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and

Adv, Lonwabo Mninawa Ronalg Ngogo | the Municipal Manager (herein and after
referred as Employee) for the period 01 July 2020 to 30 June 2021

Where a5

b. Section S7(1)(b) of the Systems Act, reaq with the Contract of Employment
conciuded between the parties, requires the Parties to concluge an annual
performance agreement;

achieved, and Secure the commitmant of the Employee to a get 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.

INTERPRETATION

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

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

1.1.2 “the Executive Authority” — means the Mayora| Committee of the
Municipality constituted in terms of Section 60 of the Local
Government: M Unicipal Structures Act 117 of 1998 ("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;

1.14 “he Employer’ means the Municiparity; and
1.1.5 "the Partieg” means the Employer and Employee. _
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PURPOSE OF THIS AGREEMENT

2.1

22

2.3

2.4

2.5

2.6

2.7

To comply with the provisions of Section S7(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 targets established for the Employee and to
communicate to the Employee the Employer's expectations of the
Employee’s performance targets and accountabilities;

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

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

To establish a transparent and accountaple working relationship;

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

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

COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

3.5

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

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

This Agreement will terminate on the termination of the Employee’s
contract of employment for any reason:

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

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

4.1

4.2

4.3

4.4

The Performance Plan (Annexure A) sets out —

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

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

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

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

4.2.1  Key objectives that tescribe the main tasks that need fo be done;

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

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

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

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

The Employee's performance will, in addition, be measured in terms 6f
contributions to the goals and strategies set out in the Employer's
Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

5.1

The Employee agrees to participate in the performance management
system that the Employer adopted for tie employees of the Employer;
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5.2

5.3

5.4

5.5

5.6

5.7

The Employee accepts that the purpose of the performance management
system will be fo provide a comprehensive system with specific

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 premotion and
implementation of the key performance indicators (including special
projects relevant to the employee’s responsibilities) within the local
government framework;

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

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

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

8.2

6.3

The Performance Plan (Annexure A) to this Agreement sets out key
performance indicators ang 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 d uring any performance
review discussion must be documented in a Personal Development Plan

5
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6.4

8.5

6.6

8.7

6.8

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

The Empioyee’s performance will also be measured in terms of

contributions to the goals and strategies set out in the Employer's
Integrated Development Plzn (IDP) as described in 6.6 — 6.13 below;

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 fo the

been met (qualitative ang quantitative) and with due regard to ad-
hoc tasks that had to be performed under the KPI;

662 A rating on the five-point scale described in 6.9 below shall be
provided for each KP| or group of KPIs which wilf then be multiptied
by the weighting to calculate the final score;

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

6.6.4 In the instance where the employee could not perform due to

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

Assessment of the Competencies;

56.7.1 Each Competency will be assessed in terms of the descriptions
provided {Annexure B) during the mid-year and year-end reviews;

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

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

Overall rating

6 )\
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6.8.1

An overall rating is calculated by adding the overalt scores as

calculated in 6.6.5 and 6.7.3 above: and

6.8.2
appraisai.

5.9

Such overail rating represents the outcome of the performance

The assessment of the performance of the Emplayee will be based on the

following rating scale for KPls:

e e e e e st e e et o e e s

Quistandiag Performanee Fuldy efective Mot Rally Unacenatatle
peslermance  sipnifon <X effuctive priormance
abows
aexpsctations

B Y T 1t Y e

Ouistanding
performance

—_

Descnpt:on I

Performance far exceeds the standard expected of an employee
at this level, The apprajsal indicates that the Employee has
achieved above fully effective results against ali performance
criteria and incicators as specified in the PA and Performance
pian and maintained this in all areas of respansibility throughout
the vear.

Performance
significantly
above

expectations

in the job. The appraisal indicates that the Emploeyee has
achieved above fully effective results against more than half of
the performance criteria and indicators and fully achieved all

Performance is significantly higher than the standard expected ]
others throughout the year, l

Fully effective

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

Plan. i

Not fully effective

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

Unacceptable
performance

Perfarmance daes not meet the standard expected for the job, |
The review/assessment indicates that they employee hes
achieved below fully sffective results against almost all of the

performance criteria and indicators as specified in thd PA and i
7
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loye has failed to emonstrate th '
o bring performance up to the level
expected In the job despite management efforts to encourage

8.10  The assessment of the competencies will be based on the following rafin_g'

8.11

Scale:

{

i
j
|
|

i Poor Basic Competent Advanced Superior
| - N |

" Achievement - , S
Locobevel D Descr
Do not apply tie basic coneepts and methods to proof a basic
understanding of local government operations and reguires
extensive supervision and development interventions.
Applies basic concepls, metheds, and understanding of iocal
Basic government operations, but requires  supervision and !
development intervention. i
Develops and applies mors progressive concepts, methods ang 7]
|
!

|

, Competent understanding, Pians and guides the work of others and
executes progressive analysis.

