies
Competency Name People Management
Effectively manage, inspire and encourage people, respect diversity, optimise
Competency Definition | talent and build and nurture refationships in order to achieve institutional
objectives :
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Participate in ‘e Seek opportunities + Identity ineffective + Develop and
team goal-sefting to increase team team and work incorporate best
and problem contribution processes and practice people
solving responsibility recommend management
+ |nteract and ¢ Respectand remedial processes,
collaborate with support the diverse interventions approaches and
people of diverse nature of others + Recognise and tools across the
backgrounds and be aware of reward effective institution
« Aware of the benefits of a and desired s Foster a culture
guidelines for diverse approach behaviour of discipline,
employee s Effectively delegate » Provide responsibility
development, but tasks and empower mentoring and and
requires support others fo increase guidance to accountability
in implementing contribution and others in order to ¢ Understand the
development execute functions increase personal impact of
initiatives optimally effectiveness diversity in
«  Apply relevant + [dentity performance
employee development and and actively
legislation fairly and learning needs incorporate a
consistently within the team diversity strategy
¢ Facilitate team *  Build a work in the institution
goal-setting and environment « Develop
problem-solving conducive to comprehensive
¢ Effectively identify sharing, integrated
capacity innovation, ethical strategies and to
requirements to behaviour and human capita!
fulfil the strategic professionalism deveiopment
mandate * Inspire a cuiture and
of performance management
excellence by »  Actively identify
giving and trends and
consfructive predict capacity
feedback to the requirements to
team facilitate unified
e Achieve transition and
agreement or performance
consensus in management
adversarial
environment
e lead and unite
diverse teams
across divisions
to achieve
institutional
objectives




Cluster

Leading Competencies

Competency Name

Program and Project Management

Competency Definition

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

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Initiate projects o Establish broad ¢  Manage multiple s Understand and
after approval stakeholider programs and concepiualise
from higher involvement and balance priorities the long-term
authorities communicate the and conflicts implications of

+ Understand
procedures of
program and
project
management
methodology,
and
stakeholder
involvement

¢ Understand
the rational of
projects in
relation fo the
institution’s
strategic
objectives

¢ Document and
communicate
factors and
risks
associated
with own work

s LUse results
and
approaches of
successful
project
implementation
as guide

project status and key
milestones

Define the roles and
responsibilities of the
project team and
create clarity around
expectations

Find a balance
between project
deadline and the
quality of deliverables
identify appropriate
project resources to
facilitate the effective
completion of the
deliverables

Comply with statutory
requirements and
apply policies ina
consistent manner
Monitor progress and
use of resources and
make needed
adjustments to
timelines, steps, and
resource allocation

according to
institutional goals
Apply effective
risk management
strategies through
impact
assessment and
resource '
requirements
Modify project
scope and budget
when required
without
compromising the
quality and
ohjectives of the
project

involve top-level
authorities and
relevant
stakeholders in
seeking project
buy-in

Identity and apply
contemporary
project
methodology
Influence and
motivate project
team to deliver
exceptional
resuits

Monitor policy
implementation
and apply
procedures to
manage risks

desired projects
oufcomes

s Directa
comprehensive
strategic macro
and analysis and
scope project
accordingly to
realise
institutional
ohjectives

e Consider and
initfate project
focus on
achievement of
long-term
ohjectives

+ Influence people
in positions of
authority fo
impiement
outcomes of
projects

+ lead and direct
franslation of
poiicy into
workable actions
plans

* Ensures that
programs are
monitored to
track progress
and optimal
resource
utilisation, and
that adjustments
are made
needed




Cluster Leading Competencies

Competency Name Financial Management
Able to compile, plan and manage budgets, control cash flow,
institute financial risk management and administer procurement

Competency : : . . .
Definition processes in accordance with recognised financial practices, Further
fo ensure that alf financial transactions are managed in an ethical manner
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
« Understand Exhibit knowledge Take active Develop planning

basic financial
concepts and
methods as
they relate to
institutional
processes and
activities

+ Display
awareness into
the various
sources of
financiat data,
reporting
mechanisms
financial
governance,
processes and
systems

+ Understand the
importance of
financial
accountability

s Understand the
importance
asset control

of genera financial
concepts, planning,
budgeting, and
forecasting and
how they interrelate
Assess, identify and
manage financial
risks

