CEDERBERG MUNICIPALITY

Performance Agreement
for the financial year 1 July 2025 ~ 30 June 2026
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Ferformance Agraameni

Performance agreement made and entered into by and between

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

and

Franquin W Petersen, the Director: Community Services {herein and after referred as
Employee) for the period 01 December 2025 to 30 June 2026

Where as

1.1

. The Employer has entered intc a confract of employment with the

Employee in terms of section 57(1){a) of the Local Government: Municipal
Systems Act 32 of 2000 (“the Systems Act”). The Employer and the
Employee are hereinafter referred as “the Parties”;

. 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

. The Parties wish to ensure that there is compliance with Sections 57{4B)

and 57(5) of the Systems Act.

INTERPRETATION

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

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

1.1.2 “the Executive Authority” — means the Mayoral Committee of the
Municipality constituted in terms of Section 60 of the Local
Government: Municipal Structures Act 117 of 1998 (“the
Structures Act”) as represented by its chairperson, the Executive
Mayor;

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

-1.1.4 *“the Employer” means the Municipality; and

1.1.5 “the Parties” means the Employer and Employee.
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Porlormancs Agrepmeant

2.

PURPOSE OF THIS AGREEMENT

2.1

22

2.3

24

2.5

28

2.7

Ta 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 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
A);

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

To establish a transparenf and accountable working relationship;

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

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

COMMENCEMENT AND DURATION

3.1

3.2

3.3

34

3.5

This Agreement will commence on 01 December 2025 and will remain in
force until 30 June 2026 where-after a new Performance Agreement shalll
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 a year by not later than 31% 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 mutual 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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4,

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

41.3 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:

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

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

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
personal development requirements in line with the objectives and targets
of the Employer; and

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

PERFORMANCE MANAGEMENT SYSTEM

51

52

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

The Employee accepts that the purpose of the performance management
system will be to providle a comprehensive system with specific
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5.3

5.4

5.5

5.6

5.7

6.1

6.2

6.3

performance standards to assist the employees and service providers to
perform to the standards required;

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 Employes;

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

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

The Competencies will make up the other 20% of the Employee’s
assessment score. The Competencies are spilt into two groups, leading
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

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

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

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

Personal growth and development needs identified during any
performance review discussion must be documented in a Personal

Development Plan as well as the actions agreed to and implementation
must take place within set time frames;
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6.4

6.5

6.6

6.7

6.8

The Employee’s performance will also be measured in terms of
contributions to the goals and strategies set out in the Employer's
Integrated Development Pian (IDF) as described in 6.6 — 6.13 below;

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

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

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

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

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

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

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

Assessment of the Competencies:

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

6.7.2 A rating on the five-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

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

Overall rating

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

6.9  The assessment of the performance of the Employee will be based on the
following rating scale for KPIs;

A USRS S G Pt e e i G S T L L 4 - iR R st e

Dedstanding  Perlormisnee  Follyefective  Belfully  Unocerpiasbhbe
. perlormanes  significanily eiffuetive pr ok
g whiowa
: aRperiationg

! Terminology Description

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

Qutstanding achieved above fully effective results against all performance
performance | criteria and indicatars as specified in the PA and Performance
plan and maintained this in all areas of responsibility throughout
the year.
Performance is significantly higher than the standard expected in
Performance the job. The appraisal indicates that the Employee has achieved
significantly above | above fully effective results against more than half of the
expectations performance criteria and indicators and fully achieved all others
throughgut the year.

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

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

Performance does not mest the standard expected for the job.
The review/assessment indicates that they employee has
achieved below fully effactive results against almaost all of the
Unacceptable performance criteria and indicators as specified in the PA and
performance Performance Plan. The employee has failed to demonstrate the
commiiment or ability to bring performance up to the level
expected in the job despite management efforis to encourage
improvement.

Not fully effective
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6.10

6.11

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

Basici Competentd Advancedd Superiar@

_Achievement

Level Description

Do nof apply the basic concepts and methods to proof a basic
Poor understanding of local government operations and requires
extensive supervision and development interventions.

Applies basic concepts, methads, and understanding of local
Basic government operations, but requires supervision and
development intarvention,

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

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

Has a comprehensive understanding of local government
operations, critical in strategic shaping strategic direction and

Superior change, develops and applies comprehensive concepts 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 Perfarmance Audit Committee or in hisfher
absence thereof, the Chairperson of the Audit Committee; and

6.11.4 The Member of the Mayoral Committee (Portfolio Chairperson).
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6.12  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 to the Employee
within five (5) working days after each quarterly and annual assessment
meetings.

7. 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:

July - September

Qctober - December

1

2

3 ) January - March
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;

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

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

case may be after the 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 employee;

9.1.2 Provide access to skills development and capacity building
opportunities;

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

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

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

10. CONSULTATION

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

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

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

10.1.3 A substantial financial effect on the Employer.

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

11. REWARD

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

performance;
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12

11.2

11.3

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

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

A performance bonus ranging from 5% to 14% of the all-inclusive
remuneration package may be paid to an employee in recognition of
outstanding performance. In determining the performance bonus the
relevant percentage is based on the overall rating, calculated by using the
applicable assessment-rating calculator; provided that -

(a) a score of 130% to 148% is awarded a performance bonus ranging
from 5% to 9%; and

(b) a score of 150% and above is awarded a performance bonus ranging
from 10% to 14%.