’ Pevelops and applies  complex concepts, methods and
Advanced understanding. Effectively directs znd lsads 4 group and
L executes in-depth analysis.

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

Superior

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

6.11.1 Municipai Manager;
6.11.2 Municipal Manager from another municipality:

6.11.3 Chairperson of the Performance Audit Committee orin his/her
absence thereof, the Chairperson of the Audit Committed) and

3 .
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8.11.4 The Member of the Mayoral Committee {Portfolio Chairperson),

8.12  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

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

SCHEDULE FOR PERFORMANCE REVIEWS

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

SRCTR Months [

July - Sepiemibe

o Evaluation ol

H
2 Qclober - December

3 wBMUETY - Yargh
4 April - June

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

7.3 Performance feedback shall be based on the Employer's assessment of
the Employee’s performance:

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

7.5 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 fuily
consulted before any such change is made.

DEVELOPMENTAL REQUIREMENTS
The Personal Development Plan (PDP) for addressing developmental gaps is
attached as Annexure C. Such Plan may be implemented and/or amended as the

case may be after the each assessment. In that case, the Employee will be fully
consulted before any such change or plan is made.
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9. OBLIGATIONS OF THE EMPLOYER
9.1 The Employer shall-

9.1.1 Create an enabling environment to facilitate effective performance
by the employse;

91.2 Provide access to skills development and capacity building
opportunities;

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

C) 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 fimeously where the
exercising of its powers will have amengst 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

O 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 pawers contemplated in clause
12.1 as soon as is practicable to enable the Employee to take any
necessary action with delay.

11. REWARD
1.1 The evaluation of the Employee's performance will form the basis for

acknowledging outstanding performance or correcting unacceptable
performance;

10
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12,

11.2

11.3

11.5

The payment of the performance bon us is determined by the performance
score obtained during the 41 quarter:

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

Performance Rating Bonus Calculation

0% - 64% Poor Performance 0% of total package
65% - 69% Average Performance 5% of total package
70% - 74% Fair Performance 9% of total package
75% - 79% Good Performance 11% of total package
80% - 100% Exceilent 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 Empioyee’s performance will be evaluated
for the period during which he/she was employed and he/she will be entitied
to @ pro-rata performance bonus based on his/her evaluated performance
for the period 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

121

12.2

12.3

12.4

Where the Employer is, any time during the Employee’s employment, not

atisfied with the Empioyee’s performance with respect to any matter dealt
with in this Agreement, the Employer will give notice to the Employee to
attend a meeting;

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

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

in the case of unacceptable performance, the Employer shall -

12.4.1 Provide systernatic remedial or developmental Support to assist the
Employee to improve his performance; and

11 |
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13.

14.

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

DISPUTE RESOLUTION

13.1  Disputes will be dealt with in terms of Section 33 of the Local Government:
Municipal Performance Regulations for Municipal Managers and managers
directly accountable to Municipal Managers (Regulation 805 of August
2008).

13.2  Any disputes about the nature of the employee’s performance agreement,
whether it refates to key responsibilities, priorities, 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 empioyee whose decision shall be final and binding on
both parties.

13.3  Any disputes about the outcome of the employee's performance evaluation,
must be mediated by a member of the municipal council, 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.

GENERAL

14,1 The contents of this agreement and the outcome of any review conducted
in terms of Annexure A may be made available fo the public by the
Employer: and

142 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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Thus done and signed at Q\Uﬂu\» \;KB\'%)\{) onthe _%>__day of June of 2020.

AS WITNESSES:
1. % -
_ MUNICIPANVIANAGER

2.

) Thus done and signed at Q\ﬂj&%v‘ \z‘?j onthe 52 day of June of 2020,

)

AS WITNESSES:

1. — A . = =
@ Z~EXECUTIVE MAYOR

13
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Anngxure A 2020/21

Performance Plan

Directof: Municipal Manager
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Annexure A 2020/21

The Performance Plan sets out:

a) Key Perormance Areas that the employes sheuld focus ©n, performance objectives, key performance indicators and targets that must be mel

O within a specific tmeframe; and
b) The Competencies required from employees prescrived in the Regulzations on the appointment and conditions of employment of senior

managers, R21 of 2014,
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Annexure A

2020/21

Munitipal
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Annexure A 2020/21
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Annexure A

2020/21

ATER:
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Annexure A 2020/21

The competencies required from employees prescribed in the

COMPETENGIES

R21 of 2014. The assessment of these competencies will account for twenty percent of the {otal employee assessment score.

