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for the financial year 01 July 2020 — 30 June 2021

DIRECTOR: ENGINEERING SERVICES




O

Performance agreement made and entered Into by and between

The Bitou Municipality and represented by the Municipal Manager, Adv. Lonwaho
Mninawa Ronald Ngoqo, (herein and afer referred as Employer)

and

Michael John Rhode , the Director: Engineering Services {herein and after referred as
Employee) for the period 01 July 2020 o 30 June 2021

Where as

a. The Employer has enfered into a contract of employment with the
Employee in terms of section 57(1){a) of the Local Gevernment: Municipal
Systems Act 32 of 2000 (‘the Systems Act). The Employer and the
Employee are hereinafter 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 Parties wish to ensure that there is compliance with Sections 57(4B)
and 57(5) of the Systems Act,

1. INTERPRETATION

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

111 'this Agreement’ — means the performance agreement between the
Employer and the employee and the Annexures thereto:

1.1.2 ‘the Executive Authority’ — means the Mayoral Committée of the
Municipality constituted in terms of Section 60 of the Local
Government: Municipal Structures Act 117 of 1988 (“the Structures
Act’) as represented by its chairperson, the Executive Mayor;

1.1.3 ‘the Employee” msans the Director appointed in terms of Section
36 of the Systems Act;

114 ‘the Employer” means the Municipality; and

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

2.1

2.2

23

2.4

25
26

2.7

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;

To specify objectives and fargets established for the Employee and to
communicate to the Employee the Employer's expectafions of the
Employee’s performance targets and accountabiiities;

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

A},

To monitor and measure performance against set targeted outpufs and
oulcomes;

To establish a transparent and accountable working relationship;

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

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

COMMENCEMENT AND DURATION

31

3.2

3.3

34

3.5

This Agreement will commence on 01 July 2020 and will remain in force
untll 30 June 2021 where-after a new Performance Agresment shall be
concluded between the parties for the next financial year or any portion
therecf;

The Parties will conclude a new Performance Agreement that replaces this

Agreement at least once @ year by not later than 313 of July of the
succeeding financial year,

This Agreement will ferminate on the termination of the Employee's
contract of employment for any reason;

If at any time during the validity of the agreement the work environment
alters 1o the extent that the contents of the agreement are no longer
appropriate, the contents must by mutual agreement between the parties,
immediately be revised; and

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

’ Dir.: m{}ﬁ/ MM: N
\

A Y




4.

PERFORMANCE OBJECTIVES

4.1

42

4.3

44

The Performance Plan (Annexure A) sets out —

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

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

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

The performance objectives and fargets reflected in Annexure A are set by
the Employer in consulfation with the Employee and based on the
Integrated  Development Plan, Service Delivery and Budget
Implemmientation Plari (SDBIP) and the Budgst of the Empioyer, and shall
include:

4.2.1 Key objectives that describe the main tasks that need o be dohe;

42.2 Key performance indicators that provide the detalls of the evidence
- that must be provided to show that a key objective has heen
achieved by the employee;

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

4.24 Weightings showing the refative importance of the key cbiectives to
aach other.

The Personal Development Plan (Annexure C) sets out the Employee's
personal development requirements in line with the objectives and fargets
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 Employers
Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

5.1

The Employee agrees to participate in the performance management
system that the Fmployer adopted for the employees of the Employer;
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5.2 The Employee accepts that the purpose of the performance management
sysiem will be to provide a comprehensive system with specific
performance standards to assist the employees and service providers to
perform to the standards required;

5.3  The Employer must consult the Employee about the specific performance’
standards'and targets that will be included in the performance management
system applicable o the Employes;

54  The Employee undertakes to aclively focus on the promotion and
implementation of the key performance indicators {(including special
projecis relevant to the employee's responsibifities) within the local
government framework;

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

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, which are finked to the KPAs, and will constitute 80%
of the overall assessment result as per the weightings agreed to between
the Employer and Employee:

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

PERFORMANCE ASSESSMENT

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

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

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

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

6.3  Personal growth and development needs identified during any performance
review discussion must be documented in a Personal Deve!p' ment Plan
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as well as the actions agreed to and implemeantation must take place within
set fime frames;

6.4 The Employee's performance will also be measured in terms of
confributions fo the goals and strategies set out in the Employers
Integrated Development Plan (IDP) as described in 8.6 — 6.13 below:

8.5  The Employee will submit quarterly performance reports (SDBIP) and a
comprehensive annual performance report at least one week prior to the
performance assessment meatings to the Evaluation Panel Chairperson for
distribution fo the panel members for preparation purposes;

8.6  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 KP! or group of KPls which will then be multiplied
by the weighting to calculate the final score;

6.6.3 The Employee will submit his self-evaluation fo the Employer prior
to the formal assessment:

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

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

8.7 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 raviews;

6.7.2 A rating on the five-point scale described in 8.10 below shall be
provided for each Competency which will then be multiplied by the
weighting to calculate the final score; and

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

6.8 Overallrating
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6.8.1 An overall rating is calculated by adding the overail scores as
calculated in 6.6.5 and 6.7.3 above: and

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

The assessment of the performance of the Employee will be based on the
Tollowing rating scale for KPIs:

Sutlimdbyy  Performngice  foliyoffectve  Hothally  Omscoesiiie
pclopminds  signihoantly eiferiiviy performisnce
b
axpertashons

Description :
“Performance far exceeds thie standard expected of an employee
at this Jevel. The appraisal Indicates that the Employee has

Terminology

Outstanding achieved above fully effective results sgainst all performance
performance criteria and iridicators as specified in the PA and Parformance
plan and maintained this in all areas of responsibility throughout
the year.
Perfoimande is significantly higher than the standard expected
:gz?é:;mf: in the'job. The appraisal indicates that the Employee has
above achieved above fully effective results against more than half of
expectations the performance criteria and indicators and fully achieved all

othets throughout the year.
Performance fully meets the sfandards expected in all sreas of
the job. The appraisal indicates that the Employee has fully
Fully effective achieved effective results. against all significant performance
criteria and indicators as spécified in the PA and Performance
Plan,
Parformance is below the standard required for the job in key
areas. Performance meets some of the standards expected for
. the job, The review/assessment indicaies that the employes
Not fully effective | | achieved below fully éffective results against more than half
the key performance criteriz and indicators as specified in the
PA and Performance Plan.
Performance does not mest the standard expecled for The job.
Unacceptable The review/assessment indicafes that they emplayse has
performance achieved below flilly effective restits’ against almaost all of the
P i n performance criterda and indicators as_specified in the PA and

7
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Terminoiogy . ﬁeérriptior}

‘Performance Plan. The emp!oyee has failed to demonstratz the
comgmitment or abllity to bring performance up 0. the lavel
expected in the job despits management effors to encourage
impitvement.