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

12.1

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 to the
Employee to attend a meeting;

The Employee will have the opporiunity 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
Employee 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 systematic remedial or developmental support to assist
the Employee to improve his performance; and

11
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14.

12.4.2 After appropriate performance counselling and having provided
the necessary guidance and/or support as well as reasonable time
for improvement in performance, the Employer may consider
steps to terminate the contract of employment of the Employee on
grounds of unfitness or incapacity to carry out 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 20086).

13.2  Any disputes about the nature of the employee's performance agreement,
whether it relates 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 employee 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 to the public by the
Employer; and

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

12
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Thus done and signed at - on the 1| -day of of
2025.
AS WITNESSES: /
; —
— (\_
% . R>
MUNICIPAL MANAGE
2
b /

| ‘ . 1 e
Thus done and signed at C gyl de iy onthe 1/ day of &z’ of 2025.

AS WITNESSES:
1. / @ﬁ:—*
bl (4}2_&/ DIREC}TOR
P
2. M

13
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Performance Plan

Director: Director Community and Protection Services 2025 2026




Annexure A 2025/26

The Performance Plan sets out:

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

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

Performance should be evaluated:

a) Quarterly of which the annual evaluation must be dona by the panel as constituted in paragraph 6.11 of the agreement;
b} Perfermance should be assessed on a scale of 1 — 5 as outlined in paragraphs 6.9 — 6.10 of the agreement;.

¢) In the instance where an indicator do net have a target or is not applicable due to valid reason or where the performance could not be daliverad for a valid
reasen outside of the conirel of employee, the indicator will not be evaluated, the weighting will be cancelled and the score total will be re-calculated 1o
calculate the final score;

d)

The employea must submit hisiher assessment of hisfher own perfermance to the employer three days prior to the assessment date.



Annexure A 2025/26

KEY PERFORMANCE INDICATORS

The key performance areas, the performance objectives, key performance indicators and targets that must be met within the agreed timeframa are describad
below. The assessment of thesa performance indicators will account for eighty percent of the total employee assessmeant score.

Ref No National KPA Key Performance Indicator (KPI) Unit of Measurement Basaline Pertiolio of evidence _Q; e

Municipal Transformation Manage and achieve 80% of the 90% of the KPI's of the sub Undated SOBIP ard
Graoh and Insfitutional KPi's of the sub-directorate: Public | directorate have been met as 0% P report 90% | 90% | 90% 90% b
P Davalopment Safety per Ignite Dashboard report P
. Manage and achieve 90% of the |
Municlpal Transfermatlon ; ' 90% ofthe KPI's of the sub
%[r)as lﬁ and Institufional Ecoﬁz J;JSEQS es‘;'brf;ﬁﬂﬂgfries diraciorate have been met as 90% Updatecriesgrl?IP and W% | 80% | 90% | 9%0% Y$
P Devalopment and F arl;)iliﬁes ' per Ignite Dashboard report P
Municipal Transformation Manage and achleve 90% of the 90% of the KPI's of the sub
SG?EII? and Ingtitutional KPI's of the sub-dirsctorate Resorts | diractorate have been met as 90% Updategesgr?\P ant 9M0% | 90% | 80% | 90% | u-
P Davelopment and Caravan Parks per fgnite Dashboard report P
. ) No audited ;
Lecal Economic Revlew the LED Strategy and Number of reports submitted : Agenda of Council P
TL3 Devalopment submit to Council by 30 June te Council comparaive Meeting ¢ ¢ ¢ 1 3
for 202223
Review the Dlsaster Management , No auditad .
TL34 Basic Service Delivery Plan and submit to Gouncll by 31 Dlsastermir;;ﬂ:?ent Plan comparalive Agen:‘laeg{h?ounml 0 0 1 0 7
March for 202223 9
s e tooutes | Farl sy
TL3§ Basic Service Dellvery v % of budgel spent comparative | reporbExcel report 0% 20% | 60% [ 9% | L
30 June f{Actual expanditure fotal for 2022123 | generated by Finance
approved budgetix100]
- . Spent 80% of the approved fraining "
Municipal Transformation No audited
TL39 and Institutional budget'by 30 June [(Actuel % of budget spent comparative CAPEX Report from 0 10 50 a0 i
Development expenditure Aotal approved for 2002/23 finance
P bucgetx100}
) No audited
TL42 Basic Service Delivery Procurement of Fire Truck by 31 Fire Truck Procured comparativa Delivery Note 0 0 1 0 T
March 2026
for 2022123
TL42 | Basic Senice Delivery | Review the serformance ofthe in- In-house fire services No audited Mayco Agenda 0 1 0 1 T
-3-
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Ref No ;

National KPA

houss fire service and |

Key Perforinance Indicator (KPH

parformance reviewed and |

Unit of Measurement

Baseline

comparalive

Portfalio of evidence

Targels

......m :

