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Performance Agreement

Performance agreement made and entered into by and between

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

and

Charles Patrick Lubbe, the Director Human Settlements (herein and after refarred as
Employee) for the period 1 July 2019 to 30 June 2020

Where as

a. The Employer has entered into a contract of employment with the
Employee in terms of section 57(1)(a) of the Local Government: Municipal
Systems Act 32 of 2000 (‘the Systems Act’). The Employer and the
Employee are hersinafter referred as “the Parties”;

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

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

d. The Partles wish to ensure that there Is compliance with Sections 57(4B)
and 57(5) of the Systems Act.

1. INTERPRETATION

1.1 In this Agresment, the following terms will have the meaning ascribed
thereto:

1.1.1  “this Agreement” — means the performance agreement betwesn the
Employer and the employee and the Annexures thersto;

1.1.2 ‘“the Executive Authority” — means the Mayoral Committee of the
Municipality constltuted In terms of Section 60 of the Local
Government: Municipal Structures Act 117 of 1 998 (“the Structures
Act’) as represented by its chairperson, the Executive Mayor;

1.1.3 “the Employee” means the Director appointed in terms of Section
56 of the Systems Act:

1.1.4 ‘“the Employer" means the Municipality; and

1.1.5 ‘the Parties” means the Employer and Employee.

? Dir.: /"”/ MM: _/g_ ﬁ



Performance Agreement

2. 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 targets and accountabilities:

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

24  To monltor and measure performance against set targeted outputs and
outcomes;

25  To establish a transparent and accountable working relationship;

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

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

3. COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 1 July 2019 and will remain in force until
30 June 2020 where-after a new Performance Agreement shall be
concluded between the partles 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 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
appropriate, the contents must by mutual agreement between the parties,
immediately be revised; and

3.5  Any significant amendments or deviations must take cognisance of the
requirements of sections 34 and 42 of the Municipal Systems Act and
Regulation 4(5) of the Regulations.
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4

4.1

4.2

4.3

4.4

5.1

5.2

PERFORMANCE OBJECTIVES

The Performance Plan (Annexure A) sets out —

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

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

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

The performance objectives and targets reflected in Annexure A are set by
the Employer in consultation with the Employee and based on the
Integrated Development Plan, Service Delivery and Budget
Implementation Plan (SDBIP) and the Budget of the Employer, and shall
inciude:

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

4.2.2 Key performance indicators that provide the details of the evidence
that must be provided to show that a key objective has been
achleved by the employes;

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

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

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

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

PERFORMANCE MANAGEMENT SYSTEM

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

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

5.4

5.5

5.6

5.7

The Employer must consult the Employee about the specific performance
standards and targets that will be included in the performance management
system applicable to the Employee;

The Employee undertakes to actively focus on the promotion and
implementation of the key performance indicators (Including special
projects relevant to the employee’s responsibilities) within the local
government framework;

The criteria upon which the performance of the Employee shall be
assessed shall consist of two components, Operational Performance and
Competencles both of which shall be contained in the Performance
Agreement;

The Employee’s assessment will be based on his performance in terms of
the outputsfoutcomes (performance Indicators) identified as per attached
Performance Plan, which are linked to the KPAs, and will constitute 80%
of the overall assessment result as per the weightings agreed to betwesn
the Employer and Employee;

The Competencies will make up the other 20% of the Employee’s
assessment score. The Competencies are spilt into two groups, leading
competencles (indicated in blue on the graph below) that drive strategic
intent and direction and core competencies (indicated in green on the graph
below), which drive the execution of the leading competencies.

PERFORMANCE ASSESSMENT

6.1

6.2

6.3

The Performance Plan (Annexure A) to this Agreement sets out key
performance indicators and competencies that needs to be evaluated in
terms of —

6.1.1 The standards and procedures for evaluating the Employee’s
performance; and
6.1.2 During the intervals for the evaluation of the Employee's

performance.

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

Personal growth and development needs identified during any performance
review discussion must be documented in a Personal Development Plan
as well as the actlons agreed to and implementation must take place within
set time frames;
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6.4

6.5

6.6

6.7

6.8

The Employee’'s performance will also be measured in terms of
contributions to the goals and strategies set out in the Employer's
Integrated Development Plan {(IDP) as described in 6.6 — 8.13 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 Chalrperson for
distribution to the panel members for preparation purposes;

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

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

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

6.6.3 The Employee will submit his self-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 employee, the KPI
will not be considered during the evaluation. The employase should
provide sufficient evidence in such instances; and

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

Assessment of the Competencies:

6.7.1 Each Competency will be assessed In terms of the descriptions
provided (Annexure B) during the mid-year and year-end reviews:

6.7.2 A rating on the five-polnt scale described in 6.10 below shall be
provided for each Competency which will then be multiplled by the
weighting to calculate the final score; and

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

Overall rating

8.8.1 An overall rating is calculated by adding the overall scores as
calculated in 6.6.5 and 6.7.3 above; and
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6.8.2 Such overall rating represents the outcome of the performance
appraisal.