Annexure B describes the ditferent achievement levels for each Competenc

Strategic direction and

Provide and direct a vision for the Institution,
mandate. It includes:

¢ Impacet and influence

Regulations on the appointment and conditions of employment of senior managers.

y and should therefore form part of this section of the Perfermance Plan.

= Budget planning and execution
»  Financlal strategy and dellvery
*  Finantlal reporting and dellvery

leadership «  Institetional performanse managemsani 187
»  Sirategle planning and management
«  Organisational awareness
Effectively manage, insple and encourage people, respecl diverslty, optimise talent ang bulld and nurture
relationships in erder to achieve insftitutional chjectlves. It Includes;
+  Human capital pianning and development -
People maragement «  Diverslty management .
+  Employee relations management
» Negotlation and dispute management
Able to understand program and project managemant methodolegy; plan, manage. manilor and evaluate specific
activities in order to deliver on set abjectives. It includes:
2??3’3;“{}1%?”5 project = Program and project planning and implementation 167
= Service dellvery management
*  Program and project monltoring and evaluation
Able to compile, plan and manage budgels, controf cash flow, institute financial sk managamenl and adminisier
procurement processes in accordance with rocognised financlal practices. Further to ensure that all financial
transactions are managed in an ethlcal manner. It nckides:
Financlal management 1.67
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Annexure A 2020/21

Able to diract and Inltlale transformation on all levels in order to suceessfully drive and Implement new initiatives

and deliver professianal and quality services 1o the community, It includes:

+  Process design end impravement
* _Change Impact monlloring and evalation

| |

| Change leadership *  Change vislon and sirategy | 1.67 El
|
I
|

Able to promote, direct and apply professionalism In managhng rsk and compilance requirements and apply 2

thorough understanding of governance practices and abligatlons. Further, able to direct the conceptualisation of

refevanl pelicies and enhance cooperalive governance ralationships. It includes: |
Governance leadership «  Policy formutation 1.67 |

* Risk and compliznce management [ ]
Coopérative governance

S S o e 7 -
S CORECOMPETER GRS L
Able to Identify moral triggers, apply reasoning that promotes henesty and Integrity and display behaviour
reflects moral competance,

e
that

Moral competence

Able {w plan, prioritize and organise information and resources cifectively to ensure the qually of service delivery 167

Planaing and organising and busild efficient contingency plans 1o manage risk.

Able ta critically analyse information, chalienges &nd frands to establish and Implement fact-based solutions that 1.67

Analysis and innovation ara Innevatlve to improve Institutional processes in erder to achieve key strategic objectives.

Knowledge and information Able 10 promote the generation and snaring of knewledge apd informatian {hrough various processes and media, 187
maragement in order to ephance the collactive knowledge base of Iocal govemnment )
Cammunication Able to share infermatien, knowledge and ideas in a clear, facusad and conclse manner apprepriate for the 167

auvdienca In order to effeclively convey, persvade and infivence stakeholdars to achlove the desired ouicome.

Able to maintaln high quality standards, focus on achleving results and ohjectives while consistency striving to
exceed expectalions and encourage others 1o meet quality standards, Furiher, to activaly moniter and measure 1.67
results and quallly against identifled abjectives,

; ; o

Resuits and quality focus

Dir: MM
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Competency Framework
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Undetstand Institutional ang

departmental strategic okjectives, but
lacks the ability te inspire alhars I
achlgve set mandate

Describe how specific tasks bnk 1o
institutiona! stratagies but has fimitad
inflvance in directiag & stalegy

Has a basic understanding of
insflutional performance managemen,

but lacks the ability to integrale systems |

inlo a collective whofe

Demonstrale basic understanding of key
decision makers

LEADING COMPETENCIES

Steategie Dirccticn and Leadership

|
|
|

Provida and diroct a vision for the Institution,

FETE

Give: direction to 3 team in realising the

institution's strategic mandaie and sal
objectives

Has a posifive impact and influence on
the morale, engagament and
participation of team mambers

Davelop action plans 16 execute ang
guide strategy

Assistin defining parormanse
measwes to monlios the progress and
effectivoness of the Instiution

Displays 2n awareness of lnstiutiona!
struetures and pofitical factors

Effectivaly eommunicata barriers to
execution 1o relevant parties

Provide quidance to all stakehelders in
the achievament of the strategic
mandaie

Understand the zim and abjectives of
the institution and refale it to own work

and insplro and deploy oth

IVANCE

Evaluate all activities to determing valve
and akgnment to siralegic infant

Display In-depth knowkedge and
understanding of strategic planring

Align stralegy and goals across a
functional areas

Actively define porformance measures
la monitar the progress and
affectiveness of the Instiution