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

S8

T

Poor@ Basicl Competent® Advancedd Superiord

Ach:evement

‘Level Descriptio

1 Do niot gpply the basit concepts and methods 1o proof a basic
Poor understanding of local government opérations and fequires
exténsive supervision snd development interventions.
Applies basic concepts methods, and understanding of local
Basic government operations, but requires supervision and
development Intervention.
Develops and applies more progressive concepts, methads and
Compestent understanding. Plans and guides the work of others and
eXecuies progressive analysis, .
Develops and applies complex concepts, msthods and
Advanced understanding, Effectively directs and leads a group and
execuies in-depth analysis. |
Has 2 cnmprehens,'we understanding of iocal government
Superior operations, critical in strategic shaping strategle direction and
change, develops and applies comprehensive concepls and
methods.

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

6.11.1 Municipal Manager:
6.11.2 Municipal Manager from another municipality;

6.11.3 Chairperson of the Performance Audit Committe or in hig/her
absence thereof, the Ghairperson of the Audit Committeg; and
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6.12

6.13

6.11.4 The Member of the Mayoral Committee (Portfolio Chairperson).

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

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

SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2
7.3

7.4

7.5

The performance of the Efmployee in relation to his performance agreement
shall 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:

- Months . Evaluation

i - 'éﬁiy . Séz::tember
2 QOstober - December
3 danuary - Barch
4 April - June

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

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

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

The Employer may amend the provisions of Annexure A whenever the
performance management system is adopted, implemented andfor
amended as the case may be. In that cdse, the Employee will be fully
consulted before any such change i8 made.

DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is
attached as Annexure C. Such Plan may be implemented andfor amended as the
case may be after the each assessment. In that case, the Employee will be fully
consulted belfore any such change or plan is made.
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OELIGATIONS OF THE EMPLOYER

9.1 The Employer shall-

8.1.1 Create an enabling environment o facilitate effective performance
by the employee;

9.1.2 Provide access to skills development and capacity building
opportunities;

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

8.1.4 On the request of the Employee delegate such powers reasonably
required by the Employee to enable him to mest 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 o time assisting him to meet the
performance objectives and targets established in terms of this
Agreement.

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 io inforin the Employee of the outcome of any
- decisiofs taken pursuant o the exercise of powers contemplated in clause
121 as soon as is practicable to enable the Employee io take any
necessary action with delay.
REWARD
11.1  The evaluation of the Employee’s performance will form the basis for

acknowledging outstanding performance or correcting  uacceplable

performance; _
10 o m
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11.2

11.3

114

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

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

Performance Rating Bonus Calculation

0% - 64% Poor Parfarmance 0% of total package
65% - 69% Average Performance 5% of total package
T0% - 74% Fair Performance 9% of iotal package
75% - 79% Good Performance 11% of total package
80% - 100% Excellent Performance 14% of total package

in the event of the Employee terminating his services during the validity
period of this Agreement, but only afier three months after the start of this
agreement’s inception date, the Employee’s performance will be evaluated
for the pericd during which hefshe was employed and he/she will be entitled
to & pro-rata performance bonus based on histher evaluated performance
for the period of actual service; and

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

MANAGEMENT OF EVALUATION GUTCOMES

t2.1

12.2

12.3

12.4

Where the Employer is, any time during the Employee’s employment, not
satisfied with the Employee’s performance with respect to any matter dealt
with in this Agreement, the Employer will give notice fo the Employee fo
attend a meeting;

The Employee will have the opportunity at the meeting to satisfy the
Employer of the measures being taken 1o ensure that his performance
becomes safisfactory 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 Parfies will confer with a view 1o
resolving the dispute or difference; and

In the case of unacceptable performance, the Employer shall —

12.4.1 Provide systematic remedial or developmental support to assist the
Employes to improve his performance; and
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13.

14.

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

terminate the contract of employment of the Employeé on grounds w
of unfitness or incapacity to carry out his or her duties. § 3
R
DISPUTE RESOLUTION 3 @“ §
I
13.1 Disputes will be dealt with in terms of Section 33 of the Local Government: § L) \]

Municipal Performance Regulations for Municipal Managers and managers
directly accountable to Municipal Managers (Regulation 805 of August

2006).

[
¢ $
O
$ 4
13.2  Any disputes about the nature of the employee’s performance agreement,
whether it relates to key responsibilities, priorities, methods of assessment g
andfor salary increment in the agreement, must be mediated by the xf
executive mayor or mayor within thirty (30) days of receipt of a formal I
dispute from the employee whose decision shall be final and binding on !s ¢
Q

both parties.

13.3  Any disputes about the outcome of the employee’s perforrance evaluation,
must be mediated by & member of the municipal council, provided that such
member was not part of the evaluation panel, within thirty (30) days of
recelpt of a formal dispute from the employee y&heee—éee*s&en-&haﬂ-beﬁﬁab o
an
Pap P ;,mmeowai sixsguta will be refened to an oy ke ral e
GENERAL h"ﬁ{i {.WC?LCV\L' f‘g‘t\’“& W*’— 4{3(\(/@‘6 &D ‘5’3 é)di:{"\ 9@“( 163 b
Alesdiviny Shall be Haal M@{ i,mm{um n ekl pawae-s M&L :

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

Ernployer; and

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

12
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Wutu st
Thus done and signed at onthe _ 3' day of Jurfe of 2020.
AS WITNESSES:
1. __AM‘

MUNICIPAY. MANAGER
2. %’ “
O ’ B st

Thus done and signed at onthe P\ day of Juneof 2020.