6.9  The assessment of the performance of the Employee will be based on the
following rating scale for KPls:

5
a
3
2
[
i
o

Cutstandng  Performance  Fully effective Not fully Unacceptlable
perfarmance signibeantly effective performance
above
expactations

Terminology Description

Parformance far exceeds the standard expected of an employee
at this level. The appralsal Indicates that the Employee has

Outstanding achleved above fully effective resuits against all performance

performance criteria and indicators as specified in the PA and Performance
plan and malintained this In all areas of responsibility throughout
the year.

Performance Performance Is significantly higher than the standard expected

significantly In the Job. The appraisal indicates that the Employee has

BT achieved above fully effective results against more than half of

expactations the performance criterla and indicators and fully achieved all
others throughout the year.

| Performance fully mests the standards expected in all areas of

the job. The appraisal indicates that the Employee has fully

Fully effective achieved effective results agalnst all significant performance
criteria and Indicators as specified in the PA and Performance
Plan.

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

Performance does not meet the standard expected for the job.
The review/assessment indicates that they employee has
achieved below fully effective results agalnst almost all of the
Unacceptable performance criterla and indicators as specifled In the PA and
performance Performance Plan. The employee has falled to demonstrate the
commitment or ability to bring performance up to the lavel
expected [n the job despite management efforts to encourage
improvement.

Not fully sffective

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

T T
5
a4
: |
2

Poor Basle Competent  Advanced Superlor

Achievement

Descripticn

Do net apply the baslc concepts and metnods to proof a baslc
Poor understanding of local government operations and requires
extensive supervision and development interventions.

Applles basic concepts, methods, and understanding of local
Basic government operations, but requires supervision and
development Intervention. )
Develops and appiles more progressive concepts, mathods and
Competent understanding. Plans and guldes the work of others and
executes prouressive analysis. — |
Develops and applies complex concepts, methods and |
Advanced understanding, Effectively directs and leads a group and
executes in<depth analysis.

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

Level

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

6.11.1 Municlpal Manager;
6.11.2 Municipal Manager from another municlpality;

6.11.3 Chairperson of the Performance Audit Committee or in hisfher
absence thereof, the Chalrperson of the Audit Committes; and

6.11.4 The Member of the Mayorai Committee (Portfollo Chairperson).
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6.12

6.13

The Municlpal Manager will evaluate the performance of the Employee as
at the end of the 1* and 3™ quarters and document a summary of the
discussions; and

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

SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2
7.3

74

7.5

The performance of the Employee in relation to his performance agreement
shail be reviewed for the following quarters with the understanding that the
reviews in the first and the third quarter may be verbal If performance is
satisfactory:

Quarter Months

1 | July - September

2 October - December ‘
il 3 January — March
[ 4 | - April - June ;

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

Performance feedback shall be based on the Employer's assessment of
the Employee's performance;

The Employer will be entitled to review and make reasonable changes to
the provisions of Annexure A from time to time for operational reasons. The
Employse 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.
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8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps Is
attached as Annexure C. Such Plan may be implemented and/or amended as the
case may be after the assessment. In that case, the Employee will be fully
consulted before any such change or plan is made.

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 skllls development and capacity building
opportunities;

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

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

9.1.5 Make available to the Employee such resources as the Employee
may reasonably require from time to time assisting him to meet the
performance objectives and targets established in terms of this
Agreement.

10. CONSULTATION

10.1 The Employer agrees to consult the Employee timeously where the
exercising of its powers will have amongst others-

10.1.1 A direct effect on the performance of any of the Employee’s
functions;

10.1.2 Commit the Employee to implement or to give effect to a decision
made by the Employer; and

10.1.3 A substantial financial effect on the Employer.

10.2 The Employer agrees to inform the Employee of the outcome of any
decisions taken pursuant to the exercise of powers contemplated In clause
12.1 as soon as is practicable to enable the Employee to take any
necessary action with delay.

10
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1.

12.

REWARD

11.1

11.2

11.3

114

11.5

The evaluation of the Employee's performance will form the basis for
acknowledging outstanding performance or correcting unacceptable
performancs;

The payment of the performance bonus is determined by the performance
score obtained during the 4t quarter;

The performance bonus will be awarded pro-rata according to the period of
this agreement based on the following scheme:

Performance Rating Bonus Calculation
0% - 64% Poor Performance 0% of total package
65% - 69% Average Performance 5% of total package
70% - 74% Fair Performance 9% of total package
5% - 79% Good Performance 11% of total package
80% - 100% Excellent Performance 14% of total package

In the event of the Employee terminating his services during the validity
period of this Agreement, but only after three months after the start of this
agreement'’s inception date, the Employee’s performance will be evaluated
for the period during which he/she was employed and he/she will be entitled
to a pro-rata performance bonus based on his/her evaluated performance
for the perlod of actual service: and

The Employer will submit the total score of the annual assessment and of
the Employee, to full Council for purposes of recommending the bonus
allocation.