Q3

Weight

report to the Mayco bl-annually reported to Mayco for 2022423
. Develop a Tourlsm Strategy and ' . No audited
TL44 L%ie:lelfgog]zrptlc submit to the Pertfolio Committee Toﬂﬁgnggr%z:%gés;m&d to comparalive | Agenda of mesting 0 0 0 1 2.
P by 30 June 2026 ¢ for 2022123
Spend 90% of the approved ISUPG
budget of Citrusdal Riverview by 30
o A
TL66 | Basic Senice Delivery une ng:jﬁf;’fﬂ' aotal oo budget ;gggd by 3¢ 0% P*S‘Eggfn F;{'g"pfgcf' A -
project/Approved capital budget for
the project)x 100)
Spend 90% of the approved ISUPG
budget for Clanwiliam Khayelitsha
TLS7 | B Serve Daliery | %00 KOS (Tollcual ) Sooftudgotspendby S0 gy Mot | oo | o | oom | sow | 2
projectiApproved capital budget for
the praject)x 100]
Hold monthly mestings with . ,
Good Qovema_nce &nd management and submit minutes of Nurmber of meefings wit 12 Aftendance registers 3 3 k] 3 4
t
Public Participation the meeting to the MM management held
Submit quarterly progress reports
Ggﬂ%ﬁo;:;r;;n:;oannd on the Directorates Performance fo | Number of raports submitted 4 Proof of submission 1 1 1 1 3
P the Portiolic Cemmltiee Mesfing
Good Governance and | Submit quarterly progress report on . o 2
Public Pertcipation risks fo tha Intemel Auditor Numbsr of reperts submitted 0% Proof of submission 1 1 1 1 5
Spend 80% of capital budget for the .
Good Governance and diractorate by 30 June [{Total % of capital budget spent by CAPEX Report from y
Public Parliclpation actual expenditure / Approved 0 June 0% finance 2% 0% | &% | 90% 1!‘
budget)x100j
onramaa | T e oo | S [ g [ [y | g
Ggﬂ%ﬁ"ggﬁggﬂ:ﬁ ond | Submi rev'i‘;’ea%tj’:"n‘iws ANl g o byelaws reviewed 100% Age“;’ﬂaeg{ifé’mc" oo | 0% | ow | t00% |
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Nalional KPA

Key Perfarmance Indicator (KPJ)

Unit of Measuirement

Bassline

Partfolio of evidence

@

Targets

K

®

Spend 80% of the operaticnal
Good Govamance and budget for the directorate hy 30 % of aperaticnal budget spent Financial System o B
Public Participation Jung [{Total actual expenditure / by 30 June 0% Report A% | 40% | 60% | 80% [
Approved budgat)x100]
Spend 95% of the maintenance
Goed Governance and budget for the directorate by 30 % of maintenance budget FInancial System o .
Public Partcipation June [{Totel actual expendtura / soent by 30 June %% Report 0% | 40% | B0% | g6% | g
Approved budget)jx100]
Respend to 90% of Council . .
Geod Governance and . s % of Council Resclutions .
Public Participation Resoluhonsr\:ég};)nt Tdays after altendsd to 80% Proof of Submissicn G0% | 90% | 90% | 20% )
Geod Governance and Undate the OPCAR actions bythe | % of actions updated In terms System Report "
Public Partiication 15 day of sach month of OPCAR 100% (OPCAR) 100% | 100% 1 100% | 100% | 2
Conclude performance agreements
Good Governange and . % of performance egraemants " i
Publc Participation for il direct réa;g]rl?ee:rby 30 July of concluded 100% System Report 100% 1% 0% 0%
Good Covernance and pgr?gr%l:rllonéldofyae\?gﬁggllf’aet[;%:fg;s % of mid-yeer periormance |, SysemRepot | 0% | 100% | o% | o% | %
Public Paﬂ|0|pal|on by 31 January of each year evaluations conducted
Good Governance end pgr?glrlrj#:;ggirfgﬂcriji?;g!hgg%?teogs %of finak-year performance | o0 SystomReport | 100% | 0% | o% | 0% | T
Fublic Participation by 28 August of each year avaluations conducted
. Confirmation of
Submit manthly to SCM on vendor -
Ggﬁ%lgog:rrgggzzoannd performance report in fing with Number of forms submitted 4 ac?:m;s;é%nmiﬁ of 3 3 3 3 L
Section 116 of the MFMA Receipl
Submit a monthly repart to the MM
Good Governance and on the monitoring of the usage . e vl
Public Participation trends of vehlcles applicable to the humbar of raparts subimitted 12 Proof of submission 3 3 § 3 .
Direclorate
Municipal Transformation | Submit staff skills gap analysis and Skllls gaps analysis and
and Institutional training needs to the HR Manager training needs submitted by 1 Proof of submission 0 1 0 0 %
Davalopment by 31 Dacember 31 December

-5-
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Ref No National KPA Key Perfermance Indicator (KPI) Unit of Measurement Basefine Partfolio of evidence

| Municipal Transformation | mberof mesinas afonded
and Insfitufional Attend Quartsrly Mesting of DRI | MomPer of mestings aftended 0 Atiendance Register | 1 1 i 1|
Davelopment
Munlcipal Transformation . .
| Sign an agreemant for an impound . .
agi \Ifgfmgﬂf‘ facily of siray animels by 30 June Agrsement Signed i} Signed agreement 0 0 0 1 s
) Develop a SCP for cameteries, the
Munu:ln;:(»jal‘;rgtr:f{ifg;gaﬂon bural reglster process and SOP submitted 0 Proof of submission 0 0 0 1
Davalonmant allocation of burial sites and submit 2
P to the MM by 36 June
TOTAL 80 %
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COMPETENCIES
The compatencies required from employees prescribed in the Regulations on the appeintment and conditions of employmant of senior managers, R21 of 2014,
The assessmant of these cempetencies will account for twenty percent of the total employee assessmant score.