Assume a cost-
saving approach to
financial
management
Prepare financial
report based on
specified formats
Consider and
understand the
financial
Implications of
decision and
suggestions
Ensure that
delegation and
instructions as
required by
National Treasury
guidelines are
reviewed and
updated

Identify and
implement proper
monitoring and
evaluation practices
to ensure
appropriate
spending against
budget

ownership of
planning, budgeting,
and forecast
processes and
provides credible
answers to queries
within own
responsibility
Prepare budgets that
are aligned to the
strategic objectives
of the institution
Address complex
hudgeting and
financial
management
concerns

Put system and
processes in place to
enhance the quality
and integrity of
financial
management
practices

Advise on policies
and procedures
regarding asset
control

Promote National
Treasury's
regulatory
framework for
Financial
Management

tools to assist in
evaluating and
monitoring future
expenditure
trends

Set budget
frameworks for
the institution

Set strategic
direction for the
instifution on
expenditure and
other financiat
processes

Build and nurture
partnerships to
improve financial
management and
achieve financial
savings

Actively identify
and implement
new methods to
improve asset
control

Display
professionalism in
dealing with
financial date and
processes




Cluster L.eading Competencies
Competency Name Change Leadership
Able to direct and initiate institutional transformation on all levels in order to successfully
. drive and implement new initiatives and deliver professional and quality services to the
Competency Definition community

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERICR

e Display an Perform an analysis Actively monitor Sponsor change
awareness of of the change impact change impact and agents and
phange _ on ‘tr}e social, result and convey create a network
interventions, and political and roaress to the of change
the benefits of economic prog leaders who
transformation environment relevant stak'eholders support the
initiatives Maintain calm and Secure buy- In and interventions

focus during change sponsorship for Actively adapt

¢ Able to identify
basic needs for
change

+ Identify gaps
between the
current and
desired state

¢ ldentify potential
risk and
challenges to
transformation,
including
resistance to
change factors

¢ Participate in
change programs
and piloting
change
interventions

+ Understand the
impact of change
interventions on
the institution
within the
broader scope of
iocal government

Able to assist team
members during
change and keep
them focus on the
deliverables
Volunteer to lead
change efforts
outside of own work
team

Able to gain buy-in
and approval for
change for relevant
stakeholders
ldentify change
readiness levels and
assist in resolving
resistance to change
factors

Design change
interventions that are
aligned with the
institution’s strateqgic
objectives and goais

change initiative
Continuously evaluate
change strategy and
design and introduce
new approaches to
enhance the
institution’s
effectiveness

Build and nuriure
relationships with
various stakehoiders 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 to facilitate
effective
transformation

Take calculated risk
and seek new ideas
from best practice
scenarios, and identify
the potential for

implementation

current structures
and processes to
incorporate the
change
interventions
Mentor and guide
team members
on the effects of
change,
resistance factors
and how to
integrate change
Mativate and
inspire others
around change
initiatives




Ciluster Leading Competencies

Competency Name Governance Leadership

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

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
+ Display a basic Display a thorough Able to link risk Demonstrate a
awareness of understanding of initiatives into key high fevel of

risk, compliance
and governance
factors but
require guidance
and development
in implementing
stich
requirements

¢ Understand the
structure of
cooperative
government but
requires
guidance on
fostering
workable
relationship
between
stakeholders

¢ Provide input into
policy formulation

governance and
risk and
compliance factors
and implement
plans to address
these

Demonstrate
understanding of
the techniques and
processes for
optimising risk
taking decisions
within the institution
Actively drive policy
formutation within
the institution to
ensure the
achievemant of
ohjectives

institutional objectives
and drivers

identify, analyse and
measure risk, creaie
valid risk forecasts,
and map risk profiles
Apply risk control
methodology and
approaches to prevent
and reduce risk that
impede on the
achievement of
institutional objectives
Demonstrate a
thorough
understanding of risk
retention plans
identify and implement
comprehensive risk
management systems
and processes
Implement and
monitor the
formulation of policies,
identify and analyse
constraints and
challenges with
impiementation and
provide
recommendations for
improvement

commitment in
complying with
governance
requirements
Implement
governance and
compliance
strategy to
ensure
achievement of
institutional
objectives within
the legislative
framework