MANAGEMENT OF EVALUATION OUTCOMES

12.1

12.2

12.3

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 glve notice to the Employee to
attend a meeting;

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

Where there is a dispute or difference as to the performance of the

Employee under this Agreement, the Parties will confer with a view to
resolving the dispute or difference; and

11 s
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12.4 Inthe case of unacceptable performancs, the Employer shall -

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

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

13.  DISPUTE RESOLUTION

13.1  Disputes will be dsalt with in terms of Section 33 of the Local Government:
Municipal Performance Regulations for Municipal Managers and managers
directly accountable to Municipal Managers (Regulation 805 of August
20086).

13.2  Any disputes about the nature of the employee's performance agresment,
whether it relates to key responsibilities, prioritles, methods of assessment
and/or salary increment in the agreement, must be mediated by the
executive mayor or mayor within thirty (30) days of receipt of a formal
dispute from the employee whose decision shalil be final and binding on
both parties.

13.3 Anydisputes about the outcome of the employee's performance evaluation,
must be mediated by a member of the municipal councli, provided that such
member was not part of the evaluation panel, within thirty (30) days of
receipt of a formal dispute from the employee whose decision shall be final
and binding on both parties.

14. GENERAL

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

14.2  Nothing in this agreement diminishes the obligations, dutles or
accountabllities of the Employee in terms of his contract of employment, or
the effects of existing or new regulations, circulars, policies, directives or
other instruments.
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,—

Thus, done and signed at on the as _V*™ day of July 2019

AS WITNES?ES:
1.
/ MANAGER

Thus, done and signed at GEQS}@ on the 7 §  day of July 2019
AS WITNESSES: '
O\ 7 .

. Mooy e

) m DIRECTOR /

e/
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Performance Plan
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\
Director: Human Settlements %



Annexure A 2019/20

The Performance Plan sets out:

a) Key Performance Areas that the employee should focus on, perfomance objectives, key performance indicators and targets that must be met within a spscific
timeframe; and

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

Performance should be evaluated:

a) Quarterly of which the annual evaluation must be done by the panel as constituted in paragraph 6.11 of the agreement;
b} Performance should be assessed on a scale of 1 — 5 as outlined in paragraphs 6.9 — 6.10 of the agreement;
c) In the instance where an indicator do not have a target or is not applicable due to valid reason or where the performance could not be delivered for a valid

reason outside of the control of employee, the indicator will not be evaluated, the weighting will be cancelled and the score total will be re-calculated to calculate
the final score;

d) The employee must submit his/her assessment of histher own performance to the employer three days prior to the assessment date.
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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.

T 1
National KPA Key Performance Indicator {KPI) Unit of Measurement Qz i mnu
SDBIP ﬂaamﬂhﬂmﬁvﬂr and Manage and achieve 90% of the KPI's | 90% of the KPI's of the sub directorate
Graph Institutional of the m:v.&qoamc...&c_ _._E:.m: have been met as per ignite Dashboard 90% 90% 20% 20%
Development Setflements: Existing Housing report
SDBIP | Trangomicbal | Manage and achieve 90% of the KPI's | 90% of the KPT's of the sub directorate
| Graph Institutional of the sub-directorate: Human have been met as per Ignite Dashboard | 90% 80% 90% 80%
. Development Setllements: Informal Housing report
SDEIP | Trareiumicipal | Manage and achieve 90% of the KP's | 90% of the KPI's of the sub dirsctorate
Graph Institutional of the sub-directorate: _._:.Bm: have been met as per Ignite Dashboard 90% 90% 90% 90%
Development Settlements: New Housing report
SDBIP | Trancimob®l nd | Manage and achieve 90% of the KPI's | 90% of the KPI's of the sub directorate
. of the sub-directorate: Support Services | have been met as per Ignite Dashboard 90% 90% 90% 90%
Graph Institutional and Maintenance report
Development
. . . Construct 58 top structures in Extension 58 Top structures constructed by 30
TL21 | Basic Service Delivery | “45458 Thembalethu by 30 June 2020 June 2020 0 © 0 58
Construct 120 top structures within the
TL22 | Basic Service Delivery | Thembalethu UISP project by 30 June | 120 TOP struclures eonstructad by 30 0 0 0 204
2020 une
. . Construct 115 top structures Golden 115 Top structures constructed by 30
TL23 | Basic Service Dellvery Valley Blanco by 30 June 2020 June 2020 g 0 0 s
Review the Human Setflements Master | Reviewed Human Settlements Master |
24 Basic Setvice Delivery Plan and submit to the Portfolio Plan submitted to the Portfolio 0 0 0 1
B Committee by 30 June 2020 Committee by 30 June 2020
Good Govemnance and Implement Council resolutions within . .
D117 Public Participation the required timeframes % of Council resolutions implemented 95% 95% 95% 95%
Attend fo correctives measures as e o
D11a | Good Gavemanceand | seniified In intemal audi reports the e oot coa et 95% | 95% | 95% | 95%
patio _ reduce risk areas within three month o
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Ref No