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

Compeier}g_mm_ ] e Defmlt!on nght
LEADING COPETENCIES

Provide and direct a visfon for the insfitution, and inspire and deploy olhers to deliver on the strategic institutional mendate. It includes:
+  Impact and influsnce

Strategic direction and leadership »  Institufional petformance management V6T

s Strategic planning and managemant

«  Organlsational awaraness

Effectively manage, nspire and encourage people, respsct diversity, optimise talent and build and nurture relationships in order to achisve instihitional
ohjectives. It includes:

»  Human capital olanning and development
+  Diversity management Vo k7
+  Employee relations management

«  Negotiation and dispute management

People managemant

Able to understand program and project management methadclogy; plan, manage, monitor and evaluate speciiic activities In order to celiver an set
objectives. It includes:

Programme and projact managemant »  Program and project planning and implementation LGt
»  Service delivery management
+  Program and preject monitaring and evatuation

Able to compile, plan and manage budges, control cash flow, institule financlal risk management and administer procurement processes in accordance with
recognised financial practices. Further to ensurs that all financial transactions are managed in an ethical manner. It includes:

Financial management s Budget planning and execution -6 7
»  Financlal strategy and delivery
»  Flnanglal raporting and delivery

Able to direct and Initlate transformation on all levels in crder to successfully drive and implement new inltiatives and deliver professional and quality services
to the community. K includes:

Changa leadershiy «  Change vision and strategy - 67
«  Pracess design and improvement
«  Change impact monitoring and evaluation

w 4
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Competency

Governance leadershlp

Befinition

Able to promate, direct and apply professionalism In managing risk and compliance requirements and apply a thorough understanding of governance
practices and cbligations. Further, able to direct the conceptualisation of relevant polisles and enhance cooperative governance relationships. It includes:
«  Policy formulation

+  Risk and compliance managemant 67
»  Cooperative governanca
CORE COMPETENCIES

Moral competence Abla to Identify moral triggers, apply reasoning that promotes honesty and integrity and display behaviour that reflects moral compstansa. BT
Planning and organising .r?]l;l:atgeplriasr:(. prioritise and organise Information and resoureas effectively o enstre the quality of service delivery and build efficient centingeney plans to LT

. . . Abla to orltically aralyse information, challenges and trends to establish and Implement fact-based sclutions that are innovative to Improve Institutional N
Analysis and innovalion processes In order fo achisve key strategle objestives. 1-&7

o . ! Able to promote the generation and sharing of knowledge and infermation through: various processes and media, in order to enhanoe the collective
Knowladge and information managament kncwlecge bass of lasal government 1. 67
Communication Able to share information, knowledge and ideas In 2 clear, focused and concise manner appropriate for the audience in order fo effectively convey, persuade 67
and influence stakeholders to achlave the desired outeoma, I-
Resulits and cuallty fous Abla ta maintain high quality standards, focus en achleving results and objectives while consistently siriving to excesd expectations and encourage others to bt
g meet quality standards, Further, to activaly manitor and measure results and quality against identified objectives.
TOTAL | 20 %
-8
7
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Competency Framework
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| CLUSTER :
COMPETENGY NAME :
COMPETENCY DEFINITION :

BASIC

»  Understand Institufional and
departmental stretegic objectives, but
lacks the ablily to ingpire others to
achieve set mandate

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

s Has a basic understanding of
institutional perfarmance management,
but lacks the abilty to Integrate systems
into a colleciive whole

+  Demonstrate basic underslanding of key
decision makers

i LEADING COMPETENCIES

E Strategic Diroction and Leadership

COMPETENT

Insttution's strategic mandate and set
objectives

Has a positive impact and influsnce on
the morafe, engagement and
participation of team membars

Davelap action plans to execute and
guide strategy

Assist in defining performance
maasures to monitor the progress and
effectiveness of the Institution

Displays an awareness of inslitutional
structures and political faclors

Effectively communicate barlers to
exscution to relevant parlies

Provide guidance to all stakehalders in
the achlevement of ihe strategle
mandate

Undarstand the aim end objectives of
tha institution and relate it to own work

Give direction to a feam in realising the

E Provide and direct a vision for the Insfitution, and imspire and deploy others to defiver on the strategle Institutional mandate
ACHIEVEMENT LEVELS

AbVANcED R

and alignment to strategic intant

Display in-gepth knowledga and
understanding of strategic planning

Align strategy and goals across all
functicnal areas

Actively define parformance measures
te menttor the progress and
effectiveness of the institution

Conslstently challenge sirategic plans to
ensure relevance

Understand institutional structures and
poltical factors, and the censequences
of actions

Empower others 1o follow the strategle
direction and deal with complex
situations

Guide the institulion threugh complex
and ambiguous concern

Use understanding of powsr
relationships and dynamic tensions
among key players to frame
communications and develop strategfes,
positions and aliances

Evaluate all actlvities to determine value '

SUPERIOR

«  Siructure and positon the nstition to

local government priorities

s Aclively use in-dapth knowlsdge and
undarstanding fo develop and
Implement a comprehensive institutional
framework

e Hold self-accourtable for sirategy
axacution and results

+  Provide impact and influence through
buliding and maintalning strategic
relationships

»  Croata an environment that faclltates
loyalty and innovation. Display a
superior level of self-discipline and
Integrily in actions

»  Integrate various systems into a

collective whola to optimise Institutional
performance management

e Uses understanding of competing
interasis to manewver successhliy to &
winfwin outcotme
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CLUSTER :
GOMPETENGY NAME :

LEADING COMPETENCIES

People Management

Effectlvely manage, Inspire and encourage people, respect diversity, optimise talent and build and nurture relationships in order te achieve