AS WITNESSES: §
ol O i
1, i
. ®CTOR

13
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Annexure A 2020/21

Performance Plan
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Annexure A 2020724

The Performance Plan seis out:
a) Key Performance Areas that the employes should foous on, parformance objectives, key performance indicators and targets that must be met
within 2 specific fimeframe; and

b} The Compelencies required from empioyees prescribed in the Regulations on the appoiniment and conditions of smployment of senior

maneagers, R21 of 2314,
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Annexure A

2020/21

The key peifformance ateas, the performance objectives, key performance indicators and targets thiat must be met within the agreed timeframe are
described below. The assessment of these parformance indicators will account for elghty percent of the total employee assessment score.

KEY PERFORMANCE INDICATORS

Municipal 9C% of the KPI's of
‘Trapsformetion | Manage and achieve 80% ¢f the | the sub directorate
Graph and KPI's of the sub-directorate: have baen met as 0% 20% 0% | 80% | BO% | 90%
Instiutionat PMU per Ignitz
Development Dashboard repost
Municipal o 90% of fhe KPJs of
sppip | Transommation | Menege and achiave SO oithe | e o 6 cirectorate
Gragh | | ﬂ;mg I Electsical and Mecharieal have b_e(l-,‘n ;’tnetas 0% 93% 0% | 90% | 890% | 90%
nstitutional e . per lgnite
Development Enginesring Survices Dashboard report
. Municipal . - B0% of the KF's of
SDBIP Transformation M?g;f;ﬁ::ﬁ:?ggﬁ:’gm the sub directorate
& and - - have been met as 80845 90% S0% S0% | 90% | 90%
aph Institu Roads, Transport and .
pstifuiions) Stormwater Services po Ignite
Development Cashboard report
Municipal 90% of the KPTl's of
SOBIP Trenaformation | Manage and achieve 90% ofthe | the sub directorale
Graph and KPI's of the sub-directorate: have been met as 0% 9% 90% | 90% § 90% | 90%
Institudional Water Quality Control Services per ignite
Devaioprent Dashbeard report
Municipal G0% of the KPFs of
sppip | Transformation | Manage and schieve 80% ofthe | the sub direstorate
Graph | - and KPI's of the sub-directorate: have been met as 90% 90% 20% 50% | 60% | S0%
Instiiutional Fleet Ménagement per fgnite




Annexure A

2020/21

TL20

Basic Service
Delivery

2
procurement planning of all
approved capital prejedts for
PMY (sxclsding housing and
multi-year) by 31 July 2020

% of SCM
processes finglised

G%

0%

Basle Seivice
Delivery

Spend 80% of the-approved
capila} budget for Fleet sarvites
by 30 June 2021 {{Total actual
capifal expenditure (Totel capial

amount budosted) x100}

% budget spent

0%

20%

0%

40% | BO%

8D%

TLZ2

Basic Service
Delivery

Spend 80% of the approved
capital budget for Yaste Water
seqvices by 30 June 2021 {(Total
actual cagital expenditure /Totat
capital amount budaeted) x 1007

% budget spant

0%

0%

10%

40% | 60%

a0%

Basic Service
Defivery

Spend 90% of the approved
capial budget for Eleclrical &
Mechanical services by 30 Jung
2021 {(Total aclual capital
expenditure /Total capital

amourit budgeted} x100}

% budget spent

0%

0%

10%

40% | 60%

0%

Basic Service
Delivery

Spend 90% of the approved
capital budget for Water services
by 30 June 2021 {(Total actual
capital expendifure [Tolal capital

amotnt budgeted) x100}

% budge? spent

20%

0%

40% 3§ &60%

0%

TLIE

Basic Senvice
Defivery

Spend 80% of the approved
capilal butget for Roads & Storm
Water services by 30 June 2021
{{Total actuat capital expenditure
fTotal caphtal ameunt butdgeted)
x160}

% budget spent

o0%

0%

0%

40% | B0%

20%

TL26

Basic Senice
relivery

Spend 100% of MIG Funding
allocafion by 30 June 2021
{{Tota! actual MIG expenditure
fTotal MIG amouni budgeted)
%100}

% budged spent

100%

100%

40% | 0%

100%
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Tez

-1 AL

Finit Bl d7ew IEYT AT
Lokfl T8 9% fdn Ariim

New

Ve

r

{5}

i
}
i

ep
Basic Service | Gonduct 240 potential electriclly Electricat and perfamnance
TLET | pelvery theft investigatians annually Mechonicat | fndicatorfor | 270 0 0 oo 240
department 2020121
Spend 90% of the approved Mew
Basic Service budget for the upgrads af the pexformance
TL28 Delivery Kranshoek scwer roticuletion by | % budmetepent | oo o 90% 0% | 40% | 0% | 80%
39 June 2021 202002
Spend 90% of the approved New
Tizg | BICSeNE { bidgetforshe Qolwaninew | % budpet spent ooformanc | sow | om e | ow | so%
er eleckification by 30 June 2021 2020121
New
- . Spend 90% of the approved
TL3D Bag;{?ennoe budget for the Kwano upgrade % budget spent gerfomanae 90% 0% 40% 0% 0%
eny " indicator for
tank by 30 Jusie 2021 202021

Goog i
. Updaie all Coliaborator
Do | Covemance | iy T0days | % updates of 100% s00% | 100% | 100% | 100% § 100%
and Public afer recelpt coligberatar
Partficipation
Submit bmonthly Health and
Goot Safety commitiee minules lo Mumbet of reparis
Doaz Governance | ansure the safety of all personnal | submitted to the 5 p 3 2 P 3
and Public and to protect the municipality Health and Safety
Parficipation fom fegas actions to the Heall Commitiee
and Safely Committee
Reporl quariery on the
Good corective measures .
D823 Governance implementad fo reduce the top i”;tereﬁzéﬁr 2 % 4 1 1 1
and Public 10 risk areas within the cepors gubmilie "
Participation depariment to the fficial pers s
responsible for risk management \
Dir: k‘m—- - RAM:
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Annexure A

2020/21

. Good Hold monthly meefings with
Govemance Managers cirectly reporting to Number of
DB2¢ | g Public | e Dirsctor jexcept December |  meetinigs held 1 10 3 2 2 3
Participation and January)
VR
o ’ 5
0285 Govemance i i et toporioes by 3% repereeawi | peromance 1wo% | o (1008} 0% pva/‘
ang puslic | WIS SPTESS WA | | performance | ndicetor for % ’
Participation 3 JedZ BoLs & agreements 202021 {007
by Lx [~
/Gnv?z?o{f e "Emduct & risk pse @nt for Nurmber of Bi " ) 7
D288 S § the Direcar 31 March assegsafent
,F;‘r”d ublic 520 ducted '
/ |, ~Farticipatian <
=
Good
Respond fo requesis from
Gaovemance e . % of requests 5
0287 ard Public internal Aud:‘;w&ln 2 working responded oo g 6% oo% | S0% | 90% | S0%
Parlicipation ays
Good )
Covermnance Update the SDBIP monthly Number of months
D288+ “anc Public before 15th of ach manth updated 12 i 3 33 3
Parficipation
Giood Sybmit the Dirsciorate
D289 Governance Procurement Plan to the imﬁg:?; g:ae" 0 1 a 0 2 1
and Pubfic Municipat Manager by 30 June Htunicipal Manager
Particiation 2024 98
Good - % an pragress
Repoit on a monthly basis on the
pogo | SOPTEN | progressmade interns ofthe | e 18 o 80% 80% | B0% | B0% | 80% ] a0%
Parficipation pracyremant plan pan
Goad
Govemnance Spend 9G% of the Direclorate o
Dzg1 and Public zapita! budget by 30 June % of budget spent 50% 90% D\ 40% | O% | S0%
Farticipation WA .
W
Din___ "4e . MM;
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Annexure A 2020/21

C s

Municipal !
Financial ‘)DU‘Z;_of attendance at the Bid

Judication Commiltee Adjudicatica

Mgetings Commiiee

151 Meetings
(9.5

Viahility and
Managemsnt

Q
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Annexure A 2020/21

COMPETENCIES

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

Annexure B describes the different achievement levels for each Competeacy and should therefore form part of this section of the Perfarmance Plan,

Provide and direct & vision for the instittion, and inspire snd deploy cthers to dekiver on the strategic institutional
mandate. it inclides:
Strategic direction and *  Impact and influence 167
feadership « |pstitutionat perfarmance management )
#  Bhrategic planning and management
»  Organisational awareness
Effectively manage, Inspire and encourage people, respect diversity, optimise talent and build and nurture
relationships in order o achieve nstitutional objectives. § includes:
I »  Human capital planning and devalopment 167
'‘eople management »  Diversity management B
+  Employes refations management
«  Negotiation and dispute management
Able tp undersland program and project management methodolegy; plan, manage, monfor and evaluale specific
aciivities in order fo deliver on set objectives. It includes:
s‘r’f’az?;a:::n?"‘f project »  Program and project planning and implementation 1.67
o = Service defivery management
+  Program and project monitoring and evaluation
Able to comple, plan and manage budgets, contro) cash flow, instiiute financial isk management and administer
procurerhent piocesses ih accordzince with recognised finandial practices. Further ie ensure that all financial
fransactions are managad in an ethical manner. it includes:
Financial mansgemant »  Budgst planning and exetution 167
+  Financial strategy and delivery :
+  Financial reporting and delivery

Dir: g AN
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Change leadership

Able to direct and iniliate transforniation on &l levels in order to successfully drive and implement new inffiatives
and deliver professional and quality services 1o the community. It includes:

«  Change vision and stratogy
+  Process design and improvement
s Change impact monitoring and evaluation

1.67

Gevemnanée leadsrship

Able to pramole, direct and apply professionalism in managing tisk and compliance requirements and apply a
thoraugh undesstanding of governance praciices and abligations, Futther, able to direct the conceplualisation of
relevant poficies and enhance cooperative governance relationships. 1§ includes:

+  Policy formulation
=  Rilskand compliance management
e Cooperative governance

187

Moral compatente Abla 1oidentify moral riggers, apply reasoning that prometes honesty and integrily and display behavisur that 1.87
reflects moral competence.
. i Able to plan, prioritise and organise. information and resourses effactvely to ensure the quatity of seivice delivery
Planning and crganising and build efficient contingercy pians To manage risk. 167
. . Able to ciitically analyse information, challenges and trends o establish and implement fact-based salutions that
Analysle and irnovation are innovative to improve instifvtional processes in order i acliieve key stralegic abjectives. 87
Knowdedge and information Able to promote the generation and sharing of knowledge and information through varisus processes and media, {67
Tanagement in order to enhance the coliective kiowledge base of local governmens !
Communication Able fo shate information, knowledge and ideas in a dlear, focused and cancise manner appropriate for the 167
audience in order o effeclively convey, persuade and influence stakeholders to achieve the desired outcome, :
Able to maintain high quality standards, focus on achieving results and objectives while consistency striving fo
Results and quality focus excead expaciations and encourage others fa meet quallly standards, Furiher, 1o actively monitar and measure 5.687

resuits and quality against identified objectives.