National KPA

Key Performance Indicator {KFPI)

Unit of Measurement

Targets

Good Govemanceand | SuPmit quarterly reports to the intemal |\ o e L management reports
D119 Public Participation audit division on the Management of submitted 1 1 1 1
risks identified for the Directorate il
Municipal
rmati Liai Ik nage! I . -
D120 ._.EJ”M.E &oﬂn_ e aiee Wit fne Bummmmm rsonareguar | Number of meetings with line managers 3 3 3 3
Development
Municipal .
. Hold bi-monthly Health and Safety
D124 ﬂagﬁ_ma meetings and discuss all safely issues Number of meetings held 1 2 1 2
Development raised
Municipal Develop and sign performance
D122 Transformation and agreements and/or development plans % signed agreements and/for 100% 0% 0% 0%
Institutional with all identified personnel before 31 development plans
Development August
Municlpal . .
p Evaluate all identified personnel in .
D123 ._.B_."”-ﬂwmsz_m.:o: and terms of the performance management Number of formal evaluations 1 o 1 0
ional tem completed
B Development Sys
Ensure that SHE representatives of the
Municipal sub-directorate submits monthly # of inspection reports submitted 1o the
D124 Transformation and inspection reports w.r.t Health and Director, to ensure the safety of all 3 3 3 3
Institutional Safely to the Director for personnel and to protect the
Development acknowledgement on or before the 15th municipality from legal actions.
of each month.
Municipal .
Transformation and Reduce the %n__:m expenditure of the % reduction by 30 June in overtime
D125 Institutional directorate with 5% by 30 June from the nditure from the previous year 0% 0% 0% 5%
Development previous year's actual expenditure expel yed
Municipal o 1 o _
Transformation and 85% of the capital budget for the .
D126 Institutional directorate spent by 30 June % of capital budget spentby 30 June | 0% 10% 20% 85%
Development
Municipal
Not on Transformation and Manage overtime in line with the Percentage overtime managed in line
SDBIP Institutional approve budget with the approve budget 100% 100% 100% 100%
Development
Not on Municipal Filling of vacancies in line with
SDBIP | Transformationand | recrultment and selection policies and Fefosntage vacancics fled 0 90% 90% o

-4-




Annexure A 2019/20

Targets

RzfNo National KPA Key Performance Indicator {KPI) Unit of Measurement Q2 a3

Institutional relevant legislation also considering the
Development Employment Equity plan
Municioal Ensure compliance with all fiduciary
Not on qa._ua::mws: ang | duties in terms of the MFMA and other
SDBIP Institutional relevant legislation applicable to your Percentage compliance 100% 100% 100% 100%
Deveiopment directorate, as ﬁmﬂ MM any delegated
Municipal Manage and achieve 100% compliance
Not on Transformation and with all the leave management :
SDBIP Institutional procedures Including attendance within Percentage compliance 100% | 100% | 100% | 100%
B Uwo_ou:_ma your Directorate
Municipal .
. Manage and achieve 80% compliance
Not on ._._.m_..mﬁo_am__o: and with Labour Relations procedures and Percantage compliance 80% 80% 80% 80%
SDBIP Institutional code within vour Directorat
Development i
Municipal . .
Ensure 80% compliance with regards to
Not on ._._.m_._ma_._:mn_o: and the attendance of Council and Percentage compliance 90% 90% 90% 20%
sbBIP Institutional Committee Meetings
Development 0
TOTAL 80
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COMPETENCIES

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

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

Competency

Definition

Weight

Strategic direction and leadership

LEADING COPETENCIES

| Provide and direct a vision for the insfitution, and inspire and deploy others to deliver on the strategic Institutional mandate.

includes:
s Impact and influence
« [nstitutional performance management
+ Sirategic planning and management
» Omganisational awareness

1.67

People management

Effectively manage, inspire and encourage people, respect diversity, optimise talent and build and nurture relationships in
order to achieve institutional objectives. It includes:

e  Human capital planning and development
¢ Diversity management

« Employee relations management

e Negotiation and dispute management

Programme and project
| management

167

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

« Program and project planning and implementation
s  Service delivery management
e Program and project monitoring and evaluation

Financial management

1.67

Able to complie, 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 managed in
an ethical manner. It includes:

+ Budget planning and execution
s Financlal strategy and delivery
* Financial reporiing and delivery

Change leadership

1.67

Able to direct and initiate transformation on all levels in order {0 successfully drive and implement new initiatives and deliver
professional and quality services to the community. it includes:

» Change vision and strategy

1.67
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Competency

Definition
e Process design and improvement
+ Change impact monltoring and evaluation

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:

e Risk and compliance management
s Cooperative governance
CORE COMPETENCIES
Moral competence an_“_ to identify moral triggers, apply reasoning that promotes honesty and integrity and display behaviour that reflects moral 167
. . Able o plan, prioritise and organise information and resources effectively io ensure the quality of service delievry and build
Planning and organising efficient contingency plans to manage risk. 167
. . . Able to critically analyse information, challenges and frends 1o establish and implement fact-based solutions that are innovative
Analysis and innovation 1o improve institutional processes in order to achieve key strategic objectives. 167
Knowledge and information Able to promote the generation and sharing of knowledge and information through various processes and media, in order to 1.67
management enhance the colleclive knowledge base of local government ’
Communication Able to share information, knowledge and ideas in a clear, focused and concise manner appropriate for the audience in order 1.67
to effectively convey, persuade and influence stakehoklers to achieve the desired outcome. ’
Able to maintain high quality standards, focus on achieving results and objectives while consistency striving to exceed
Results and quality focus expectations and encourage others to meet quality standards. Further, to actively monitor and measur results and quality 1.67
against identified objectives.
TOTAL 20
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Competency Framework
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LEADING COMPETENCIES ]

People Management

mgggigie”vs_? Bnu-n..___ii_e.e—.:__.i_n!a!n c:E!nEEBE!ﬂ-.__S_:oilSS__f-
institutional objectives

BASIC SUFPE
i L | L] .
problem solving contribution and responsiblity processes and recommend remedial people management processes,
interventions approaches and tools across the
instilu
«  interact and collaborate with peopie of s Respect and support the diverse nature *  Recognise and reward effective and = Fostera cultura of discipline,
diversa backgrounds a&.oani“u_.&aa?e!&__wg desirad behavior responsibility and accountabllity
diverse app
»  Aware of guidelines for amployes ¢ Effectively delagate tasks and smpower . g:&:&aa and guidance to »  Understand the impact of diversity in
development, but requires support in others to increase contribution and others in order to increase personal performance and aclively incorporate a
implementing development initiatives execute functions optimally effectivensss diversity stralegy in the institution
¢ Apply relevant employee logisiation »  |dentify development and leaming needs . coio._.gﬁa__gmzog
falrly and consistently within the team sirategies and approaches to human
capital development and management
»  Effectively identify capaci *  Inspira %.vo_aasﬁao e Actively identify trends and predict
Eaagwsﬁa?w,usﬁ excallnce by giving positive and capacity requirements o faclitate
mandate constructive faedback to the team unified transition and performance
management
»  Achieve agreament or consansus in
adversarial environments
»  Lead and unile diverse teame across
divisions to achleve instifutional
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BASIC

e  Establish broad stakeholder invoivement =  Manage muliiple programs and balance
and communicate the project status and priorties and conflicts according fo
key milestones insfitutional goals outcomes
«  Understand procedy program ¢ Define the roles and responsibilities of = Apply effective risk management »  Direct a comprehensive strategic macro
%Eﬁﬂaﬂaﬁﬁi the project team and creata clartty strategles through impact assessment and micro analysis and scope projects
imphcations and stakeholder around expectations and resource requirements accordingly to realise Institutional
involvement objactives
»  Understand the rational of projects In ¢ Find abalance between project deadiine *  Modify project scope and budget when *  Influence people in positions of authority |
relation to the insiitution’s strategic and the quality of deliverables required without compromising the fo implement outcomes of projects
objectives quakty and objectives of the project
. ment ‘cate feciors »  Ideniify appropriate projact resources to *  [nvolve top-level authorities and relevant *  Lead and direct franslation of policy into
gm&&ﬁﬁ?ﬂﬁ and faclitate the effective complation of the stakeholders in seeking project buy-in worlable action plans
delivorables
o Use resulls and approaches of e Comply with statutory requirements and = |deniify and apply contemporary project *  Ensures that programs are monitored to
successful project implementation as apply poficies in a consistent manner management methodology frack progress and optimal resource
guide utilisation, and that adjustments are
made as needad
= Monitor progross and use of resources *  Influence and molivate project team to
and make needed ad|ustments to delivor exceplional results
melires, steps and resource allocation
*  Monitor policy implementation and apply
procedures to manage risks _
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LEADING COMPETENCEES ]
Financlal Management
Eanguraiggggi.magniizgaéggggs
accordance with recognised financlal practices. 1:&.!5!-5.._1-__?!&;-!.5-%_._-..o.___n-__.ﬂ____-..
COMFETENT VANC SUPERICR
e  Exhibit knowledge of general financial = Take active ownership of planning, . *  Develop planning tools fo assist in
conceps, planning, budgeting and budgeting and forecasting processes avaluating and monitoring future
processas and activities forecasting and how they interrelate and provides credible answers to expenditure trends
Queries within own responsibility
. awareness info the various Assass, identify and manage financlal . vauoag&ow__ﬁuan-n_._&a? e Set budget frameworks for the Institution
Wﬁaa—!ﬁ_&ﬁga risks strategic objectives of the institution
mechanisms, financlal govemance,
processes and systems
»  Understand the importance of financial »  Assume a cost-gaving approach to »  Address complex budgeting and s Setstrategic direction for the institution
accountabity financial management financial management concems on axpengditure and other financial
processes
e Understand the importa s  Prepare financial reports based on *  Put systoms and processes in place fo ¢ Build and nurfure partnerships to
control neo of asset | specified formats enhance the quality and Integrity of improve financial management and
?!&u_gaﬁun_sm achieve financial savings
i erstand the financia = Advise on policies and procedures »  Aclively identify and implement new
* %:ﬁgnﬁ : regarding asset control methods to [mprove asset control
suggestions
»  Ensure that delegation and Instructions »  Promote National Treasury's regulatory »  Display professionallsm in dealing with
as required by National Treasury framework for Financial Management financial data and processes
guidelines are raviewed and updated
»  ldendify and implement proper
monlioring and evaluation practices to | _
ensure appropriate spending against
| budget _ " |