Conslstently challenge strategic plans to
ensure relevance

Undarstand institutional structures and
palitical factors, and ihe consequences
of actons

Empower others (o follow tha stratogic
direction and daal with complex
situatisns

Guiln 1ha InstitLtion through complex
and ambiquous congern

Use understanding of power
relabonships and dyaamic tensians
among key players to frame
communications and develop stralogies,
pasitions and aliantes

o7s ta dellver on the strotagic institutional mandato

RIOR
Structure and pasidon the instiiution 1o
lotal gavarnment priarities

Actively use in-depth knawledge and
understanding to develop and
implsment a comprahensive inslitvtionat
framewnrk

Rold sel-accountable tor strategy
exacution and resulis

Provide impact and nfuance threugh
bufldiag and mazntaining stralegic
relationships

Craate an environment that facilitates
loyalty and innovation. Display a
superior leve! of sell-discipling ang
integrity in aclions

Intagratp various systems inlo &
colteclive whale to optimise instiutianal
performance managament

Uses undarstanding of competing
interests 1o manawver suceassilly to 2
winiwin sulcome
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= Parlcipata in team goalsetling and
problem solving

{ = Interact and eollaborate with paopla of
! dwarse baskgrounds

= Aware of guidelines for employes
development, but raquires supportin
implementing developmant inffatives

LEADING COMPETENCIES

Poople Managoment

|
]

Seek opportunities to increase team
contribution and rasponsibiiity

Respoct and suppor the diverse nature
of olhess and be aware of tha benefits of
a diverse approach

Effectively delagata lashs and empower
others Io increase contibution and
exgtlie functions optimally

Apply relavant employee legislaiion
falrly and consistently

Etleclively idontity capacity
requirements fo fullll ihe strategic
mandata

Eifectivoly manago, inspiro and cnrourago people, respect diversity,
instltutional objoctivas

Idendlfy Ineffective team and work
processes and recommend remedial
interventions

Recagnise and reward effective and
dasired bahavior

Pravide mentoring and guidanca Lo
others in order lo increase porsonal
effeciveness

Identify devefopment and learning neads
within the taam

Insplre 2 etlture of parformance
excellence by giving postive and
constructiva foatback to the twam

Achieve agreement or consens s in
atversarial environments

Lead and unite divarse teams across
divisions 10 achievs Insttstional
objsttives

Deiop and [ncorporaf

optimise tafont and bulld and nusture refationships in erdor to achlove

fe best practice
poopis management processes,
approaches and fools across the
insftution

Foster a culture of disgipling,
responsidility and accountability

Understand the Impact of diversity in
performance and astively incorporate 2
diversity stralagy in the instituion

Develop comprahensiva tnlegratad
strategies and approaches to human
capital devalopment and management

Activsly identify trends and pragist
capagity requiraments lo facilitate

wnified transitian and perionmanca
management

(¥ )
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Iniiate projects after approvat from
higher authoritles

Understand preeedures of progrem and
project managament methodology,
implications and slakeholder
involvement

Understand the rational of projects in
rfation 1o the institution's sirateglc
objectives

Document and communicate faciors and
risk associated with cwn wark

Usevesulls and approaches of
successiul peoject implementation as
quidz

LEADING COMPETENCIES

Program and Preject Management

Establish road stakeholder involvement

Ablo to understand program and projoct managemant methodology;
abjectives

OUMPETEN

and eemmunicate the projoct status and
key mifestones

Dalirvs the roles and responsibilities of
the project toam and create clarily
arpund expectziions

Find a balanca batwean project deadline
and the quality of defiverablos

Identify appropriate projest resources o
faciliate the effective completion of the
dellverablos

Comply wilh statutory requirements and
apply policies in a eensistent manner

Monitor prograss and use of resowrces
and make needad adustments to
fimefines, steps and rasource allocatian

Manzge mwitiple programs and balance

priovilies and conflicts according to
Institutional goals

Apply effecive risk management
strateqias through impact assessment
and resource requiramants

Madify project scope and budgat when
required vathout campromising the
quality and objectives of the project
Involve fop-level avthorities and refevant
slakehalders in seeking project buy-in

Identify and apply contemporary project
management methadology

Influence and motivata project team fo
deliver exceptional results

Manitor policy implemantation and apply
procedures to manage risks

plan, manage, menitor and ovaluate spocific activitios in erder to defivor on sot

etn and conceptualise the [og‘
tetm implicalions of desirad project
oulcomes

Direct a compreheasive stralegic macro
ang micro analysis and s¢ape projects
accordingly o realise instifutional
objectives