[ COMPETENCY DEFINITION : institutional objecflves

ACHIEVEMENT LEVELS

BASIC

Participate In team goalsetting and
problem solving

Interact and collaborate with paople of
diverse hackgrounds

Aware of guidelines for employee
development, but requires support In
implementing development initiatives

COMPETENT

" Seek opportunities to incraase tasm

contribution and responsibility

Reapect and support the diverse nature
of others and be aware of the benefits of
a diverse approash

Effectively delegate tasks and empower
others to increase contribution and
execute functions optimally

Apply relevant employee [eglstation
fairly ane conslstently

Effectively ldantify capacity
requiraments to fulflll the strategic
mandate

ADVANCED

Identify inetfective team and work
processes and recomimend reimedial
interventions

Recogrise and reward effective and
desired behavior

Provide mentoring and guldance to
athers In order to Increase personal
offactiveness

{dentify development and learning needs
within the team

Inspire a culturs of performance
excellence by giving positive and
constuclive feedback to the team

Achiave agreement or consensus in
adversarial environments

Lead and unite diverse teams across
divislons to achieve institutional
ohjectives

SUPERIOR
Develop and incarporate besl practics
paople management processes,

approaches and lools across he
Institution

Fester a culture of disclpling,
resporsiniity and accountability

Understand the impact of diversity in
pefermance and activaly incorporats &
diversily stratsgy in the institution

Develop comprehensive integrated
strategles and approaches to human
capital development and managsment

Actively identlfy trends and pradict
capacity requirements fo faclitate
unified transition and performance
management

—
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LEADING COMPETENCIES
Program and Project Management

CLUSTER :
COMPETENCY NAME :

Ag!e tt:lunderstand program and project management methodology; plan, manage, monlor and evaluate spacific activities In order to dellver on set
objectives

higher autheriies

Understand procedures of program and
project managemeant melhedelogy,
implications and stakeholder
involvement

Understand the rational of projects In
relation to the Institullon's strategic
objectives

Document and communizate factors and
flsk associated with own work

Use results and approaches of
suceessful project Implementation as
guide

Initlate projects after approval from

ACHIEVEME!
COMPETENT
Establish broad stakeholdar involvement

and communicats the projest status and
key milestones

Define the roles and responsibilitles of
the preject team and craate cladity
around sxpectations

Find & balance between project deadline
and the quality of deliverables

Identify appropriate project resources to
faciltate the effactive completion of the
deliverables

Comply with statutory requiremants and
apply palicles in a consistent mannsr

Monitor progress and use of resources
and make needed adjustmarts to
timalines, steps and resource allocation

ADVANCED

Manage multiple programs and balance
priorities and conflicts according to
Instifutlonal goals

Apply sffective risk management
strategies through impact assessment
and resouree requirements

Modlify project scope and budgst when
required without compremising the
quality and ohjectives of the project
Involve top-level authorities and relevant
slaksholders In seeking project buy-in

identify and apply contemporary project
management mathodology

Influence and motivate project team to
deliver exceptional results

Monitor policy Implementation and apply
procedures to manage risks

SUPERIOR
Understand and conceptualise the long-
term implications of desired project
ouicomes

Direct a comprehensive strategle macro
and micro analysis and scope projects
accordingly to realise instiutional
objectives

Influence people In pasitions of authority
to implement oulcemes of prejects

Lead and direct franslation of pelicy Into
workable acllon plans

Ensuras that programs are monitorad o
track progress and optimal rasourcs
utllisation, and that adustments are
matle as needed

9,

o
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LEADING COMPETENCIES
Flnanelal Managemont

| GLUSTER :
COMPETENCY NAWE :
COMPETENCY DEFINITION :

| Abla ta compllz, plan and manage budgets, control cash flow, institute financlal rlsk management and administer procurement processes In
‘ aceordance with recognised financlal practices, Further to £nsure that all financial transactlons are managed In an ethleal mannar

BASIC

»  Understand basic financlal concepts and
mathods &s they relate to Institutional
processes and aciivities

»  Display awareness inta the variols
sources of financial data, reporting
mechanisms, financial gevernance,
processes and systems

o Understand the Importance of financial
accountability

o Understand the importance of asset
control

"~ Exhibit knowledge ¢

ACHIEVEMENY LEVELS
GCOMPETEN

fiancal | W
concepts, planning, budgeling and
forecasting and how they interralate

Assess, identify and manage financlal .
risks
Assume a cost-saving approach to .

financlal managemant

Prapare financial reports based on .
spacified formats

Consider and understand the financial .
implications of decisfons and

suggastions

Ensure that delagation and Istructions .

a3 required by National Treasury
guidelines are reviewed and updated
Identity and implement proper
monitering and svaluation practices to
ensure appropriate spending against
budget

ADVANCED

“Take aciive ownership of plannEng ]

budgeting and forecasting processes
and provides credible answars fo
queries within own responsibility
Prapare budgats that are aligned to the
strategic objectives of the instilution

Address complex budgeting and
financlal management concerns

Put systems and processas in place to
enhance the quallty and Integrity of
financial management practices

Advise on policies and procedures
regarding asset control

Pramote Natlenal Treasury's regulatory
framewerk for Financial Management

SUPERIOR

Davelop planning tools to assist in

avaluating and moniterng future
axpanditure trends

«  Set budgst frameworks for the Instiution

= Set sirateglc drection for the institution
on expenditure and other financial
processes