Able to advise
Local
Government on
risk management
strategies, best
practice
interventions and
compliance
management
Able to forge
positive
relationships on
cooperative
governance level
to enhance the
effectiveness of
local government
Able to shape,
drive the
formulation of
policies on a
macro level




Cluster

Core Competencies

Competency Name

Moral Competence

Compe.t?ncy Able to identify moral triggers, apply reasoning that promotes honesty and integrity
Definition and consistently digplay behaviour that reflects moral competence
ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR

» Realise the ¢ Conduct selfin identify, develop, Create an
impact of alignment with the and environment
acting with vaiues of Local apply measures of conducive of
integrity, but Government and self-correction moral practices
requires the institution Able fo gain trust Actively develop
guidance and + Able to openly and and implement
development admit own respect through measures to
in - mistakes and aligning combat fraud
implementing weaknesses and actions with and corruption

_ principles seek assistance commitments Set integrity

¢ Follow the from others when Make proposals standards and
basic rules unable to deliver and shared
and *  Actively report recommendations accountabitity
regulations of fraudutent activity that measures
the institution and corruption are transparent across the

¢ Able to identify within local and gain institution to
basic moral government the approval of support the
situations, but + Understand and relevant objectives of
requires honour the stakeholders local
guidance and confidential nature Present values, government
development of matters without beliefs Take
in seeking personal and ideas that are responsibility for
understanding gain congruent with the own actions and

and reasohing

with moral
intent

Able {o deal with
situations of
conflict of interest
promptly and in
the

best interest of
local government

institution's rules
and

regutations
Takes an active
stance

against corruption
and

dishonesty when
noted

Actively promote
the

value of the
institution to
internal and
external
stakeholders
Able to work in
unity with

a team and not
seek

personal gain
Apply universal
moral

principles
consistently to
achieve moral
decisions

decisions, even
if the
consequences
are
unfavourable




Cluster

Core Competencies

Competency Name

Planning and Organising

Competency

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

development in

Definition manage risk
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR

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

e Understand required for a activities, + Able to project
the task and assign and forecast
process of + Recognise the appropriate short, medium
planning and urgency and resources for and leng term
organising but importance of successful requirements of
requires tasks implementation the institution
guidance and s Balance short » |dentify in advance and local

and long-term required stages and government

providing plans and actions to complete » Translate policy
detailed and goals tasks and projects into relevant
comprehensive and s Schedule realistic projects {o
plans incorporate timelines, objectives facilitate the
e Able to follow into the team's and milestones for achievement of
existing plans performance tasks and projects institutional
and ensure objectives ¢ Produce clear, objectives
that + Schedule tasks detailed and
objectives are to ensure they comprehensive
met are performed plans to achieve
» Focus on within budget institutional
short-term and with objectives
chjectives efficient use of ¢ ldentify possible risk
in developing time and factors and design
plans and resources and implement
actions *« Measures appropriate
+ Arrange progress and contingency plans
information monitor » Adapt plans in light
and performance of changing
resources resuits circumstances
required for a » Prioritise tasks and
task,l but projects according
reguire to
further their relevant
structure urgency and
and importance
organisation
Sk
el




Cluster Core Competencies

Competency Name

Analysis and Innovation

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

Competency Definition

objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR

e Understand the + Demonstrate Coaches team Demonstrate
basic operation of logical problem members on complex analytical
analysis, but lack solving techniques analytical and and problem soiving
detail and and approaches innovative approaches and
thoroughness and provide approaches and techniques

s Able to balance rationale for techniques Create an
independent recommendations Engage with environment
analysis with s Demonstrate appropriate conducive to
requesting objectivity, insight, individuals in analytical and fact-
assistance from and thoroughness analysing and based problem-
others when analysing resolving complex solving

o Recommend new problems problems Analyse,

ldentify solutions recommend

ways to perform
tasks within own
function

+ Propose simple
remedial
interventions that
marginally
challenges the
status quo

+« |isten o the ideas
and perspectives
of others and
explore
opportunities to
enhance such
innovative
thinking.

o Able to break
down complex
problems into
manageable parts
and identify
solutions

» Consult internal
and external
stakeholders on
opportunities to
improve
processes and
service delivery

s (learly
communicate the
benefits of new
opportunities and
innovative
solutions to
stakeholders