Infivance peopla in pasitions of autharity
to implament ouisomes of projects

Lead and dirett translalion of policy into
workable aetion plans

Ensures [hat progrars are monilored 1o
trach prograss ang optmal resource
wiffisation, and thal adjusiments are
mage as noaded

O
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Undarstand basie financlal concepts and
mithods a5 they refate to institubonal
processes and ativities

Display awareness info the various
sowrcas ol financial data, rporting
mechanisms, financial govemance,
protesses and systems

Understend the impertance of financial
accountaonlity

Understand the imporiance of asset
conlrol

LEADING COMPETENCIES

Financial Managomont

Exhiblt knowiedge of genaral finanelal
conzapts, planning, budgedng and
forecasting and how they interralate

Assess, identify and manage financial
risks

Assume & tosl-saving appraach 1o
Fnancial managemant

Prepare financial reports based on
spocified formats

Consitier and understand the financial
implicalions of detisions and
suggestions

Ensurg that delagation and inslructions
a5 raquirad by National Treasury
quigelings are reviewsd and updated

Identfy and imploment proper
monitoring and avaluation practices to
onsure appropriste spending agains)
budget

Abloto comaila, plan and manage budgats, control cash fiow, institute finanelal risk management and administer procuramont processos in
aceordanco with racognisad finaneial practices. Further to ensura that all finanglal transactlons are managad in an othlcal manner

Take actve ownarship of planning,
budgeting and forecasling processes
and provigos cradible answers o
querles within own responsibilly
Prepare budgets that are afigned to the
siralegic obiectives of the insGtution

Address complax budgating and
financial management concerns

Put systems and processes in place to
anhance the quality and intagrity of
financial menagement praclices

Advige cn policies and procedures
ragarding asset control

Promote National Treasury's regulatory
framewaork fos Financial Managament

Develap planting fools 1o assistin
evaluating and monifering furture

expenditure trends

St budget frameworks far the institution

Sel slratedic direction for the institution
on expenditure and cther financiat
processes

Build and nurivre parinerships ta
improve financial managemant and
achieve financial savings

Actively identify and implement new
methods to improve asset controt

Digplay professionalism in dealing with
financial data and processes

wn
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Display an awareness of change
infervendons and the benafits of
transformation iniliafves

Able 1o Identfy bask sesds for changs

Idengly gaps between tha eurrent and
desired state

Idenfy patential risk and challenges to
Iranshrmatian, incluting resistance Lo
changa factars

Participate in changs bragrams and
piloting changa inferventions
Understand the impact of change
intarventions on the inslitulian within tha
brgader seope of local gevemnment

LEADING COMPETENCIES

Change Leatarship

< COMPETE
Perform an analysts of the change
impact on tha social, political and
economic enviroament

Maintain calm and focus during change

Abla to assist team members during
change and keep them focused on the
deliverables

Veluntesr 1o lead change efforts putsida
ol own work leam

Able to gain buy-in and approvat for
thange from relevant stakghotders

Identily ehange readiness lovels and
assistin resolving resistance to changa
factars

Deslgn changa intenventions that are
aligned wilh the institufion's sategle
objectives and goals

§ Abloto dirpet and initiato institutional transfermation on all lovals in arder e succossiuily drive and Imploment now inftlatives
| 2nd deliver professional and quality sonvices 1o 1ha community

Actively moniter change impact and
results and convey progress to refevant
stakeholders

Secure buy-in and sponsorship for
change inifiatives

Continuously evaluate ¢hange strategy
and dosign and infroduce naw
approachee 1o enhance (he institution's
aliectivenass

Build and nurture relationships with
varioue stakeholdars o ostablish
stratagic altiance in fagiftating change

Teke the lead in impactful thange
programs

Benchmark change interveations
against best change practices

Understand the impact and psychology
of thange and pui remadial
interventions in place o faciitate
efiective transformation

Take calculated risk and seek new ideas
from best praglice scenarios and identify
the potential for implementation

Sponsor changa agerds and aeaa
netweork of change leatiers who support

the interventions

Actively sdapt current structures and
processes (G incorparats the change
Interventions

Mentor and guide team members on the
eifoets of change, resistance factors and
hew 10 infegrate changa

Motivate and inspire othars arouad
change initiatives
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EADING COMPETENCIES

Govomanes Leadarship

Display 2 basic awarenass of risk,
compliance and govamance faclors but
require guidance and development in
implamenting such requiremants
Undesstand the structure of coaparative
gavernment but requires guidance on
fostering workable relalionships
betwaen stakeholdens