W) =2
%ém"g
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CLUSTER: LEADING COMPETENCIES
COMPETENCY NAME : Change Leadarahip

CCMPETENCY DEFINITION Able to direct and inltiate instiutior —D—ﬂ-ﬂr_-&-gl_g_- order to sﬂg&% and —-—-—-r-—._—ni_-g .
L u ke L2 i?—iuggigéagggé

ACHIEVEMENT LEVELS

BASIC COMPETENT

= Di reness of changa ¢ Perform an analysis of the change | *  Aclivaly monitor change impact and +  Sponsor change agents and creats a
?ﬁ?uﬂ%a impact on the social, political and results and convey progress to relevant network of change leaclers who support
transformation inftiatives economic environment stakeholders the interventions

i i *  Maintain calm and focus during change e Securs buy-in and sponsorship for e Actively adapt current structures and

*  Able to Mentify basic needs for change change ing e oy
nitalives ﬁu__ssas_. hcorporats the change
dentify between e Able {o assist team members during ¢ Continuously evaluate change strategy *  Menfor and guide tazm members on the

* ey 20 botwoen thecurent and change and keap them focused on the and design and Introduce new eflects of change, resistance faciors and

deliverables approaches to enhance the institution's how fo intagrate change
effectivenass

s Identify potential challenges to *  Volunteer to lead change efforts outside ¢ Build and nuriure relationships with . Eﬁjﬁ.&i&&aag
:ﬂio:i?:.aﬁﬂﬁa%s:ﬂs of own work team E;oﬁ.uiﬁ.o:.nassg change inifiatives
change factors strategic alfiance in faclitating change

s  Participate in change programs and +  Able to gain buy-in and approval for »  Take the lead in impactful change
g_&snﬁ._mﬂéng change from relevant stakeholders programs

= Understand the impact of ch *  Identify change readiness levels and ®  Benchmark change Interventions
___szs___.as__iieahﬂ..?? assist in resalving resistance to change against bast change practices
broader scope of local govemment factors

»  Dosign change intarventions that are *  Understand the impact and psychology
%ﬂ%ﬂ«!ﬂi&wé of change and put remedial
chjectives and goals Interventions in place fo facilitate
effective fransformation
=  Take calculated risk and seek new ideas
from best praclice scenarios and identify _
the potential for implementation _ _
-6-
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CLUSTER:
COMPETENCY NAKE :

COMPETENCY DEFINITION :
ACHIEVEMENT LEVELS

BASIC COMPETENT ADYANCED SUPERIOR

*  Realiso the impact of acling with »  Conduct self in aignment with the *  dentify, develop and apply measures of ¢ Create an environment conducive of
iniegrity, but requires guidance and values of local government and the self-comection moral practices
development in implamenting principles | nstifution

»  Follow basic rules and regulations of the = Able io openly admit own mistakes and e Abls to gain frust and respect through = Aclively develop and imploment
institution weaknessas and seck assistance from aligning actions with commitments measures o combat fraud and

others when unable fo defiver cofmuption

¢ Able to kentfy basic moral situations, *  Aclively report fraudulont activity and »  Make proposals and recommendations »  Sotntegrity standands and shared
but requires guidance and development cofruption with local govemment that are transparent and gain the accountability measures across the
in understanding and reasoning with approval of relevant stakeholders institulion fo support the objectives of
moral intent local government

e Understand and honor the confidantal *  Present values, bollefs and ideas that o Take responsibiity for own actions and
nature of matters without seeking are congruent with the institution’s rules decisions, aven If the consequences are
personal gain and regulations unfavorable