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

= Actively identify and implement new
methods to improve asset control

o Display professionalism In dealing with
financial data and processes

R
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CLUSTER : ] g LEADING COMPETENCIES

GOMPETENGY NAME : B Change Leadership

€ Able 1o direct and iniflate Institutional fransformatian on all levels In order to suzcessfully drive and Implament new Inltiatives
i and deilver professional and quality services to the community

ACHIEVEMENT LEVE

COMPETENCY DEFINITION :

BASIC

Display an awareness of change
intarventions and the benefits of
transformation inftiatives

Able to identify basls needs for change

Identlfy gaps betwsen the current and
desired state

Idantify potentlal risk and challenges fo
transformaticn, including reslstance to
change factors

Participate in change programs and
pileting change interventions
Understand the Impact of change

intarventlons on the institutien within the
broader stope of local government

Perform an asi of the chang

MEETENT

impact on tha social, polifical and
econamic enviranment

Maintain calm and focus durng change

Able to asslst team members during
change and keap them focused on tha
dellverables

Valunteer to lead change efforts outside
of own work team

Able 1o gain buy-in and approval for
change from relevant staksholders

Identify change readiness levals and
assist In resolving resistance to change
factors

Design change Interventions that ara
alignad wilh the instiutlon's strategic
objsctives and goals

Activaly mo pact and
results and convay progress to relevant
stakeholders

Becure buy-in and sponsorship for
change initiatives

Continuously evaluate change strategy
and design and Infroduce new
approaches to enhance the hslitution's
effectiveness

Bulld and nurlure retationships with
various stakeholders to establish
strategic alliance In facllitating change

Take the lead In impactiul change
programs

Benchimark change Interventions
against best change practices

Understand the mpact and psychology
of change and nut ramadial
interventions In place to facilitats
effective iransformation

Take calculated risk and seek new Ideas
fram besl practice scenarios and identlfy
the potential for Implementation

SUPERIOR

 Sponsar change agents and create &

network of change leaders whe support
the interventions

Actively adapt current structures and
pracesses te incorporate the change
Interventions

Mentor and guids team membars on the
sffects of change, resistance faclors and
how ta Intagrate change

Motivate and inspire others around
change initiatives

R ¥
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'

CLUSTER : LEADING COMPETENCIES
COMPETENCY NAME : Governance Loadorship
COMPETENCY DEFINITION - Able to pramote, direct and apply professfonalism in managing risk and compiiance raquiremants and apply a thoreugh understanding of gavernance
e ’ practices and obllgations. Further, able to direct the concoptualisation of relevant pollcles and enhance cooperative governance relationships
ACHIEVEMENT LEVELS
BASIC COMPETENT ; ADVANCED : SUPERIOR
«  Display a hasic awareness of risk, »  Display a thorough understanding of «  Able to link risk initiztives into key =  Demonstrate a high level of commitment
compliance and govermance factors hut governance and risk end compllance instiutional objectives and drivars In complying with govemance
require guidance and davelopment in factors and implement plans {o address requirements
Implamanting such requirements thess
«  Understand the structure of cooperative «  Dsmonslrate understanding of tha «  Identity, analyse and measure risk, «  |mplement govemance and campliance
govemment bt requires guidance on techniques and processes for optimlsing creale valld risk foracasts and map risk stratagy to ensure achievement of
fostering workable relationshios risk {aking decisions within the institution profiles Institutionat ebjectives within the
between stakeholders legislative framework
«  Provide input into policy formulation «  Actively drive pelicy frmulation within +  Apply risk control methodology and +  Able to advise local government on risk
the institution to ensure the achievement approaches o pravent and reduce risk management, bast practice inferventions
of ehjectives that impede on the achlsvement of and compliance management
institutional oblectives
«  Demonstrale a thorough understanding ¢ Able lo forgo positive relationships on
of risk retention plans cooperative govemance lavel to
enhance the effeclivenass of local
government
+  Identify and Implement comprehensive ¢ Able to shape, direct and drive the
risk management systems and formulation of polictes on & macio lavel
processas
«  Implomant and menitor the formulation
of policies, identify and analyse
constralnts and challenges with
implementation and provide
reeommendations for improvement
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| CLUSTER :
COMPETENCY NANE :
COMPETENCY DEFINITION :

CORE COMPETENCIES
| Woral Competonce

Able to Identlfy moral triggers, apply reagoning that promates honesty and Intagrity and consistently display behavior that reflects moral competence

BASIC

Realise the impact of acting with
integrity, but requires guidance and
development in implemanting principles

Follow basic rules and regulations of the
Institution

Abls to identify baslc moral situations,
but requires guidance and development
In understanding and reasoning with
moral intent

.

COMPETENT
Conduct salf In alignment with the

valuas of local government and the
Institution

Able o openly admit own mistakes and
weaknesses and seek asslstanca from
others when unable to daliver

Actively report fraudulent activiiy and
corruptfon with local government

Understand and hanor the confidentlal
nature of matters without sesking
personal gain

Able to deal with situations of conflict of
interest promptly and in the best Interast
of loca! government

ACHIEVEMENT LEVELS

“KEVANCED

 Idanify, develop and apply measures of |

s¢lf-correction

Able to gain trust and respact through
aligning actions with commitments

Make proposals and recommendations
that are transparent and gain the
approval of ralevant stakeholders

Prasent values, beliefs and Ideas that
ara congrusnt with the Institutien's rules
and regulaticns

Takes an active stance against
sarruption and dishonesty when noted

Activaly promote the value of the
Institution to internal and external
stakeholdars