« Continuously
identify
opportunities to
enhance internal
processes

« ldentify and
analyse
opportunities
conducive to
innovative
approaches and
propose remedial
intervention.

on various areas
in the institution
Formulate and
implement new
ideas throughout
the institution
Able to gain
approval and buy-
in for proposed
interventions from
relevant
stakeholders
Identify trends and
best practices in
process and
service delivery
and propose
institutional
application
Continuously
engage in
research to
identify client
needs.

solutions and
monitor trends in
key challenges to
prevent and
manage occurrence
Create an
environment that
fosters innovative
thinking and follows
a learning
organisation
approach

Be a thought leader
on innovative
customer service
delivery, and
process
optimisation

Play an active role
in sharing best
practice solutions
and engage in
national and
international local
government
seminars and
conferences




Cluster

Core Competencies

Competency Name

Knowledge and Information Management

Able to promote the generation and sharing of knowledge and information

- Competency through various processes and media, in order to enhance the collective
Definition knowledge base of local government
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
+ Collect, e Use « Effectively Create and support a
categorise and appropriate predict future vision and cuiture
frack relevant information information where team members
information systems and and are empowered to
required for technology fo knowledge seek, gain and share
specific tasks manage management knowledge and
and projects institutional requirements information
+ Analyse and knowledge and systems Establish
interpret and s Develop parinerships across
information to information standards and local government to
draw sharing processes to faciiitate knowledge
conclusions + Evaluate data meet future management
¢ Seek new from various knowledge Demonstrate a
sources of sources and management mature approach to
information to use needs knowledge and
increase the information + Share and information sharing
knowledge effectively to promote best- with an abundance
base influence practice and assistance
¢ Regularly decisions and knowledge approach.
share provide management Recoegnise and
information soiutions across various exploit knowledge
and s Actively institutions points in interactions
knowledge create + Establish with infernal and
with internal mechanisms accurate externai
stakeholders and structures measures and stakehoiders.
and team for sharing of monitoring
members information systems for
¢ Use external knowledge
and internal and
resources to information
research and management.
provide s Createa
relevant and culture
cutting-edge conducive of
knowledge to learning and
enhance knowtedge
institutional sharing
effectiveness * Hold regular
and efficiency knowledge
and
information
sharing
sessions to
elicit new
ideas and
share best
practices

approaches




Core Competencies
Communication
Able to share information, knowledge and ideas in a clear, focused and

Cluster
Competency Name

the needs of
the audience
info
consideration
Disseminate
and convey
information
and knowledge
adequately

content and
style to suit the
audience and
facilitate
optimal
information
transfer
Deliver content
in @ manner
that gains
support,
commitment
and agreement
from relevant
stakeholders
Compite clear,
focused,
concise and
well-structured
written
documents.

Competency concise manner appropriate for the audience in order to effectively convey,
Definition persuade and influence stakeholders to achieve the desired cutcome
ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
Demonstrate + Expressideas + Effectively Regarded as a
an to individuals communicate specialist in
understanding and groups in high-risk and negotiations
for formal and sensifive and
communication inforral matters to representing
levers and settings In a relevant the institution
tools manner that is stakehoiders Able to inspire
appropriate for interesting and » Developa and motivate
the audience, motivating well-defined others through
but requires s Ableto communication positive
guidance in understand, strategy communication
utilising such tolerate and » Balance that is impactful
tools appreciate political and relevant
Express ideas diverse perspectives Creates an
in a clear and perspectives, with environment
focused attitudes and institutional conducive o
manner, but beliefs needs when transparent and
does not o Adapt communicating productive
always take communication viewpoints on communication

complex
issues

Able to
effectively
direct
negotiations
around
complex
matters and
arrive at a win-
win situation
that promotes
Batho Pele
principles
Market and
promote the
institution to
external
stakeholders
and seek {o
enhance a
positive image
of the
institution
Able to
communicate
with the media
with high
levels of moral
competence
and discipline

and critical and
appreciative
conversations
Able to
coordinate
negotiations at
different levels
within local
government
ahd externally.




Core Competencies
Resuits and Quality focus
Able to maintain high quality standards, focus on achieving results and

Cluster
Competency Name

Competency objectives while consistently striving to exceed expectations and encourage
Definition others to meet quality standards, Further, to actively monitor and measure
resuits and guality against identified objectives.
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
+ Understand + Focus on high- Consistently verify s« Coach and

quality of work
hut requires
guidance in
attending to
important
matters

+ Show a basic
commitment to
achieving the
correct results

s  Produce the
minimum level
of resuits
required in the
role

¢ Produce
outcomes that
is of a good
standard

- » Focus on the

quantity of
output but
requires
development
in
incorporating
the quality of
work

e  Produce
quality work in
general
circumstances,
but fails to
meet
expectation
when under
pressure

priority actions
and does not
become
distracted by
fower-priority
activities

¢ Display firm
commitment
and pride in
achieving the
correct results

+  Set quality
standards and
design
processes and
tasks around
achieving set
standards

*  Produce
output of high
quality

» Ableto
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

own standards and
ocutcomes to ensure
quality output

ocus on the end
result and avoids
being distracted
Demonstrate a
determined and
committed approach
to achieving restlts
and guality
standards

Follow task and
projects through to
compietion

Set chailenging
goals and objectives
to self and team and
display commitment
to achieving
expectations
Maintain & focus on
quality outputs when
placed under
pressure
Establishing
institutional systems
for managing and
assigning work,
defining
responsibilities,
tracking, monitoring
and measuring
success, evaluating
and valuing the work
of the institution

guide others to
exceed quality
standards and
results
Develop
challenging,
client-focused
goals and sets
high standards
for personal
performance
Commit to
exceed the
results and
quality
standards,
monitor own
performance
and implement
remedial
interventions
when required
Work with
team to set
ambitious and
challenging
team goals,
communicating
long-and-short
ferm
expectations
Take
appropriate
risks 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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ANNEXURE C:

13

PERSONAL DEVELOPMENT PLAN (PDP)

Competency | Proposed Actions | Responsibility | Time-frame | Expected
to be Outcome
Addressed
Attend SAICA N Mba and Throughout | At least 20
programmes, IDM the financial | CPD hours
SAICA CPD | trainings and year
Compliance workshops/seminars
lLegal Post graduate N Mba and 2015/16 FY | Diploma
qualification diploma in Law IDM
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ANNEXURE D:

PROCESS TO MANAGE POOR PERFORMANCE

in the event that the empioyee consistently fails to meet his/her performance targets, over a minimum
of two consecutive face-to-face quarterly performance appraisals, Schedule 8, Section 9 — of the
Labour Relations Act: Code of Good Practice: Dismissal - shall be foliowed, together with the following

guidelines.
1. Prerequisites to Starting the Poor Performance and Incapacity Process

i, The onus lies with the Municipal Manager in the case of Section 56 Managers to ensure that
the subordinate knows what is required.
ii. Objectives/targets, Key performance Indicators and deadlines should be agreed with the
Employer
i. The employee should be given appropriate training, coaching and instructions in order to be

abie to meet the required objectives
iv.  The employee must have the means/equipment to perform the required objectives and

v.  The employee must be given regular feedback on his/her performance.

2. Formal Counselling Session

i.  The employee’s direct Manager/Senior is responsible for conducting any formal counselling
sesslons on poor performance. The counselling session is an opportunity to formally plan and
agree on corrective action, to:

i. Identify why the employee is failing to meet the required performance standards/objectives

iii.  Agree on a plan to assist the employee in achieving the required standards/objectives and
give the employee a fair opportunity to improve hisfher performance
v.  Make the employee aware of the potential consequences of not complying with performance

reguirements and
V. Ensure that these meetings are documented (and co-signed off by both parties) so that
procedural fairness can be proved in the event of any future disputes and/or additional

disciplinary action being taken.
3. Formal Disciplinary Process/Corrective Action

i. Should the employee, after a reasonable period for improvement, which shalf not be less than
three months nor more than six months, continue to perform unsatisfactorily, notwithstanding
appropriate evaluation, instruction, guidance and/or counselling — formal disciplinary steps
shall be implemented

ii. A formal disciplinary committee hearing shall be held in accordance with the provisions in the
Labour Relations Act, Number 42 Of 1996 (as amended) — the outcome of which may inciude

a final written warning and finaily dismissal as a last resort.