Provige input into policy formulation

Abloto promesa, direct and apply prafessionalism jn mana
prattices and obllgations, Further,

- COMPETENT-
Uisplay a thorough understanding of
governance and risk and cormpliance
factors and implement plans te address
thesa
Demenstrate understanding of the
fathrigues and processes for optimising
sk taking decisions within the institution

Actively drive pollcy formulation within
‘the institution ta ansure Ihe achiavement
ol vbjectives

ging risk and complinco roquiromants and 3
ablo to diroct the concaptuallsatlen of rolgvant pokt

Able to e risk inalives into hey
inglituignal objectives and drivers

Identfy, analyse and measure risk,
Create valid risk foracasts and map risk
profiles

Applyrisk contral methodalogy and
approaches to prevent and caduce rigk
that impede an the achievement of
institutional abjectivas

Demanstrate a thorough undersianding
of risk retantion plang

Identify and implament comprahensive
risk management systems and
processes

Implement and menfar the fomulation
of palicies, Idantify and analyse
sonsiraints and chalienges with
implementation and pravide
recommendatons for improvement

pply 2 thocough undarstanding of govornance
clos 2nd anhanca cooporativo governanca rolationships

Damonstrate a high level of commitment

UFERIGR

in complying with governance
requirements

Implement governance and compliance
straleqly 10 ensure achisvemen! of
institulional objectives within the
legislative frarmewark

Able 10 sdvise local governmant on risk
management, best practice intarveniians
and compliance managamant

Able to forga positive relationships on
cooperative governanca lavei to
onhance the effectiveness of lucal
govemment

Abie fo shape, direct and drive the
formulation of polities on a macra levat
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CORE COMPEYENCIES
Meral Compotonco
Ablo {o ldantify moml tAiggors, apply roasoning that promotas honesty and Integrity and conslstontly display bohavior that roflects moral compotonco

GHIEVEMENT LEVEL

NG i

fehiny BAY OMPETENT : vay B 25 SURERIOR”
H Realisa lhe impac| of acting with Conduct salfIn alignment with the »  Identify, develop and apply measures of «  Create an emironment conducive of
: inteyrity, but requires quidance and : values of local government and the sel-corection moral practices
: development in implementing principles mstitution
«  Followbasic rules and requiations of the »  Able to openly admil gwn mistakes and +  Able to gain trust and respact fhrough «  Actively develap and implement
instituiion weaknassas and seek assistange from afigring actions wilh sommiments maasures to cambal raud and
others when unable lo defiver corruption
»  Able s identity basic moral situalions, *  Aclivaly report faudylent aciiviy ang «  Make proposale ang recommandations = Setintegrity standards and sharad
bul requires quidance and devalopment corruptian vith fcal government that are transparent and gain the accounlabity measures across the
In urderstanding and reasoning with approval of relavant stakehaolders wnstitution to support the objecives of
moral intenl local government
s Undarstand and honor the confidentiat = Presentvalues, belials and ideas hat o Taks rasponsibiity for ewn actions and
ralure of matlers wilhout seeking arg congruent with the institution's rules declsions, even if the consequences are
parsanat galn and regutations unfavorable
+  Ablg 1o deal with situations of conlict of = Takes an aslive stance against
! interest promplly 2nd in the best inferest corruptian and dishonasty when notod
: : of kical government
‘ ‘ «  Aclively promots the vala of the
Ingtltution to internal and external
stakeholders
+  Able towork in unity with 2 feam and not
seek personas gain
H
! i = Apply unlversal moral principles
L consistently to achiove moral decisions
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CORE COMPETENCIES

Planning and Organising

Able 1o follow basic plans and organise
tasks around set objectives

Understand the process of plaaring and
arganising but requires guidarce and
development in providing detailed and
comprahensive plans

Able fo foliow existing plans and ensurs
that objetiives are met

Focus on short-term objectives in
developing plans and aclions

Arranga information and resources
required for 3 task, but require further
strecture and organisation

Able ta plan, pricritise and organise information and ros
plans 1o manage risk

Actively and appropriately crganke
infermation and resources required for a
task

Retognise the urgency and importance
of tasks

Balance short and long-tsrm plans and
goals and incorparate Into the team's
performance objectivas

Sehedule tasks to ensure they re
pedormed within bueget and with
efficiont usa of $me e rasaurces
Maasures progress and moniter
parformance results

ources effectively to onsure tho quality of servico delivery and bulld offlclent contingeney

)
Abla o defing institutional chjectives,
devalop eomprehensiva plans, integrate
and esordinate activiies and assign
apprapriate resourcas for sucsessiul
implamentation

= Idently in advanca required stages and

actlons {o complate iasks

= Schedule realistic timalines, objoctives
and milstones far tasks and projocts

= Produce clear, dotailed and
camprehansive phans to achieve
instilutional objectives

+  Identify possible risk facioes and design
and implement appropeiate contingancy
plans

»  Adaptplans n light of changing
tirtumetances

¢  Prioritise tasks and projects sseording to
theit relevant urgoney and importance

cus on ad strategies and inlfatives .
when developing plaas and actions

«  Able o pretect and forecast short,
medium and feng term requirsments of
1he institution and local government

»  Trenslate policy inta relavan! projocts to
facilitata the achlevemen of institutional
objectives
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CORE CORPETENCIES i

Analysis and Inrovation
Py i Ablo ta critically analyso Information, challengos and tronds to establish and Implement fact-based solutiens thal are inpevative to Improve
: ; : institutional progasses in order to achiave kay stratoglc objoctives
3 ' © ACHIEY
@ Sl e
. OMPETENT - ; . !
Undarstand the basic oporation of Demansirate logical problem solving +  Coaches teem members on analytical +  Demenstrate complex analytical and
analysis, bul lack detail and {echniques and approaches and provide and Inacvalive approaches and problem solving approaches ang
thoroughness tationgle for recornmandations lachniques techiques
Able o balance independent analysis »  Damonsirote objectivity, Ins'ght ang : s:ggg%w':‘ :pgsr:plwr_la!acmm"guals L y g;?;‘g;?::ﬂ:;gi:g?;ﬁ:; ®
with requesting assistanee from olhers thoroughness when analysing problems 4 2nd resahing complex ;
problems solving
3 +  Able to broak down complex problems ) N . = Analyse, racommend solutions and
- R.eoornu]E men’d New ways tn perform tasks into managzable paris and ldently . [degtif{h solutiens on various areas in the maniitr fends in key challenges 1o
wiithin own function solutions nstliution prevent and manage occurmence
= Propase simple remedtal interventions = Consultintemal and external . «  Creats an envirorment that losters
that marginally challenges the status stakehelders on opportunities &y improve * gormul'aowtamnd Iim;:jftarggm new idezs innovative thinking and follgws a
quo processes and sanvica defvery roughout e mstitubion learming organisation approach
= Listen to the ideas and perspectives of s Cloarly communlzate ihe banefits of hew »  Able Io qaln approval and buy-in for = Baathought laader on innovative
oihars and explore apportunities 1o opportunities and innovative solutions proposed interventions from relavant custamer service defivery and process
i enhanca such inngvalive lhinking { and stakeholders stakehelders optirmisation
. . = Play an active ralg in sharing bast
+ Continuously idently cpportunifies o : Lﬁ;g’;ﬁ?:em: ﬁhﬁ;t::ds " practice solutions and engage in
enhance Intarnal processes apase instlutional applicatio natinnal and intgraational locek
propa: ppliczion govammanl seminars and conferances
«  ldentily and znalyse opportuniies = Contisvously angage in research 1o
i_ conducive (¢ innovative approaches and identify cient needs
croposa remedial Intervenlion

O

-10-

.
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CORE COMPETENGIES

Knowlodgo and Jaformation Management

enhanco tho eolfoctiva knawladge base of iocat govarnmant

DVANGED.
Effectively predict future information 2ad
tnovdadga management reguirements

Collact, categorise nd track relovent
information required for specific tasks

Usa appmpriate information systems .
and tsshnology to managa ingfitutional

and projects kncwiedge and informatian sharing and syslems
= Analyse and inlerpret infoanation to - Evalusls data from varlous sowrces and s Devslop standards and processes to
Urawh':fonclusionsp ’ use information effectively to influence meet dutura knowledga management
declslons and provide solutions needs
+  Seek new sources of information 1o +  Actvely treate mechanisms and +  Share and promale best-practice

knowledge managarmant across various
institutions

Establish accurate measures and
motitaring systems for knpwledge and
information management

increase the knowledge hasa slructures for sharing information

»  Use exigrnal and intermnal resources fo .
resgarch and pravide relevant and
culling-edge knowledge 1a onhance
instituional effectiveness and efficiency

= Regularly shara Information and
knawledge with inlernal stakeholdars
and tezm mambers

+  Creale a culture conduchve of iearning
and knewledge sharing

+  Hold regular knowfedge and information
sharing sesslans o elicit naw ideas and
sharg best practice anproaches

Abla to promate tho genaration and sharing of knawledge and inforrmation through various precessas and media, in ordor to

Creale and support 2 vision and culiure

whare team members are empowered to
seek, gain and share knowledge and
infocmation

Establish partrerships across local
government fo facilitale knawledge
managerment

Damonstrate 3 mature approach

Recognise and exploit knowledge paints
in intaractions with internal and exiernal
Slakeholdars

-11-
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Demonstrate an understanding for
comemunication levers and lools
&ppropriats for the audiance, but
requires guidanee in Utilising such (ool
Express ideas in a elear and focused
manner, but doss not ahways take the
audlance inlo consigteration

Disseminate and convey information
and knovdedge adequately

CORE COMPETENCIES

Communleation

Ablo ta share Informatlon, nowledga and Ideas In 2 clear, focus:
persuada and inffuenco stakeholders to achlove the dosirad outeome

Express ideas foindividvals and groups
in farmal and infosmal settings in 2
manner that is inieresting and motivating

Able fo understand. tolerate and
2ppraciate diverse parspectives,
atfitudes ang beliefs

Adapt cemmunication contenl and style
1o suit tha audionca and facllitate
optimal Information transfer

Deliver centont in 2 manner thal gains
support, commitment and agresment
Trom relgvanl stakehsidars

Compile clear, focused, concise and
welkstructured writlon dosuments

Effectively communicate high-risk and
sonsitive matters 4o rekevant
slakeholders

Develop a well-definad communication
strategy

Salance politioal perspectives with
institstional needs when communicating
viewpoints on complex issues

Abla to effectively direct negotiations
arcund comiplax

Market and promate the institution &
extarnal stakeholders and seek o
enhance a posiiva image of the
insiitution

Able 2 communicate wilh the media
with high Jevels of moal competence
and discipline

od and concisa mannar appropriate for the awdlence I ardar fo affectivoly convay,

Regarded a5 3 specialist in negotialions
and rapresenting tha institution .

Able to inspire and motivate clhers
Ihrough pasitive communication that is
impactful and refavart

Craates an environment conducive 1o
transparanl and produciive
communicalion and critlcal apprecizie
conversations

Able 0 coordinale nagatiatians at
diffetent lavels withia log2! government
2nd extzrnally
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Understand quality of work but requires
guidanee in alending fo important
matlers

Show a basic commitmant to achieving
the comect results

Peoduce the minimum leve! of rasults
required in the rolg

Produce outcomes that s of 3 good
standand

Focus on the quantity of cutpul but
requires development in incarporating
tha quality of work

Produca quality work in general
cirgumstances, but fails to mesl
expectation when undar prassire

CORE COMPETENCIES

| Rosulls and Quality Focus

|
|
|
|
|
|
|
|
|
|
|

others 16 moot quality standards. Further,

= Focus on high-priority actions and does

nel become distractad by lower-priority

acliviiies

+  Display firm commitmens and pride in
achigving the comect rasults

*  Sotquallty standards and design
precosses and tazks around achigving
et standards

*  Produce output of high qualiy

*  Able to balance the quantty and quality
2nd guality of results in order to achisve
objectves

»  Monitcrs progress, quality of work and
use of resources; provide slatus updales
and make adjusiments as neaded

MENT

| Abloto maintaln high quality standards, focus on achleving rosults and vhjoctivos while consistontl
to activaly monltor and moasure rasu

et ADVANK :
Conslstently varify own standards and
duteomes 1o enstire guality aulpirt

Focus on the end resull ang avoids
being distracted

Demonstrate a determined and
committed approach 1o achieving resulis
and quality standards

Followtask and projects through to
completion

Sel challenging goals and anjectves 10
sell 2nd team and display commitment
Io achieving expectations

Maintzin a kcus on quality outputs
when placed undar prassure

Establishing institutional systems for
managing and assigning wark, dafining
responsibilifes, racking, moaltoring and
measuring success, evalualing and
valuing 1he work of the instituiion

ly siriving e exeoed expactations and entourago
Its and quality agairst idontifiod ohjoctives

Coach znd guide athers 1o oxced
quality standards and results

goals and sels high standards for
personal performange

«  Commit i exceed the resulls and
quatity slandards, menitor own
performance and implement remadial
intervenlions when requirad

+  Workowith leam to sel ambitiows and
challerging team goals, communicating
fong- and shorl term expectations

»  Deveiop challanging, client-focused |

+  Take appropriate rlsks 10 accomplish
goals

»  Overcome selbacks and adius! action
plans tarealise gosls

+  Fotus people on crilical activities that l
yield a kigh impact J
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Personal Development Plan
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Signed by the Exegutive Mayor on behalf of the Municipality
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