Ahle to work in unity with & team and not
saek personal gain

Apply universal moral principles
conslstently to achiova moral dedislons

. SUPERIOR

Create an environment conducive of
moral practices

Actively develop and implemant
measures to combat fraud and
coruption

Set intsgrity standards and shared
accountability measures across the
Institution to support the objectives of
local gavernment

Taka responslylity for own actions and
decisions, even if the conseguences are
unfavorable




Annexure B 2025726

COMPETENGCY DEFINITION :

BAS[C

tasks around set objectives

»  Undarstand the procsss of planning and
organlsing but requires guidance and
development In provlding detalled and
comprehansive plang

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

«  Focus on shork-term objectives in
devaloping plans and actlons

o Arange Informefion and resources
recuirad for a {ask, but raquire further
structure and erganisation

CORE GOMPETENCIES

Planning and Qrganising

s Able to follow basic plans and organiss

Able to plan, prioritlse and organise Information and resaurces effoctively to ensure the quality of service delivery and build efficiant contingency

plans to manage risk

COMPETENT

= Aclively and appropriately organise
Information and resources requlred for a
task

»  Recognige the urgency and Importance
of tasks

«  Balance shor! and long-term plans and
goals and incorporate nto the team's
performance objecives

+  Schedule tasks to ansure they are
performed within budget and with
efflclent use of tims and rescurces

s Measires progress and moniter
parformance results

ACHIEVEMENT LEVELS

ADVANCED

Able fo define Institutional objectives,
devalop comprehensive plans, integrate
and coardinate activities and assign
appropriate resolrces for successful
Implemsntation

Identify in advance required stages and
actions to complele tasks

Sohedule realistic timslines, obfactives
and milestones for taske and projects

Produce clear, detailed and
comprehensiva plans to achieve
institutional objsctives

Identify possible risk factors and design
and implement appropriata contingency
pians

Adapt plans in light of changing
circumstances

Priorflise tasks and projects according to
their relavant urgency and Imporance

- Wé[lPERlDR

"~ Focus on braad sttglesand initiatives
when developing plans and actions

s Ablelo protect and foracast short,
medivim ane lorg term raquirements of
the institution and loca! government

= Translate policy inte relevant projects to
faciltate the achlevement of institutional
objactives
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CLUSTER :
COMPETENCY NAME :

CORE COMPETENCIES
Analysis and [nnovatlon

Able to critically analyse informatlan, challenges and trends to establish and implement fact-based sclutions that are Innovative to improve
Institutionak processes in order to achleve key strateglc objectlves

ACHIEVEMENT LEVELS

COMPETENCY DEFINITION :

SUPERIQR

BASIC GCOMPETENT

Undarstand the hasic operation of
analysis, but lack datail and
thoroughness

Able to balance independent analysis
with requesting assistance from ofiers

Recommend new ways to perform tasks
within own function

Propese simple remedial intervantions
that marginally chaflengse the status
quo

Listen to tha ideas and perspactives of
others and explore opportunilies to
enhance sush Innovative thinking

Domonstrale logical preblem solving
techniques and approaches and provide
ralionale for recommendations

Damonstrate abjsctivity, insight and
thoroughnass whan analysing problems

Abla to braak down complex problams
into manageable parts and Identify
solutions

Consult internal and extarnal
staksholdars an apportunilies to improve
processes and service delivery

Clearly comimunicate the benalis of new
opportunities and innovative solutions
and stakeholders

Cantinuously ldentify opportunities to
enhance Inleral processes

Identify and analyss opportunities
conduclve to innovative appreaches and
propose remedlal intervention

ADVANCED

Coaches team members on anajylical
and Innavative approaches and
techniques

Engags with appropriate individuals in
analysing and resolving complex
proklems

Identify solutiens on various araas in the
Institution

Formulate and implement new ideas
throughout the instilution

Able to gain approval and buy-in for
proposed Interventicns from relevant
stakaholders

|dentify trends and bast practicas in

" pracess and service delivery and

propose hstitutional appllcation

Continupusly engage In rasearch 1o
identify client needs

problam solving approachss and
techniques

Create an environment conducive to
analytlcal and fact-based problem
solving

Analyse, recommend sclutions and
manttor trends in key challenges to
prevent and manage occurrence

Crasls an snvironment that fosters
innovative thinking and follows a
learning organisation approach

Be a thought leader on Inovative
customer servica delivery and process
aptimisation

Play an activa role in sharing bast
praciice solutions and engage In
nafional and inlarnational local
governimant seminars and confersnces

Demonstrate complex analytical and

- 10 -
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CLUSTER :
" COMPETENCY NAME :

COMPETENCY DEFINFTICN :

BASIC
Collact, categorise and track relsvant

Information required for specific tasks
and projects

Analyse and Interpret information to
draw concluslens

Seek new sources of information o
increase the knowledge hase

Regularly share information and
knewledge with Internal stakaholders
and team members

Annexure B

| CORE COMPETENCIES

Knowledge and Informatlon Management

COMPEﬁE.NT

Use appropriate information sysle N

and technology to manage institutional
knowledge and informatian sharing

Evaluste data from various sources and
use information effectively to influence
decisions and provide solutfons

Actively creale mechanisms and
structures for sharing information

Usa extarnal and internal rescurces to
research and provids relevant and
cutfing-edge knowledge o enhance
Institutional effectivensss and efficiency

ADVANCED

Effsclively icuture information and |

knowledge management requirements
and systems

Davelop standards and processes to
mest future knowledge management
needs

Share and promote best-practice
knewlsdga management across various
Institutions

Establish accurats measures antl
mortitoring systems for knowledge and
information management

Create & culture conducive of learning
and knowledge sharing

Hold regular knowledge and information
sharing sessions to ellch new ideas and
share hest practice approaches

.