Dir:
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‘Undersiand Institutional and
deparimentat strategic objectivas, but
lacks the aliflify 1o inspire cthers {a
achieve sot mandste

Describe how specific fasks fnkia
institutizaal sfrategles but has limiled
Influence in directing a strategy

Has a basic understanding of
Instifutional perfnmmanee manacemant,
butfacks the abity o integrate systems
infoa cofietlive whole

Demansirate basic understanding of key -
decision akers

LEADING COMPETENCIES

| Stretegic Divevtion and Leadership

Pravide and dlrect a vislon for the instituion, aad inspire and deploy others {6 deti

Glve direction loa teamin raa!nsangi
institution's strategic mandate and set

objeciives

a  Hag'a posifee impact and influgnce on

lhe morale, engzgemeant and
parlicipation of je2m members

= Dgvelop aclion pians o 2xecule and

quide sfrategy

»  Assistin defining parformance

measures 1o monifer 12 progress and

efactiveness of the institition

& Displays an awareness of institutional

strustores zad political faciors

= Eferlively communicats bamias to
execufinn to relevant parfies

= Provide guidance to all slakehoklers in

tha achievament of the stralegic
mandale

o Undertstend the'aim and ohiecbves of
[z instfhufion and zelate it o own work

 Evalte 2l activiies lo detemnine valus

and afignment t sirafegic nfent

Display in-depih inowledge and
wnderstanding of siriegic planring

Align stralegy and goals acrass &l
functional arces

Actively deling periormance measttes
{o monitor the progress and
eliecivaness of the Institution
Consistantly challenge strategic plans fo
ensure refevanoe

Undérstand insifufienal structices and
poiilical faglo'rs. and the cansequences
ofattions

Empaser others 1o foliowthe straladic
direction.and deal with compiex
shtuations

Guitle the inslitulion frough toaple
and Zmbiglous eoncem

Use uaderslanding of power
refationships and dynamiic fensicas
among key players tG frame
commnicalions and develop srategles,

pesiions and afiances

on the strategic [nstitutional mandata

lacal government priorities

Aclively uss in-deplh knowiedge and
understanding o develcp and
implement a comprehenshe institulional
framework

Hoid seif-accoumiable for stalegy
axacution and results

Pravide impact and influsnce traigh
buiiding and mzntaining strategic
relationships

Creale an environment fhat faciitates
Ioyaly and innovation. Bisplay a
superior fevel of sed-discipiine and
inteqrity in actions

Indegrate various systems injoa
colizotive whole 1o oplimise institutonal
periormance management

Ysas understanding of vampeling
inferesis to mzneuver successiully loa
winhln ouicoms
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Participate in lesh gralseting and
problem sohing

< Inferact and collaborate viith people of
diverse backgrounds

»  Awarg of guidelings for employes
devalopmeny, but reguites suppor in

LEADING COMPETENCIES

Petple Management

nstitutiona! chjestives

Sesk np Sus fo intrease feam
contriution and résponsibity

= Respect and support the diverse nare
of olhers and be aware of the benefis of
a diverse approach

»  Effecively delsgale lasks and empower
others lo increase contribution and
execute fanclions oplimally

f Effectively manage, inspirs and encourage people, respest diversity, optimise talent and build and nurture relationskips in esder fo achieve:

[deniify ineffective laam andwork
processes and recoimmend remedial
interventions

Racognise and revard effective and
desired behavior

Provide menloring and guidance fo
othess in order fo increase parsonal
effeclivenass

Teveinp ard incorporate best practice
paople managemeant

appreaches and teols across the
Institcdion

Foster a culiure of disciplne,
responsibiiity and accountabiity

Understand the impacl of diversity in
gark and actively incorp a
diversity stralegy in the instifution

o Appiyrelevert employes lagistation Idenify develapment and learring reeds Develop compreiensive integrated
Fairy-and censistantly within the: tzam shrategies and approaches fo human
capital development and management
«  Efteclvely identiy capacity Inspine a culture of performance Actively ideniy frends and predict
requirernents 1o Tulfi the stralegle excefience by giving posifive and eapeslly requirernents to flacitate
mandale ) constructive fzedback 1o the tezm unified fransition and performante
manzgement
Achieve agresmest or consenstisin
ailversarial environrments
Lead and unite diverse teams soross
dvisions i achieve instiulional
ehjeclives
“on.

A
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LEADING COMPETENCIES

Program ang Praject Managerdent

Infiale projects after aporovat from
higher autharifies

Urderstand procedures of program and
project menagement methadoiogy,
implications and stakeholder
involvement

Undersiand the rational of projects in
relation fo the islitution’s sirtegie
objettives

Document and communicate faciors ané
rish associzied with com 4ok

Use results 2nd approaches of
sucoessid project implementation as
guide

Establish broad stakehalder involvement
and communicals the: project sfalus and
key miestanes.

Define the roles and respansibiiites of
the project lsam and creats clarity
amund expectations

Find 2 balance betwaen projact deadine
arelthe qualily of deliverables

identify approarizte projer! resources fo
{adliiate the efiective complstion of the

deliverabies

Cormply with statitory requirsments and
apply poficies ¢ 2 consistent smanner

Ronitor progress and use of resources
and make needed adiusiments to
timelines, sleps and resource aliscation

Able to understand program and project management sethodology; plas, manage, monitor and evalzate specific activitles is order to deliver on set
abjectives

yal
Manage awdtiple programs and balance
prionifigs and confiicls accesding 1o
insttetiona? goals

Apply e'rfecﬁve risk managemant
strategies through impsd) assessment
end resource reguirements

Medify project scopsand budget vhen
resuited withoel comprossising the
quzily and aiyjectives of the project
trwolve top-lavel authorilies and ralevent
sizkeho'ders in seeking project buy-in

Idenlify and apply confemporary project
management methodology

Influenoe and mofvate projectteamio
defiver exceptional resulls

Monifor polisy implemeniation asd apply
progedures 1o manage rigks

Urs‘land and eonoephaalise the fong-

form implications of deshed praject
oulcomes

Direct & comprehensive sfrategic masme
end micro analysTs and scope projects
arcordingly {0 reaiise insliutional
ohiectives

Influence people in posifions of auihorty:
{o implement vifcomes of profects

Lead and direct dranslation of policy into
warkahle acion plans

Ensgras that programs are moniioned io
lrack progress ard oplimal resource
ulfiisation, and thal adjustmens are
made as needed




Undarstand hasic finandal concep's and
mehods as thay relate 1o insfitutional
processes and activities

Display awareness inlo the various
sources of financial dala, reporting
mechanisms, fnancial govemanse,
processes and sysiams
Understand the importance of financial
accouciahiy

Undlerstand the importancs of aesél
corirol

Annexure B R0/t
LEADING COMPETENCIES
Financial Management
Able ta carpile, plan and manage budgets, controf cash fow, institute fisancial risk it and isler tpi n
d I hised financtal practi ial tions are d in an ethical manmer

with

s Exhibit knowlsdge of general financial
concepls, planning, budgsting ané
forecasting and how they Inferrelale

& Assess, idenkify and manage financial
risks

»  Assume d costsaving approach to
fnangial managemant

= Prepare Snanciai repors basedon
specified fomals

e Gonsider and undarstand the Snancial
implications of decistons and
suggestions

s Ensure thai defegation and instructions.
25 reguifred by National Treasury
uidelines are reviewed and updaled

v identify and implemenl proper
monkionng and evalpation practices fo
ensure appropisle spending agalnst
fasdget

Further to ensura that alf

Take seiive panership of plansing,
budgeting and foretasting processes
and provides cregible answars 1o
queries within own responsbilty
Prepare budgets that are aligned lothe

shalegic pajoctives of the insfilution

Addrass complay budgating and
financial mansaement concerrs

Put systerns and processes in pface o
enhanes the guaity and integrity of
frantial srasagerent practices
Advise on poficies and protedures
reganding asset contrel

Promoia Naflonal Treasury's regulatory
framewnark for Financiz Managsmenit

CE R

»  Devalop planing fools loassist in
eraluating and moatiodnp fulure
eipendiure tands

+  Selbudgel fameworks for the instiluton

«  Selstrategic frection forthe insliutica
o expenditore and viher financial
processes

o Buiid ang murture pardnerships fo
Tprove finansiat management snd
achiava firancial savings

s Actively ideniify and implement new
methods to improve asset controf

»  Display professicralism In dealing with
Tinansial dataand processes

A



Display an awareness of charge
intervenfions and the bansfits of
transiommation inifialives

Able toidentify basis needs for change

Identity geps between lhe cumenl and
desired state

Annexure B 2020721
F LEADING COMFETERCIES
j Change Leadership
Ale to girect and inltizte institutional transformation on alt fevels in orderte fully drive and implement pew initiatives

and deliver professianal and quality servizesto the community

Perform an analysis of the change
impacton e social, poltical and
economic envisonment

tdaintain calm and focus during change

Able tpassist team membars during
change and keep them fooused on fie
defivarables

Aelivaly mumlnrch n'n and
resulis and convey projgress bo relevant
slakeholders

Saoure buy-in and sponsorship for
changs initialives

Confinuously svaluats change strategy
and design end btroducs new
approaches to enhance the inslitliors.
elfertivensss

Sponsar " andcrsata a
network of change leaders who suppoi
thelislerentions

«  Actively adapt current strustures and

processes te incerporate the change
intervestions

s Menior ang guide team members on the

-eftests of change, resistance facios and
how: {a integrate change

Identify potertial risk and challengas fo «  Volunigero kead change effods oulside Bulld 2fd nuriwre relatioaships wik: +  lofivatz andinspire others around
transformation, incliding resistimoz fo of o) ot [eam vafious stekeholders o astablish changa initialives
change factors strategic efiance in fasliztisg change
Participate in changa programs and «  Abiefogain buy-in and approval for Take the Tead i Fmpacikl changs
plioting change ixenvenions change from refevant stakehoiders programs
tnderstend the inpact of changs »  Kentily change readiness levels and Benchmark change inferventies
intervextions an the fnstitution within he assist i resolving resislance io cherge agains! best change practices
broader scope of loca! gavernment fatiots
s Designchange interventions thet are Understend the impact and psychalogy
aligned whith the Instifution's strategic of charge and put remediat
objectives and goals inerventions i placs to feciiiate
B effective transionmaion
Teke calculaled sk pad seck newideas
from best practice scenarios and Kengly
it potenttial fer implemantation
r6-
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LEADING COMPETENCIES
# Governance Leadership
Able fo promote, direct and apply professionalism in lag risk and il ¢jui and apply a thorqugh und ding of g

cfices and obligations. Furthar, able to direct the conceptualisation of relevant polities and

Dispiay 2 basic awarenass of risk,
cempliance and govemance factors but
requivg guidance and devstopriant In
implementing soch requirements
{Undersland the struciure of eoopesative
govermnmenl but requires guidance on
fostering workable mlalicnships
betwaen stakeholders

Provide irpul Infa poficy fermulation

(EVEMENT-LEVELS,

TEN i
Display a thoroagh understanding of
gowamance and risk and compliance
{zctors and implement plans 1o address

hese

Demonstrate understanding of the
techniquas and prozesses for opfimising
rish taking decisions within e instilutior:

FRelively drive policy formutetion within
the institulion fo ensure the achlevament
of ohjectives .

AEVANCE

] etokn?. fisk intiztivas info key T

institulionai objeclives and diivers

\dentily, analyse and measurerisk,
creale valid risk forecasts and map dsk
proliles

Apply risk confrol methodology and
approaches fo prevenl and reduse ik
thal impedé on the achievernent of
insfitulional chjeciives

Demonsirate = thorough understanding
of risk relenton plans

\dentify and implement comprehenshve
rick management systems and
processes

Iroplomtn and monitor fhe formeiabion
o policies, identify and amatyse
consiraints and chalianges with
implementation and provide
recommandations for improvement

[Bamonstrate a high level of cornmitmen
In complying with goveinance
requiremants

lmptement govamance and compliance
stralegy to ensure sehigvemen of
inslituionat objaciives within tha
legislative framavork

Able: itz biivise: local goverament on risk
management, best practice interventions
and compliance rasagement

Alle loforge posifive relationships on
conperalive govemance level to
enhanee the effeziiveness of local
govemeient

Abe fo shape, ditect and diive the
{formulation of poficies on 2 macrt levet
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§ CORE COMPETENCIES

Hora| Competance

ABle to identify moral triggess, apply reasoning that promotes honesty and |

Realise the impact of acting with
inlegrity, bl requires guidance and
develsgment in implementing principles
Foflow basic niles and reguiations of the
institution

Able to identify basic motal shuations,
but requires guidance and developmant
i undarstanding and reasoning with
mera! intert

CHIEVE

Concuct seif in alignmenl with the .
vales of local government and e
inetiiugion

Able to openly samit own mistakes and
wenknesses and seel assisiance from
others when unabie $o deliver

Aclively repont frasduient activity and
gomuption with local gavemment

Undersland and honor he confidential
nature of matters without seeking
personal gain

Adile: 4o ezl with situafions of conflict of
Interes| promplly and in the best interest
of locat povemment

Igentily, develop and appy
self-correction

Able fo gain frist and respéet through
aligning eclions with commifmenis

take proposals aod recommentations
that are transgarenl and gain the
approval of relevant slakeholters

Present wilues, befiefs and ideas that
arp congruant with Lhe insfitution’s nifes
ard regulations

Takes an acfive stance against
corrupiion and dishanesly when noled

Atlvely promote the vaive of e
instiution 16 inforal and external
stakeholdars

Able 1o vork In unhty with ajeam and not
gesk parsonal gain

Appiy universal moral pringiples
consislently 1o achigve moral decisions

istently dHsplay bk

that seflects morai competence

moral practices

Aclively dovelop and implement
measures to cambat fraud and
comtplion

Setintegrily standards and shared
accountzbility measues acess e
institufion 1o suppodd ihe objectives of
focal gevernment

Take responsivility for own acfons end
gecsions, even ilthe consequenses are
unfsvorable
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CORE COMPETENCIES
Planning and Organisiog

Able ta glan, prioritise and
Plans to manage risk

Iy to ensure the quality of service delivery and build efficisnt contingensy

Able o folicey basic plans and erganise
{osks around sef objectives

Undersiand [he process of planning and
piganising byl requizes guidance and
Gevelopmentin providing detalied and
comprehensive plans

Abte to follow exisfing plans and ensuse
that ohiechives are mel

Forus on sharfform objectives in
devaloping glans and actions

Arssinge information and resoutcas
requirsd for a task, bul require further
structure and organisation

va%{-and sppe’ cmanise

"perionmance objectives

informalion and resources retuled fora
task

Retognise fia wgency and knponance
of tasks

Baslance shod and long-tetm plans and
goals and incorporzte ints the team's

Schedule tasks o enswre they are
pérformet within budget and kdth
afiziant use of fime and resources
Weasures progress.and monitr
parfermance tesults

Able bo define inslifutional ehiedives,
devslop comprehensive plans, hlegrale
and coordinate acthities and assign
appropriate zesources for successhil
impizmentafion

Identifyin advanca required stages and
actions fn compicte tasks

Schiedule realistic fimelings, oteclives
ard milestones for tasks and pjscls

Produce cleat, detalles and
comprehensive plans o achieve
nstilutional shjectives

Menify possible risk factors and design
ang implament appropriate contingency
plans

Adapt plans in light of changing
cireumsiancas

Prioditise {asks and profecls aceonding to
1heir relgvant urgency and imperfance

B

un broad sirategies iTI .

when developing pans and aclions

Albile fo prolact Apd forecast short,
tredium and long term reguirements of
Jhe fnsUiution and kecal govemment

Trenstate policy infe relevant projects o
facilifate the achisvement of institutional
chizclives
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CORE COMPETENCIES

institutiorial processes Inorder to ashieve key sfrategic objectives

O h ; Anzlysis and Innevation
- g i Bl Able fo eritleally analyse Information, ¢hall and trends to establish and implement fact-based selufions that are innovative to Improve

Understand the basic operation of Disrrwnsirete loisicat problem soiving Coaches [sam metmbers on'anglylical
analysis, but lack delail and {echniques und approaches and provide and innovative approaches and
thoroughness rationale lof recormmend atons techniques ’
«  Abis fobalance independant analysis ©  Demonstizle chjscivil, insight and * EE;E? "’i"n:”mpsu“?vi‘atemmm";‘“’a‘s n
wilh requesting assistance lrom olliers Hertugfiness whe analysing problems mm;ﬂsg i
+  Resommend new ways {0 perfoan fasks * ;l?;ant;nme;ble szﬁ;@ﬁ;& dhd »  ldenlfy sekdions on various areas laithe
within twn function soldlions ; institufion
s Propose simple remedial intervintions ¢ Consulinterna 2nd extomal R .
tht roangimly chalienges the statis Stkeleidns on opportnlee tolnprove | ° poralte 2nd implenad et ez
quo processes and senice deliery g i
= Liien o the ideas 206 pespectives of «  Cleady commuricale the benefits of new o Ablatogain approvel and buy-n for
aihers and explore opporiuniies to opportunifies and innovitive solutions proposed inferventions from relevant
enhanse such innovative thinking and slakehpldars stakeholdars
- : s [dentify rends and bes! practices in
¢ g';g;'""?;;" 'd?‘w oppariuniles o process and senvice delvery aind
. RS NIEMa! POCEsses propost: inslilutional agplicalion
+  identify and analyse opporupities +  Coninususly engage in researsh fo
cendudive o innovalive approaches and identify cfient neads
Eropase remadial inlervention B

Demonshate complex analydeal and
problem solving approachas and
{echniquss

Create an environment condutive o
analylicz? and Fact-based problsm
sohving

Analysa, ecommend solulions and
wronitor frends in key challenges fo
preventand manage cecurrence:
Create an emvironment thal fsters

‘nnovafive thinking and fullows a

lesming cryanication approach

Be a thought leader o innovailve
susfomet service defivery and process
aptirisafion

Play an active rle In shating best
prectice solutions and engage in
national and international local

p | seinam and conl

10
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§ CORE COMPETENCIES
Knowiedge and [nformation M "

g i

b Able 1o promiote the generation and sharg of knowledge and Information through varions precesses and media, In ordardo

Cellech, categorise 2nd rack relevat Use appmpriate infeamation systems Fifuctively predict fulure information and Create 2nd support 4 visian and coltore
k 't requsi L vihere {eatm members are empowered io

infanmation required for spectic tasks and technology o manage bstintional fge mar |
and projects " " snowtetige and information sharing and systems soek, galn and share knowledas anc
informaticn
Analyse and inferprat information o +  Evaluale data from various sources and »  Develop standards and processes to s Establish parinerships acress local
' m'yimum use informalion effeclively & i smest fuline knowledge rmanagement govermnment to faciitale knowledge
decisions and previde solutions nepds management
«  Seek pew sources of Blormation fo s Aclvely cresle mechanisms and «  Share and promeate besl-pralice +  Demonstrals 3 mature apposch
increase tha nowiadge base structures for sharing informafion knowladge managemen across vatious
inslitions ]
»  Regularly share information and «  Lse exlemal and Infernal resources 1o = Eslablish aceurate measures and . Be'cognisg and expioil knowledge points
k,,e’;m;e with intamat staksholders tesearch and provite relevant and monitoning systems for knowledge and in mtgractions with ntemal and external
gnd {esm mambers caflingredge knnwiedge to entiance infurmalion management stakehpldars

institutional effecliveness and efficiency

+  Creale a colture conducive of lsarning
and kitwiadge sharing

«  Hold reguiar knowledge and inforraation
shiaring sestions 1o elicit new ideas and
share bes! practioe zpproaches

~1i-
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CORE COMPETENCIES

Commenication

Demsnstrate an undersianding for
tommunizalion fevers and focls
appropriate for the adienss, bk
sequires guidance in utifising such toals
Expross ioas In a clesr and forused
manmer, il does nol aweys toke the
awdience it consideration

Disseminaie and convey inf
and knowledge adaguately

Express ideas to indiviguals ahdgmups
it desrnal and Informal seffingsina
manner that is interesting and mativating

Abig fo undarstang, folerte and
appreciate dhvarse perspeciives,
atiitudes and bafisfs

Adapt communication confen! and syl
ta suitthe audienca and facfitale
opfimal infarmation iransfer

Celiver conlant in 4 tavner that gaing
suppart, cormemiiment and agreemant
frorm relevant slakeholders

Comgie clear, fotused, congise and
weliskutired written documents.

Abls to share Information, knowledge antf ideas in a clear, farused and concise manner appropriate for the audience in order to £ffectively convey,

Etfactively commumicala tigherisk and
sensiiive malters 1o reevant
siakeholders

Develop 2 well-defired communication
slrateqgy

Balzace politicad perspachives wilh
insttutional neads when ¢ icati
vigwpoinls on complex BHsues

Able to effeciively divect negtiations
zamund complex

Market and pramole the instifulion o
exiemal siakeholders and seek o
ephance a positive image ol the
insiiution

Able to communicate with the media
with high levals of maral competence
and discipiine

Regarded as 2 specialist in negolizlivns
and representing fhe institution

Ahle foinspirs and mofivaie pihers
Syeugh positve semmunication thal is
Tmpactful and relevant
Creates an gavionment conducive io
transpaten and produclive
commurication and trifes! appreciate
conversations

2alz 1o coordinate negoliations 2t
riffarent levels within focal government
and extenally

. e
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CORE COMPETENCIES
g Resulls and Quatity Focus

Able fo maintaln high quality standards, focus on achfeving results and objectives while consisiently striving %o exceed expectations and encourage
othars to mestquality standards. Furfirer, 10 actively monitor and measure resulis and quality against identifizd sbjestives

EVENENT L]

Understand qualily of werk bot requines
guidance in sending tojmportaat
matiers

Show a bagic commiiment 10 sthieving
the comect results

Prodpee fhe minmum lavel of resulls
required infhe role

Produze autcemies that is of a good
slandsrd

Foots on the guantty of aulput bt
fequines development in incorporaling
the quatity of work

Produte qualily work in general
circumstances, hud fais 1o meel
expeciztionwhen under pressure

Fonus on high-priorily actions and doss
nat become distracted by Jower-priority
aclivities

Disptay firm contmilment and pride in
achleving Hhe comzed rosuits

Sel paiity standards and design
procasses and tasks arbund achieviag
sel standards

Produce Duiput 6t high-qually

Able to balanes the quantity and quality
and quality of resulis in order 1o ackieve
oljectives

fdontors progress, quality of work end
use of resources; provide stalis updzles
and make adjusiments as needed

- ADVAN
Consistenty verly own standards and
cutcomzs fo ensure quality ouipi

Foous on the enczasult and avoids
baing distrasted

Dempnsirefe a defeminad and
convnitied aparoach to achiguing resulis
and quality standards

Foliow {ask and projects throtghio
complalion

Set chaflengiog ocals and phjectives o
self and 16am and display commitment
{c achieving expeclations

Maintain 2 focus on quality cputs
wihen placed under pressure

Estabishing instititional sysiems for
maneging and assigning woik, dsfining
responsibiliiies, tracking, monilaring and
THSASURNG SUGCESS, Bvafuating and
vahuing the work of the nsftuion

Coach and guide ofhers {o exceed
quztity slandands and restis

Develap chalienging, clieni-fotused
goaléand seis high standards for
presonal perfgmmance

Curminit Lo exceed e resulls #ad
quaiity standards, monitor own
pestotmance and implement remedial
interventions when required

Workwith lesm da s¢t ambllious and
chafiehaing team pozls, communicating
long- 2nd short e expactations

Take appropriate risks # sccomplish
goals

Cwereeme setbacks and adjust sction
plans & reafise goals

Fatus pacpie an critica) eclivities that
vizkd a high impact
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.,

Annexure C

202021

Personal Development Plan

Yo't/

Ao




Annexure C

i g

L st

T

s I -
" rhaloy tupsd GoTTa UndFGarldrk,  Coufids <R loitdg s, 3 YA s il
2§W Hotay, [ bt woRKsded el e
TSP LA T ¢ | B onpmSTadgly MRS SE are Coilss 2 es
tPrges EA AT Froitadn. leuse Dtent od5nd
Y ompg e T crorss (otop. | buzss 3 Yomes e
[l L PR T
Signed and accepted by the Employee )
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Date:', Sl 03 !ZOZU
Signed by the al Manager on behalf of the Municipakily
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