»  Abla to deal with situations of confiict of e Takes an active stance againet
interest promptly and in the best interest Corruption and dishonesty when noted
of local govemment

e Actively promote the value of the
institution fo intemal 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

\f
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CLUSTER : CORE COMPETENCIES ) |
COMPETENCY NAME Planning and Organising .

r ot TTIAR - ..5_-81!._io_!n.n-____e_d-=_8_=_§=-=e=!._gwasgasgasnagaliﬂti!ngmtéﬁ%
COMPETENCY DEFINITICN : plans to manage risk

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
o Able tn follow basic plans and organise ¢ Aclively and appropriately organise . *  Focus on broad strategies and inffiatives
Eowunacaﬁ%_ﬁnﬁ oran information and resources required for a develop comprehensive plans, integrate when daveloping plans and actions
task and coordinate activities and assign
appropriate resources for successful
implementztion
= Understand the process of planning and s Recognise the urgency and importance *  Identify in advance required stages and . anua.onﬂag.a__ﬁ
organising but requires guldance and of tasks actions to complete tasks medium and long tsrm fequirements of
development in providing detaled and the instituion and local govemment
hensive plans
= Ablo to follow exisfing plans and ensure = Balance short and long-term plans and *  Schedule realistic timefines, objectives »  Translate policy into relevant projects o
that objectives are met goals and mcorporate into the team's and miestones for tasks and projects faciftate the achlavement of Institutional
performance objectives objectives
s F hort-term objectives i *  Scheduls tasks to ensure they are *  Produce clear, detalled and
n“whaﬂ“_:qhnniﬁaw&oi n performed within budget and with comprohensive plans ko achieve
efficient use of time and resources instituional objectives
= Amange information and resources =  Measures progress and monitor *  Mdentfy possible risk factors and design
required for a task, but require further performance results _ and implement appropriate contingency
structure and organisation plans
¢ Adapt plans in light of changing
trcumstances
=  Prioritise tasks and projects according to
L thelr relevant urgency and importance
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Ol VANC ERIOR
»  Demonsirate logical problem solving »  Coaches taam members on analytical ¢ Demonsirale complex analytical and |

analysis, but lack detal and techniques and approaches and provide and innovative approaches and problem solving approaches and
thoroughness rationale for recommendations techniques techniques
: . PP . with appropriate Individuals in »  Create an environment conducive to
*  Ableio balance independent analysis *  Domonstrate objectivit, Insight and Engage .
withrequesiing assi —aw..“_ﬁ_ﬁ_ thorughriess when analysing problems analysing and resolving complex analytical and fact-based problem
. ¢ Able to braak down complex problems . . . e Analyse, recommend solutions and
ﬂmﬂ.ﬂﬂ.ﬁ:ﬁﬁsﬁgsﬁ mas..-sinsa_ovﬂsnig . .___!58___833558-;5 monitor trends in key challanges to
solufions nstitution prevent and manage occurrence
«  Propose simpla remedial interventions e  Consult Intsmal and external . . »  Create an environment that fosters
that marginally challenges the status stakehoklers on opportunities fo improve . ___uwazgﬂ”_ainiaa:aﬁ Innovative thinking and follows a _
quo processes and service delivery roug nsitution leaming organisation approach
s Listen to the ideas and parspectives of ¢ Cloarly communicate the benefits of new s Able fo gain approval and buy-in for o Beathought leader on innovative
others and explore opportunities to opportunities and innovative solutions proposed intesvantions from relevant customer service delivery and process
enhance such innovative thinking and stakeholders stakeholders optimisation
. . L . Iu«.n__aaia_osuﬁ_éin
»  Continuously idenfify opportunities to gﬁ&iuﬂgs practice sokuions and engage in
enhance infernal processes E__Smum _._ua_ﬁ..__ohn , national and intemational local
propose pphcation govemment seminars and conferences
identlfy and analyse opportunities Continuously research
conducive lo Innovative approaches and ggﬂs%
s al intervent;

=

% Vo

-10-
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CORE COMPETENCIES - g |

E.B!a__.ua:sn!o_.&giii&iiigsgigagiifloia
oinio:tﬁt&i!iwﬂoﬁ_oﬂ_gi

BASIC MPETENT
+  Use appropriate information systems

I [ 3
3 i i and fechnology fo manage institutional knowledge management requirements where team members are empowered to
and projects knowidedge and information sharing and systems seek, gain and share knowledge and
informeti
Interpret information to e  Evaluate data from various sources and +  Develop standards and processes fo »  Establish parinerships across local
* Wﬂr_ﬁh:nh_ﬂ_oi _ fion use information effectively to influence meet future knowledge management govemment to facilitate inowledge
dacisions and provide solutions needs management
Seak new sources of Information to »  Actively create mechanisms and *  Share and promote best-practice +  Demonstrate a mature approach
* mzﬂos__wt___a_sqa_o&og structures for sharing information knowledge management across various
institutions
¢ Regularly share information and ¢ Use extomnal and intemal resources to *  Establish accurate measures and *  Recognise and axplolt knowledge points
knowledge with intemal staksholders research and provide relevant and maniforing systems for knowledge and in interactions with intornal and extemal
and team members cutfing-edge knowledge to enhance information management stakeholders
institutional effectiveness and efficiency
Creato a culture conducive of laaming
and knowledge sharing
Hold regular knowledge and information
sharing sessions to eficit new ideas
share best praclice approaches |

-11-



Annexure B 2019/20

CORE COMPETENCIES _
Communication _

Abie to share Information, knowledge and ldeas in a n‘.giﬂgiggmﬂ:ﬂsigiisgg. "
persuade and influance stakeholdars to achleve the desired outcoms

¢ Demonsirale an understanding for o Express ideas io individuals and groups o Effectively communicate high-risk and N
“ﬁ%ﬂhﬁa.ﬁﬁ i formal and informal setings in a sensifive maters o relevant . u.rﬁaas__..ﬁ.n_.__ﬂ:ﬁaoﬁg
aniann_anaos:ﬁni.ucggt manner that i g and 9 Shokders Abe o e e s

*  Express ideas in a clear and focused = Able to understand, iolerate and . - . inspire C )
manner, but does not always taks the appreciate diverse perspectives, Develop a wall-defined communicaion through positive communication that is
audience Into considaration affitudes and befiefs strategy Impactful and relevant

i . . , e  Creates an environment conducive fo

«  Dissaminate and I . ES:!__EB__S%B&% . wn_nasu&eﬂ_en%os&n!s . iransparant and .

convey information to suit the audience and faciitate insfitutional needs when communicating communca s____a&.n.__s :
and lnowledge adequately optimal Information ranster viewpoints on complex issues e oncton and itical appreciate
_ *  Deliver contont in a manner that gains . i . *  Able o coordinate negofiations at
support, commitment and agresment Eou _n§_n§i§_ﬁ a.&?!zguiizggaﬂa
from relevant stakeholders and externally
*  Market and promote the institution
Compile dear, focused, concise exiernal stakeholders and seek to
) iasﬁiisassiaua n._!ﬁ%aaa_saoaso
Able fo communicate with the med
with high levels of moral competence
and discipline

-12-
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CLUSTER: CORE COMPETENCIES
COMPETENCY NAME : Rasults and Quality Focus

COMPETENCY DEFINITION » Abie fo maintain high quality standards, focus on achleving results and objectives while consistently striving to exceed axpectations and encourage
g E ?85&.—55%&!né.?ggiiggigiﬁei_igsg

ACHIEVEMENT LEVELS

BASIC COMPETENT ADYANCED SUPERIOR

Understand of work but requl *  Focus on high-priority acfions and does s Consistenily verify own standards and = Coach and guide others to exceed
: Egsﬁ!ns.mgﬂﬁau not become distracted by lower-priority outcomes to ensure quakity output qualily standards and results
it
Show a basic commitment fo achieving «  Display firm commitment and pride in *  Focus on the end result and avoids »  Devolop challenging, client-focused
° ?%ﬁﬂn _ achieving the cormect resuits being distracted goals and sels high standards for
personal performance
= Produce the minimum level of results »  Setquality standands and design *  Demonsirate a delermined and »  Commit io exceed the results and
required in the role processes and tasks around achieving committad approach fo achieving results Quality standards, monitor gwn
set standards and quality standards performance and implement remadial
interventions when required
*  Produce outcomes that is of a good *  Produce output of high quallty *  Foflow task and projacts through to *  Work with feam to set ambitious and
standard completion challanging team goals, commumicating
long- and short term expectations
= Focus on the quantity of output but . >zo3§_n=85n§_<§9§ . wnas-niénonagn&%a ¢ Take appropriate risks to accomplish
requires development in incorporating and quality of results In order o achieve seif and team and display commitment goals
the quality of work objectives to achieving expaclations
*  Prodyce quakity work in general *  Monitors progress, quality of work and »  Mainfain a focus on quality culputs *  Overcome setbacks and adjust action |
drcumstances, but fails o mest use of resources; provide status updaies when placed under pressure plans to realise goals
expectation when under pressure and maka adjustments as needed
= Establishing institutional systems for . moﬂmvsn.og%m&seoag
managing and assigning work, defining yield a high impact
responsibilities, tracking, moniloring and
measuring success, evaluafing and
valuing the work of the insitution | _
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Suggested ralning and for Suggested mode of Sugnested Time 'erk opporfimity ereated lo
imance G utcomes Expectec [ - Sy A e
Pedormance Gap Outcames Expected development activi delivery Frames practice sklllidevelopment area

Support Person

Signed and accepted by the Employee
£~
267 Jaers

Date:

Signed by the Municipal Manager on behalf of the Munici