Able to promota the generatior and sharing of knawledge and Informatlon through varieus processes and madia, in order to
snthance the collective knowledge base of local government

ACHIEVEMENT LEVELS

SUPERIOR
Create and support a vision and cufture
whare team mambers are empowared to
seek, gain and share knowledge and
Information
Establish parinerships across local
government to faciltate knowledge
management
Demonstrate a mature approach

Recognise and axploit knowledge points
in Interactions with Internal and external
stakeholders

211 -
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CLUSTER : R CORE COMPETENCIES
COMPETENCY NAME : Communication

COMPETENCY DEFINITION : Able to share informatian, knowledge and ideas in a cloar, fof;used and conclse manner approgriate for the audience in order to effactivoly cenvay,
. parsuade and Influence stakehelders to achleve the desired outcome

B ACHIEVEMENT LEVELS
COMPETENT i ABVANCED

i I " suptrior

+  Demonstrate an underslanding for e Effecllvely commugnicate higherisk and

- s Express |deas to Indlviduals and groups
communication levers and tools

+  Regarded as 4 specialist In negotiations

- in formal and formal setiings in a sensitive matters to relevant i i
appropitate for the audience, but . : P~ and representing the institution
foguires quicance Iz utilsing such tools manner that is Interesting and mofivating stakehalders
+  Expross ideas In a clear and focused «  Able fo understand, tolerate and = Able to inspire and motlvate others
manner, but coes not ahways take the appresiats divorso perspaciivs, . E;;fleup a wiall-defined communication through positive communication that is
audterce into consideration altitudes and bellefs ay impactiul and relevant
»  Croeates ar environment conduclvs to
’ . +  Adapt communication content and styte »  Balance poltical perspectives with transnarent and productive
* Eﬁmmi aeng d:"”u";ﬁ‘mf‘"m&"“” to suit the audience and faciitate Institutional needs when communicatiig comn?unicr.]aticnn :;d griﬂca\ appreciate
08 adequalely optimal informatlon transfer viewpoints on complex issues conversations
«  Deliver content In a manner that gains . +  Ableto coordinate nogotiations &l
suppart, commitment and agresment ¢ ':E;irl:j ggf:s)ly direct negoations ditferent levals within focal govermment
from relevant staksholders and extemally
»  Market and promote the institution to
«  Complle clear, focused, concise and external stakeholdars and seek to
well-structured wriiten documents _F.\nhiz_atn(;‘e a positive imaga of the
instiiution

*  Able to communicate with the media
with high levels of moral competence
and discipline

-12-
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 CLUSTER : B coRE COMPETENCIES
COMPETENCY NAME Results and Guality Focus

COMPETENGY DEFINITION : Able to malnéaln high: quality standards, facus cn achieving results and objectives while consistently striving to exceed expectations and encourage
T ' othars to meet quality standards, Further, to actively monltor and measure results and fuality against identifled objectives

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED _ © suPemOR

Focus on high-ririty actions and does ‘ . Cilely ei own stzndards and

«  Understand quality of werk but requires .

Coach and guide othars to excesd
guidance n allending to mportant not become distracted by lower-priority outcomes to ensure quality output quality standards and results
madters activities

«  Show a baslc commitment to ahieving s Display firm commitment and pride in «  Focus on the end result and avoids s Develop challenging, cllent-fecused
tha correct rasulls achiaving the correct results being distracted goals and sets high standards for
personal performance
«  Produce the minimum leve! of rasults »  Setquelity standards and design «  Demonstrate a determined and s Commit to excesd the results and
required In the role processes and tasks around achiaving committed approach to achieving results quality standards, monttar own
sot standards and qualty standards performance and implement remedial
interventions when required
«  Produce oulconies that Is of a good «  Produce output of high quality v Follow task and projects threugh to «  Work with team to set ambitlous and
standard completion challsnging team goals, communicating
long- and short tamm expectations
e Focus on the quantily of output but ¢ Able to balance the quantity and qualily »  Set challenging goals and ohjectives fo e Take appropriate risks to accomplish
requires development In Incorporating and quallty of results In crder to achieve self and team and display commitment goals
the quality of work objecivas te achleving expectations
»  Produce quality work In general »  Monitors progress, quality of work and o Maintaln & focus an quality outputs «  Overcome sethacks and adjust action
cireumastances, but fails io mest use of rasourlaas; provide status updates when placed under pressure plans to realise goals
expectation wher under pressure and make adjustments &s nesded
+  Establishing institutional systems for «  Focus people on orifical activites that
managlng and assigning work, defining yleld a high impact
responsibllities, iracking, monitoring and
measuring succsss, evaluating and
valulng the work of the institution
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Annexure C

2025/26

davelopment activity

Skiks Perfomiance Gap Qulcomes Bxpecied Suggested lraining and Jor

Suggested mode of

' delivery

Suggested Time
Framas

Work opportenily created 1o
praclice skilidevelopment area |

Signed and accepted by the Employee

V-
Date: Q1 /12 [20us

hélf of the Municipality

J— e

Sigred by the Municipal Manager gn

Date:




