CEDERBERG MUNICIPALITY

Performance Agreement
for the financial year 1 July 2016 — 30 June 2017

DIRECTOR: ENGINEERING AND PLANNING SERVICES
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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

Phemelo Majeni, the Director: Engineering and Planning Services (herein and after
referred as Employee) for the period 1 July 2016 to 30 June 2017

Where as

1.

1.1

. The Employer has entered into a contract of employment with the

Employee in terms of section 57(1)(a) of the Local Government: Municipal
Systems Act 32 of 2000 ("the Systems Act’). The Employer and the
Employee are 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 o 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 sel 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 between 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 Mavyor;

1.1.3 ‘“the Employee” means the Direclor appointed in terms of Section
96 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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PURPOSE OF THIS AGREEMENT

2.1

2.2

2.3

24

2.5

2.6

2.7

To comply with the provisions of Section 57(1)(b),(4B} and (5) of the
Systems Act as well as the Conlracl of Employment entered into betwean
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 largets and accountabillities:

To specify accountabllities as set out in the Performance Plan {Annexure
A);

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

To establish a transparent 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
refationship with the Employee in attaining improved service delivery.

COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

35

This Agreement will commence on 01 July 2016 and will remain in force
until 30 June 2017 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 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 tme 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 cagnizance 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 —

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

4.1.2 The timeframes within which those performance objectives and
largets 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 obijectives 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 Budgset
Implementation Plan (SDBIP) and the Budget of the Employer, and shall
include;

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

4.2,2 Key performance indicators that provide the details of the evidence
that must be provided to show that a key objective has been
achieved by the employee;

4.2.3 Targel 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 ather.

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 stralegies set out in the Employer's
Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

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

The Employee accepts that the purpose of the performance Mmanagement
system wil be to provide a comprehensive system with specific
performance standards to assist the employees and service providers to
perform to the standards required;

4 . 0
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5.3

54

55

5.6

57

The Employer must consull the Employee about the specific performance
standards and largets thal will be included in the performance management
system applicable to the Employee;

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

The criteria upon which the performance of the Employee shall be
assessed shall consist of two components, Operational Performance and
Compelencies 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 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 compelencies (indicated in green on the graph
below), which drive the execution of the leading competencies.

PERFORMANCE ASSESSMENT

6.1

6.2

6.3

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

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

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

Despite the establishment of agreed intervals for evaluation, the Employer
may in addition review the Employee's perfarmance 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;



6.4

6.5

6.6

6.7

6.8

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

The Employee will submit quarterly performance reports (SDBIP) and a
comprehensive annual performance report al least one week prior lo the
performance assessment meelings 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 calculale the final score;

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

6.6.4 An overall score will be calculated based on the tota! 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 wil 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 calculated above.

Overall rating

6.8.1 An overall rating is calculated by adding the overall scores as
calcufated in 6.6.4 and 6.7.3 above; and

6.8.2 Such overall rating represents the outcome of the performance
appraisal.
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6.9

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

5
4
l '

sulant g Perlormienee Py effectae Fansd 1l Urka g e tle
perfurm aree signifeary v elipe e [Ee TR TR T
ubree

edpertaian.

Terminology Description

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

Outstanding | achieved above fully effective results against all performance
performance criteria and indicators as specified in the PA and Performance
plan and maintained this in ail areas of responsibifity throughout

the year. )
| Performance is significantly higher than the standard expected
z;:m::::::fye in the job. The appraisa.l indicates thalt the Employee has
above achieved above fully effective results against more than half of

the performance criteria and indicators and fully achieved all
others throughout the vear.

Performance fully meets the standards expecled 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
Ptan.

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

Performance does not meet the standard expected for the Job.
The review/assessment indicates that they employee has
achieved below fully effective results against almost all of the
i Unacceptable performance criteria and indicators as specified in the PA and
performance Performance Pian. The employee has failed to demonstrata the
commitment or ability to bring performance up to the ievel
expected in the job despite management efforts to encourage
improvement.

? . -
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6.10 The assessment of the competencies will be based on the following rating

5(1
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Poorl Baser Competentl]l Advanced®  Superlor®

scale:

Achievement

Level Description

Do not apply the basic concepts and methods to procf a basic
Poor understanding of local govemment operations and requires
extensive supervision and development intarventions.

Applies basic concepts, methods, and understanding of local
Basic government operations, but requires supervision and
development intervention.

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

Develops and applies camplex concepts, methods and
Advanced undersianding. Effeclively directs and leads a group and
executes in-depth analysis.

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

Superior

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

6.11.1 Municipal Manager;
6.11.2 Municipal Manager from another municipality;

6.11.3 Chairperson of the Performance Audit Committee or in histher
absence thereof, the Chairperson of the Audit Commitiee; and

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

8 -
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6.12

6.13

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

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

SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2
7.3

7.4

7.5

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

2 Octaber - December

| 4 April - June

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

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

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

The Employer may amend the provisions of Annexure A whenever the
performance management system is adopled, implemented and/or
amended as the case may be. In that case, the Employee will be fully
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
consuited before any such change or plan is made.

9 . -
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9. OBLIGATIONS OF THE EMPLOYER
9.1 The Employer shall-

9.1.1  Creale an enabling environment to facilitate effective performance
by the employee,

91.2 Provide access to skills development and capacity building
oppoertunities,

9.1.3 Work collaboratively with the Employee to solve problems and
generate solutions to common problems thal 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 lo 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 lime 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 limeously where the
exercising of its powers will have amongst others-

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

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

10.1.3 A substantial financial effect on the Employer.

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

11. REWARD

111 The evaluation of the Employee's perfarmance will form the basis for
acknowledging outstanding performance or correcting unacceptable
performance;
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12.

11.2

1.3

11.4

1.6

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

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

Performance Rating Bonus Caiculation

0% - 64% Poor Performance 0% of total package
65% - 69% Average Performance 5% of total package
70% - 74% Fair Performance 8% of total package
73% - 79% Good Performance 11% of total package
80% - 100% Excellent Performance 14% of total package

In the event of the Employee terminating his services during the vaiidity
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

121

12.2

12.3

12.4

Where the Employer is, any time during the Employee’s employment, not
salisfied 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 opportunity at the meeling to salisfy 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 wl confer with a view lo
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

5 .o
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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 reasonabie 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

In the event that the Employee is dissatisfied with any decision or action of
the Employer in terms of this Agreement, or where a dispute or difference
arises as to the extent to which the Employee has achieved the
perfarmance objectives and targets established in terms of this Agreement,
the Employee may within 3 (three) business days, meet with the Employer
with a view to resolving the issue. The Employer will record the outcome of
the meeting in writing;

13.2  [f the Parlies cannot resolve the issues within 10 (ten) business days, an
independent arbitrator, acceptable to both parties, shall be appainted to
resolve the matter within 30 (thirty) business days;

13.3 In the instance where the matters referred to in 13.2 were not successfully
resolved, the matter shall be referred to the Executive Mayor to mediate
the issues within 30 (thirty) business days of receipt of a formal dispute
from the Employee.

13.4  The decision of the Executive Mayor shall be final and binding on both
parties; and

13.5 In the event that the mediation process contemplated above fails, the
relevant clause of the Contract of Employment shall apply.

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, policies, directives or
other instruments.
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™
Thus done and signed at _ CLAMWI L, 1 AwA onthe oAl _ day of July of 2016,

AS WITNESSES:

1. _reuAk /ﬂ’/

MUN(ZIPAL MANAGER

2. Mk
H
Thus done and signed at _ CL AW AIAM  onthe &1 day of July of 2016
AS WITNESSES:

1. k) &f@“

DIRECTOR
2. Sang

13 o
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Annexure A 2016/17

Performance Plan

Director: Engineering and Planning Services
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Annexure A 2016/17

The Performance Plan sets out:

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

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

Performance should be avaluated:

a) Quarterly of which the annual evaluation must be done by the panel as constituted in paragraph 6.11 of the agreement;

b} Performance should be assessed on a scale of 1 = 5 as outlined in paragraphs 6.9 - 6.10 of the agreement:

¢} In the instance where an indicator do not have a target or is not applicable due to valid reason or where the performance could not be delivered for a valid

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

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



Annexure A 2016/17

KEY PERFORMANCE INDICATORS

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

RefNo Nationat KPA Key Performance indicator

(KPY Unit of Measurement Baseline Portfolio of evidence

Municipal 90% 7
- . of the KPI's of the sub
SOBP | Transformationand | Manage and achieve 0% of | | 20 8 o5 80 1 S per 90% Updated SDBIP and report |  90% | 90% | 9% | 90%
Graph Institutional the KPI's of Building Control lgnite Dashboand repod |
Development g
Municipal 3
: . 90% of the KPI's of the sub
SoBP | Transfomation and | Manage and achieve 0% of | ool V2 SIS S %0% Updated SDBIP and report | 90% | 90% | o0% | oo% | |
Graph Institutional the KPI's of Electricity Ignite Dashboard report
Development
. ang | Manage and achieve 90% of | 90% of the KPI's of the sub
Graph _ a%s:__aa_ the KPI's of Project directorate have been met as per 0% Updated SDBIP and report | 90% 90% | 90% | 90% |
Devel " Management ignite Dashboard report
Munictpal A
i . 90% of the KPI's of the sub
o | Teslamatonand | Manage and achieve SRl | o e et 0% Updsted SOBP and report | 0% | 0% | 0% | o0% | |
Graph Institional the KPI's of Town Planning Ignite Dashboard report
Development
D8P | Trareemab®l 1 | Manage and achieve 90% o | 90% of the KPIs of the sub
st i the KPT's of Water and directorate have been met as per 90% Updated SOBIP and report 80% 0% 90% 90% _
Graph Sewerage lgnite Dashboard report
Development
The percentage of the
municipal nmm..s_ I&M New Key
. actually spent on capi .
oo | MumcpalFinangal | oy 30 June 2017 % of capital budget spent on Perfarmance Section 71 reports and
19 Viahifity and i{Amount actally spent on capital projects Indicator for Sm Annual Financial 0 20% ] 90% rT
lManagement capital projects/ Amount wcﬂm._ww_msna Statements
budgeted for capital y
proiects 100}
: Create 100 jobs opportunities : . New performance
Local Economic h o Number of job opportunities it .
T19 in terms of EPWP by 30 June - indicator for Appointment contracts 0 0 0 100 |
Development 2017 _ created in terms of EPWP 2016117




Annexure A

2016/17

Ref No

National KPA

Key Performance Indicator
{KP})

Unit of Measurement

Baseline

Portfolio of evidence

Targets
Q2 Q3

Limit unaccounted for water to
less than 15% by 30 June
2017 ({Number of Kilolitres
_— Basic Sevice | Water Purchased o Purified - ” o i Monthly water X
Pelivery Number of Kiolitres Water unaccounted water indicator for consumption report 20% 18% 16% 15%
Sold incl free basic water) / 2016117 feceived from Finance
Number of Kilolitres Water
Purchased or Purified x 100}
Limit unaccounted for
glectricity to less than 13% by
30 June 2017 {{(Number of
Basic Senvi Eiectnicity Units Purchased New performance Monthiy efectricity
T27 Deiive and/or Generated - Number of % unaccounted electricity indicator for consumption report 20% 18% 16% 13% W
v Electricity Units Sokd (incl Free 2016117 received from Finance
basic glectrcity)) / Number of
Electricity Units Purchased
and/or Generated) x 100}
90% spent of the project
budget for the Lamberts Bay .
Basic Sari Housing Bulk Eiectricity Ex _ﬁaﬁﬁmamo_s_
T28 . Upgrade Phase 2 by 30 June % of the project budget spent Multi year project b 0 20% 65% 0%
20 2017 [(Total expenditure on mmvo:_nq.wwmzmn =
the project/ Approved budget fnance
for the project}x100]
90% spent of the approved
mamtenance budget for
. X . . New performance Monthly Departmental
129 Besic Service | electrcity services by30 June | L budget spent indicator for | Performances YTDRepot | 25% | 40% | s0% | o0% | B
Delivery 2017 |(Total expenditure on . :
maintenance/ Approved 2016117 received from Finance
budget for maintenance)x 100]
Purchase new light duty
. . . - New performance .
Basic Service vehicles for Electricity and s Delivery note and
T Delivery Town Planning by 30 june |  NUmber of LDV's purchased ot | tegistration of the veicie | ¢ 0 ¢ 2 | b
2017
90% spent of the project
- ) budget for the design and Monthly Capital
T32 ic Senvice installation of roads and storm . ; ; Expenditure Performances
Delivery e R ey % of project budget spent Mulii year project Report received from 0 20% 65% 90%
Citrusdal by 30 June 2017 Finance
[(Total expenditure on project/
-

A



Annexure A 2016/17
A Target
Ref No Nationai KPA Key Performance Indicator Unit of Measurement Basefine Portfolio of evidence L
(KPh a2 Q3
Approved budget for the
prolect)x100]
mn* spent of the approved
Basic Service ahmﬁwﬁnﬁ_g%% Mwaa New performance | Monthly Departmental
T33 - % maintenance budget spent indicator for Performances YTD Report 25% 40% 60% 90%
Defrvery 2017 [{Total expenditure on 201617 ived from Fi .w
maintenance/ >§Q<& feCelv m Finance
budget for maintenance)x100)
90% spent of the 2016/17
budget for the Upgrade of the
Wastewater Treatment Works Monthly Capital
Basic Service Phase 2 in Lamberts Bay by . . . Expenditure Performances
™ Delivery 30 June 2017 [(Tota % of the project budget spent Multi year project Repost received from 1} 20% 65% 90% n_\
expenditure on the project/ Finance
Approved budget for the
projectx100]
90% spent of the approved
project budget for the Citrusdal .
Basic Senvice WWTW infrastructure upgrade mém:ﬂmﬁmﬂ%ﬁ;hwﬁﬁ
T35 , by 30 June 2017 [(Total % of the project budget spent |  Mutti year project © 0 0% [ 65% | 0% | L
Delivery ; . Report received from
expenditure on project/ Finance
Approved budget for the
projecijx100)
90% speni of the approved
Basic S HM—JW%;W:%MW_% New performance Monthly Departmental
T36 ; d % maintenance budget spent indicator for Performances YTD Report 59 40% 60% 90% .w
Delivery expenditure oa mainlenancef 2016117 received from Finance
Approved budget for
maintenance)x 100}
100% spent of the MIG grant
Basic Service by 30 June 2017 [[Total MIG monthly report
LR Delivery expenditure on MIG Grant/ % of budget spent ! received from Finance . e e Lo )
Approved MIG allocation}x100)
90% spent of the project Monthly Capital
. et for the construction of New performance ;
T8 mﬁu_n_mmsomm Ewm desalination plant - % of budget spent indicator for mxwﬁcﬁﬂ%ﬂu& 0 0 0 %% | &
Lamberts Bay by 30 June 201617 Finance
2017 [Total expenditure on
<K

&

b
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Nationai KPA

Key Performance indicator
(KP1}

Unit of Measurement

Baseline

Portfolic of evidence

Q2

Targets

Q3

Weight '

project! Approved budget for
the project}x100]
. . . New performance
139 Basic Service | Achieve Green Diop stalus by | 5 uo 1o siatus received indicator for Cetificate received 0 0 0 1
Delivery 30 June 2017 2016117
95% of the water samples
comply with SANS 241 micro
Basic Sarvi biological parameters % of water samples complying New performance Water quality analysis
T4 Defvery {{Number of water samples with SANS 241 micro biological indicator for certificates and summary 95% 85% 95% 95%
that comply with SANS21 parameters 201617 spreadsheet
indicatorsiNumber of water
samples fested)x100}
90% spent of the approved
maintenance budget for water
Basic Sevice by 30 June 2017 [(Total . New performance | Monthly Deparimental
T41 ; i % maintenance bixiget spent indicator for Performances YTD Report | 25% 40% 60% 90% W
St asﬁ_ea%gﬁjmﬁsa 2016117 received from Finance
pprovi ¢
maintenance)x100]
Respond to all
Good Govemance | comespondence & Complaints % of comespondence &
0209 and Public received within the Directorate | Complaints responded to within New KP! Report from Quidity 90% 90% 90% 90%
Participation via Quidity within 10 working 10 working days
days of receipt
Report quartery to the MM on
Good Govemance } .
D210 andpublc | | Prdress made soa_msms i R New KP} Confirmation of email sent | 1 1 1 !
Parbcipabos hg o1 all iiems older than
30 days on the Qundity system
Good Governance Liaise with line managers . - ) .
D211 andPubic | monthly and submit minutes of | Nember ﬂﬁ&ﬁm Ll New KP| Mﬁﬁﬂﬁ%ﬁ%ﬁ 3 3 3 3
Participation the meeting to the MM A y
Good Govemarce |
D212 and Public oﬂme e Number of reports submitted New KPI Confirmation of emait sent 1 1 1 1
Participation s p by
risk person
Good Govemance Report quarterly to SCM on
D213 and Public Service Leve! Agreements Number of reports submitted New KPI Confirmation of email sent 1 1 1 i
Participation {SLA's) with service providers
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Key Performance Indicator
{KP)

in line with relevant legislation
ie Saction 116 of the MFMA

Unit of Measurement

Baseline

Portfolio of evidence

Targets
Q Q3

Q4

Weight .

Good Governance .
Spent 90% of the Ditectorate’s .
D214 m.i Public Conditional Grants by 30 June % of grants spent New KP| Report from Finance 10% 20% 0 0% | &
articipation
Monitor monthly that overtime
{aken adhere 1o the
requirements of the Basic Number of certifications T )
D215 wﬁ%g conditons of Employmn Dekels New KP| Certifications submitted 3 3 3 3 ]
PROR | and submit verification to this
extend to the MM
Submit quarterly report on
made with the
(Good Govemnance kol : ) .
implementation of council ) Confirmation of receipt of
D215 nﬁﬁsﬁ decisions 1o the cirecior Number of reports submitted New KP| Director 1 1 1 1 |
e Corporate Services on a
predetermined list provided
Good Govemance Compile a tender plan of all
D217 andPubic | prjects and submitio the My | Toner plan onawwmwa New KPI Signed-offtender plans 1 0 0 0 ]
Participation for approval by 31 July il L
Submit a monthly report to the
Good Govemnance ! . .
D218 and Public W coune martoribg o | vt o rpocts submitid New kP! Confimation of eceiptof |4 3 3 3|
Participation usage s of vehicles
applicable to the Directorate
Sign off individual monthly
Good Governance vehicle inspection shests for . . ) .
D219 andPublic | all icensed vehicles applicable | Nmber of e o summaries New KPI oogam%h%ras_z L 3 3 3 _
Participation to the Division and submit 1o
the fieet division
Good Govemnance 100% compliance in Action report from
D220 and Public accordance with Eunomia % compliance New KP| Eunomia mnow_o i system 100% 100% 100% 100% _
Participation iCompiy system Py sys
Good Govemance
o2 and Pubkc Update the SDBIP monthly Number of updates 12 Report from tha system 3 3 3 3 _
Participation




Annexure A

2016/17

Ref No

National KPA

Good Govemance

Key Performance indicator
{KPI)

Review of all by-laws

Unit of Measurement

Baseline

Portfolio of evidence

o]

Q2

Targets

Q3

Ipolicies/standard operating % of by-laws /policies/standard
D22 and Pubic gl T New kP 0 0 o | 100%
_umdn_umg: June
Good Governance Achieve an unqualified audit . S
D223 and Public opinion by 31 March 2017 for c_éama Audit opinion New kP! Report of AG for 201516 | 0 0 0 1
Participation the 2015/16 financial year
TOTAL
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COMPETENCIES

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

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

Competency Definition

LEADING COPETENCIES

Provide and direct a vision for the institution, and inspire and deploy others to deliver on the strategic institutional mandate. It includes:
= |mpact and influence

Strategic direction and leadership « |nstitutional performance management 167

s Strategic planning and management

»  Organisational awareness

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

+  Human capital planning and development
«  Diversity management

= Employee relations management

*  Negotiation and dispute management

People management 167

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

—ué_‘mgm and project management . ﬁﬂeqm_,: and project D—m::_:@ and implementation 167
»  Service delivery management
= Program and project monitoring and evaluation

Abie to compile, plan and manage budgets, controf cash flow, institute financial risk management and administer procurement processes in accordance
with recognised financial practices. Further to ensure that all financial transactions are managed in an ethical manner. it includes:

ﬂsmhﬁm_ gmﬂ-@:_ - m:&wn U—m:.:m_..m and execution 167
s  Financial strategy and delivery
=  Financial reporting and delivery

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

Change leadership «  Change vision and sirategy 167
«  Process design and improvement
¢ Change impact monitoring and evaluation

?"2
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Competency

Definition

Able 1o promote, direct and apply professionalism in managing risk and compiiance requirements and apply a thorough understanding of govemance
practices and obkigations. Further, able to direct the conceptualisation of relevant policies and enhance cooperative governance relationships. It includes:

Gowemance leadesship = Policy formulation e
¢ Risk and complance management
*  Cooperative govemance
CORE COMPETENCIES
Moral competence Able to identify moral tiggers, apply reasoning that promotes honesty and integrity and display behaviour that reflects moral competence. 167
Able 1o plan, prioritise and omanise information and resources effectively 1o ensure the quality of service delievry and build efiicient contingency plans to
Fianning and organising manage risk. 167
. . Abie to critically analyse information, chalienges and trands to establish and implement fact-based solutions that are innovative to improve institutional
Analysis and innovation processes in order (o achieve key strategic objectives. 4327
Able to promote the generation and sharing of knowledge and information through various processes and media, in order to enhance the collective
Knowledge and information management knowdedge base of local g e 167
c . Able to share information, knowledge and ideas in a clear, Tocused and concise manner appropriate for the audience in order 1o effectively convey, 167
) persuade and influence stakeholders to achieve the desired outcome. ’
R and quaity | Able to maintain high quakity standards, focus on achieving results and objectives while consistency siriving to exceed expectations and encourage others 167
quakty focus lo meet quality standards. Further, o actively monitor and measur results and quality against identified objectives. ’
TOTAL 20

sl
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CLUSTER : LEADING COMPETENCIES
COMPETENCY NAME - Strategic Direction and Leadership

COMPETENCY DEFINITION - Provide and direct a vision for the institution, and inspire and deploy others to deliver on the sirategic institutional mandate
ACHIEVEMENT LEVELS
COMPETENT ADVANCED

BASIC

SUPERIOR

Understand Institutional and *  Give direction to a team in realising the *  Evaluate all activities 1o determine value *  Stucture and position the institution ta
departmental strategic objectives, but insfitution's strategic mandate and seq and afignment to strategic intent locai govemment priorities
lacks the ability to inspire others to objectives
achieve sef mandate
*+  Desaibe how specific tasks link to *  Has a positive impact and influence on *  Display in-depth knowledge and ¢  Actively use in-depth knowiedge and
institutional strategies but has limited the morale, engagement and understanding of strategic planning understanding to develop and
influence in directing 2 strategy participation of team members implement a comprehsnsive institutional
B framework
*  Has a basic understanding of *  Develop action plans to execute and *  Align strategy and goals across all *  Hold self-accountabie for strategy
institutional performance management, Quide strategy functional areas execution and results
but iacks the ability io integrate systems
into a collective whole
+  Demonstrate basic understanding of key *  Assistin defining performance *  Actively define performance measures *  Provde impact and influence through
decision makers measures to monitor the progress angd to monitor the progress and buikding and maintaining strategic
effectiveness of the institution effectiveness of the institution redationships
*  Displays an awareness of institutional *  Consistently challenge strategic plans to *  Crestean environment that facilitates
structures and political factors ensure relevance ioyalty and inriovation. Dispiay a
supenor level of self-discipline and
integrity in actions
*  Effectvely communicate barriers to *  Understand institutional structures ang *  lalegrate various systems into a
execution to relevant parties political factors, and the consequences collective whole 10 optimise institutional
of actions performance management
*  Provide guidance 1o all stakehoiders in *  Empower others to follow the strategic *  Uses understanding of competing
the achievement of the strategic direction and deal with complex interests fo maneuver successfully to 3
mandate situations winfwin outcome
*  Understand the aim and objectives of *  Guide the institution through complex
the institution and relate it to own work and ambiguous concerm
*  Use undersianding of power
relationships and dynamic fensions
among key players to frame
communications and develop strategies,
positions and alliances

ta

- '
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CLUSTER LEADING COMPETENCIES
COMPETENCY NARKE - People Management

COMPETENCY CEFINITION - Wgﬁuuﬂ_.—ou_wmum.. inspire and enceurage people, respect diversity, optimise talent and build and nurture relationships in order to achieve

ACHIEVEMENT LEVELS
COMPETENT ADVANCED SUPERIOR

Participate in team goalsetting and Seek oppontunities to increage team *  identify ineflective leam and work Develop and incorporate best practice
problem soiving contribution and responsibality processes and recommend remedial people management processes,
interventions approaches and tools across the
inshibution
*  Interact and cotaborate with peopie of *  Respect and support the diverse nature *  Recognise and reward efiectve and = Fosier a cutture of discipiing,
diverse backgrounds of others and be aware of the benefits of desired behavior responsibilty and accouniabiey
a diverse approach
= Aware of guidelines for employee *  Ctiectively delegate tasks ang empower v Frovide mentoring and quidance io *  Understand the impact of dversity n
nmgswi but requires support in others to increase contribution and others in order lo increase personal performance and actvely incorporate a
implementing developmenj ini iatives execute functions optimally effectiveness diversity strategy in the mstitution
*  Apply refevant employee legislation *  Ideniify development ang learning needs = Develop comprehensive inteqrated
fairly and consistently within the team strategies and approaches to hyman
capita’ development and management
= Effectively identity capacity *  Inspire a culture of performance = Achvely identdy srends angd predici
fequirements to fulfl the strategic excellence by giving positive and capacity requirements to facilitate
mandate constructive feadback to the team unified transion and performance
managemant
*  Achieve agreement or £ONsensus in
adversarial environments
*  Lead and unite diverse leams across _
dnisions to achieve nsttutonal
_, objectives
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CLUSTER LEADING COMPETENCIES
COMPETENCY NAKE -

Program and Project Management

COMPETENCY DEFINITION :

Initiate peojects after approval from
higher authorities

Undesstand procedyres of program and
proect management methodology,
imphications and stakeholder
involement

cam«ﬁdEmagauﬁmnms
refation to the instigion’s Strategic

o
monh.mam_&nc:s.nsgmg.emma

Use resutts and approaches of
Successiul project implementstion as
gude

COMPETENT

Establish broad stakeholder involvement
and communicate the project status and
key milestones

Befine the roles and fesponsibitities of
the proect team and create clanty
around expectations

Fing a balance between project deadline
and the quaity of deliverables

ACHIEVEMENT LEVELS

Identify appropriate prosect resources to
faciftate the effective compietion of the
dediveraties

Comply with statutory requirements ang
appiy policies in a consistent manner

Monitor progress and use of resources
and make needed adjustments 1o
timelines, steps and resource allocation

ADVANCED

Manage multipke programs and balance
prionties and conflicts according to
mstitutional goals

Apply effective risk management
strategies through impact assessment
and resource requirements

Hodify project Scope and budget when
required without compromising the
quality and objectives of the project

Invoive top-level authorities and relevang
stakeholders in seeking project buy-in

Hdentify and appiy contemporary project
management methodoiogy

Influence and motivate project team 1o
deliver exceptional results

Monitor policy implementation and apply
Procedures (o manage risks

~ Understand and conceptuaiice the long-

SUPERIOR

term implications of desired prosect
oulcomes

Direct 2 comprehensive straleaic macrg
and micro analysis and 5C0pe projects
accordingly 1o reabse inshiunonal
objectives

Influence pecple in posiions of ay thonty
to ‘mplement oulcomes of proiects

L2ad and direct translation of policy intg
workable action plans

Ensures that programs are monitored tn
track progress and optimal resource
utiisation, and that adjustments ara
made as neaded

-
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CLUSTER :
COMPETENCY NAME -
COMPETENCY DEFINMION

LEADING COMPETENCIES
Financial Management

ACHIEVEMENT LEVELS

Understand basic financial concepts and
methods as they relate 1o institutional
processes and activities

Display awareness into the various
scurces of financial dala, reporting
mechanisms, financial govemance,
processes and systems

Understand the importance of financial
accountability

Understand the importance of asset
control

COMPETENT

Exhibit knowledge of general financiat
concepts, planning, budgeting and
forecasting and how they interrelate

Assess, identify and manage financial
risks

Assume a cosi-saving approach to
financial management

Prepare financial reports based o
specified formats

Consider and understand the financial
implications of decisions and
suggestions

Ensure that delegation ang instructions
as required by National Treasury
guidetnes are reviewed and updaied
identify and implement proper
monitoring and evaluation practices to
Ensure appropriate spending against
budget

ADVANCED

Take active awnership of planning.
budgeting and forecasting processes
and provides credible answers to
queries within own responsibility
Prepare budgsts that are aligned to the
stiategic objectives of ihe inssitution

Address complex budgeting and
financial management concems

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

Advise on policies and procedures
regarding asset control

Promote Mational Treasury's reguiatory
framework for Financial Management

SUPERIOR

Develop planning fools 1 assist in
evaluating and monitoring futyre
expenditure trends

Set budget frameworks for the institution

Set strategic direction for the instaysian
On expendriure and other fingncial
processes

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

Aclively identify and implement new
methods lo improve asse! contra

Display professionalism in deaiing with:
financial data and processes

_

L
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CLUSTER

Come

Comp

ETENCY NAp=

ETENC Y DEFINITION

gggagm
interventions and the benefis of
g_o&ﬁ&g&gfagm

gm&mggg@aw&
deszed state

identdy potential risk and chalenges to
transfomation, including resistance to

change factors

Participate in change programs ang
pdoting change interventions
Understand the impact of change
interventions on the institution within the
broader scope of local govemment

LEADING COMPETENCIES

Change Leadership

- .

and deliver professionat an

COMPETENT

Pertorm an analysis of the change
impact on the social, political and
ECONOMIC environment

Maintain calm and focus during change

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

Volunteer to lead change efforts autside
of own work team

Able fo gain buy-in and approval for
change from relevant stakehoiders

Identity change readiness leveis and
assist in resolving resistance to change
factors

Design change interventions that are
abgned with the institution’s stralegic
objectives and goals

ACHIEVEMENT LEVELS

Abke to direct and initiate institutional transformation on all levels in order to successfy

d quality services to the community

ADVANCED

Actively monitor nzw_wmim impact angd
tesults and convey progress to refevant
stakeholders

*  Secure buy-in and sponsorship for
change initiatives

*  Continuously evaluate change stralegy
and design and inlroduce new
approaches 1o enhance the nstitution's
effectveness

*  Build and nurture relationships with
vanious stakehoiders 1o establish
strategic alliance in facilitating change

*  Take theisad in impactfyl change
programs

*  Benchmark change interventions
against best change practices

*  Understand the impact and psychoiogy
of change and put remeiai
interventions in place 1o facilitate
effective transformation

*  Take calculated risk angd seek new ideas

from best practice scenarios ang identily
the potentiai for implementation

SUPERIOR

= Sponsor change agents and ereate 2
network of change leaders who support
the inferventions

= Actively adapt current structures and
processes to incorporate the change
interventions

*  Mentor and guide team members on the
effects of change, resistance factors and
how to integrate ¢change

+  Mobvate and mspire others around
change inthatives

Hy drive and impiement new initiatives _

e
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CLUSTER :
COMPETENCY NAME :

COMPETENCY DEFINITION -

Display a basic awareness of nisk,
comphiance and govemance factors but
require guidance ang davelopment in
implementing such requirements
Understand the strueture of cooperative
govemment bu! requires guidance on
fostering workabie relationships
between stakeholders

Provide inpust into poficy formulation

LEADING COMPETENCIES

Govemance Leadership

COMPETENT

Display a thomugh understanding of
Qovemance and risk and compliance
factors and implement plans to address
these

Demonstrate understanding of the
techniques and processes for oplimising
risk taking decisions within the institution

Actively drive policy formulation within
the institution to ensure the achievement
of objectives

ACHIEVEMENT LEVELS

ADVANCED
Able to link risk iniatives into key
nstitutional ebiectives ang drivers

Identify, analyse and measure 1k,
Create valid risk forecasis ang map rsk
profiles

Apply risk control methodoiogy and
approaches to prevent and reduce risk
that impede on the achievement of
institutional abjectives

Demonstrate a thorough understanding
of risk retention plans

Identify and implement comprehensive
risk management systems and
processes

Implement and monitor the formulation
of poficies, identify and analyse
constraints and challenges with
implementation and provide
recommendations for improvement

SUPERIOR

Demonstrate a high level of commitment
in complying with govermnance
requirements

Implement govemance and compliancs
strategy to ensure achievement of
institutional obiectives within the
legislative framework

Able to adwise local government on risk
management, best practice interventions
and compliance management

Able to forge positive relationships on
cooperative govemnance fevel to
enhance the effectivensss of focal
govemment

Able to shape. direct and drive the
formulation of poficies on a magra leval

=l

{

e

T~



Annexure B 2016/17

CLUSTER: CORE COMPETENCIES
COMPETENCY HAME : Moral Competence

"

vior that reflects moral competence

COMPETENCY DEFINITION : ident i » apply reasoning that Promotes honesty and integrity and consisten
ACHIEVEMENT LEVELS

ty display beha

BASIC COMPETENT ADVANCED SUPERIOR
Realise the impact of mm__._._m with *  Conduct self in alignment with the Fdentify, develop and apply measures of +  Create an environment conducive o
integrity, but requires guidance and vaiues of local govemment and the sell-comection moral practices
development in implementing principles instituton
*  Follow basic rules and requiations of the & Able to openly admit own mistakes ang *  Ablelogain trust and respect through *  Actively develog and implement
institution weaknesses and seek assistance from | aligning actions with commitments measures to combat fraud and
others when unable to detiver _ comuption
*  Able toidentify basic moral situations *  Actively report fravdulent activityand | *  Make proposals and recommendations *  Setintegrity standards and shared
but requires quidanca and a?magma cormuption with local government _ that are transparent ang gam the accountatulity measures across the
i understanding and reasoning with | approval of relevant siakehoiders insbitubion 10 support the objectives of
moral intent | iocal govemment
% Understand and honor the confidential ! *  Presentvalues, beliefs and ideas that *  Take responsibiiity for own actions and
nature of matters without seeking _ are congruent with the mstitution's mles dewrsions, even if the consequences arg
personal gain and regulations unfavorable
*  Able lo deal with situations of conflict of _ *  Takes an actve stance aganst
interest promptly and in the best interesy | “ormuption and dishonesty when noled
of iocal govemment _
| T Actvely promoie the value of the
_ Msuution to internal and exiemal
[ stakeholders
| *  Ablelo work in unity with a team and nof
| seek personal gan
*  Apply universal moral prmciples
! consistently to achieve moral degis ons ._
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CLUSTER

COMPETENCT NAME

COMPETENCY BEFINITION -

»zmagﬂﬂneama&m_&m
tasks around set obectives

c&mmﬁﬁsn.gaus?éaa
Organising but requires guidance and
development in providing detaded and
comprehensive plans

Able to folow existing plans and ensure
that objectives are met

vgmgw:o.zmaoemaéms
developing plans and actions
Anange information and resources

required for a task, but require further
structure and organisation

CORE COMPETENCIES

Planning and Organising

COMPETENT
Actively and appropriately organise
information and resources required for a
task

Recognise the urgency and Imporiance
of tasks

Balance short and long-term plans and
goals and incorporate into the team's
performance objectives

Schedule tasks to ensure they are
performed within budget and with
efficient use of time and resources
Measures progress and monitor
performance results

ACHIEVEMENT LEVELS

ADVANCED

Able to define institutional objectives,
develop comprehensive plans, integrate
and coordinate activives and assign
appropriate resources for successiyt
Implementation

Identify in advance required stages and
actions to complete tasks

Schedule realistic imelines. objectives
and milestones for fasks and profects

Froduce clear, detatted ang
comprehensive plans fo achieve
instityhonal objectives

tdentify possible nsk factors and desgn
and impiement appropriate contingency
plans

Adapt plans in light of changing
crcumstances

Prionitise tasks and projects according o
their relevant urgency and importance

SUPERIOR

Focus on broad strategies and intiatives
when developing pians and actions

Able to protect and forecast short
medium and long term requirements of
the institution and local government

Translate poiicy inio refevant projects to
facitate the achievement of institunenal
objectives

fr (.
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CLUSTER
COMPETENCY NAME -

COMPETENCY DEFINITION -

Understand the basic opesation of
analysis, but lack detail and
thoroughness

Able to batance independent analysis
with requesting assistance from ofhers

Recommend naw ways 1o perform tasks
within own function

Propose simple remedial mnterventions
that marginafly challenges the status
quo

Listen 1o the ideas and perspectives of
oihers and explore opportunities 1o
enhance such innovative thinking

CORE COMPETENCIES

Analysis and Innovation

Abie to critically ana
institutional proces:

COMPETENT

Demonstrate logical problem solving
techniques and approaches and providge
rationale for recommendations

Demonstrate objectrvity, insight and
thoroughness when analysing problems

Able to break down compiex problems
inte manageabie parts and identify
solutions

Consult intemal and extemnat
stakeholders on opportunities (o improve
[rocesses and service dedivery

Clearty communicate the benefits of new
opportunities and innovative solutions
and stakeholders

Continuously dentify opportunities 1o
enhance infemal processes

Identify and analyse opportynities
conducive to innovative approaches and
_propose remedial intervention

lyse information, chalienges and trend
S€s in order to achieve key strategic objecti

ACHIEVEMENT LEVEL S

s to

ves

ADVANCED

Coaches leam members pn analytical
and innovative approaches and
techniques

Engage with appropriate individua’s in
analysing ang resoiving complex
problems

Identify solutions on vanous areas in the
institution

Fomulate and implement new ideas
throughout the institution

Able 1o gain approval and buy-in for
proposed interventions from relevant
stakeholders

Identify trends and best practices in
piocess and service delivery and
propose institutionat application

Continuously engage in research to
ientify client needs

establish and implement fact-based solutions that are innovative to improve

SUPERIOR

Demonstrate complex analytical and
problem solving approaches and
techniques

Create an enviranment conducive to
analvical and facl-based problsm
sohving

Analyse, recommend solutions ang
mofitor trends in key challenges io
prevent and manage occunence

Creale an environment that fosters
Innovative thinking and follows 3
learning organisation approach

Be a thought leader on innovative
custamer service delivery and process
optimisation

Play an active role in shanng best
practice solutions and engage in
national and intemational local
govemment seminars and conferences

=10 -
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CLUSTER :
COMPETENCY NAME :

COMPETENCY DEFINITION -

Collect, categofise and track relevant
information required for specific tasks
and projects

*  Analyse and interpret information to
draw conclusions

*  Seek new sources of information ia
increase the knowledge base

*  Reqularly share information and
knowledge with intemal stakeholders
and team members

€ORE COMPETENCIES

Knowledge and Information Management

COMPETENT

Use appropriate information systems
and technology to manage mstitutional
knowledge and information sharing

Evaluate data from various sources and
use information effectivety to influance
deasions and provide solubions

Actively create mechanisms and
structures for sharing information

Use extemal and intemal resources 1o
research and provide relevant ang
cutting-edge knowledge fo enhance
instivtional efectiveness ang efficiency

Able to promate the generati
enhance the collective kno

on and sharing of knowled
wiledge base of locat government

ACHIEVEMENT LEVELS

ADVANCED

Effectively predict future .5?..38: and
knowledge management requirements
and systems

Develop standards and processes to
meet future knowledge management
needs

Share and promote best-practice
knowledge management across varnious
nstitutions

Establish accurate measures and
moniloring systems for knowledge and
information management

Create a culture conducive of learming
and knowtedae sharing

Hold reqular knowtedge and information
sharing sessions to elicl new ideas and
share best practice approaches

ge and information through various processes and media, in order to

s Crealeand SUPport a vision and cultyre

SUFERIOR

where team members are empowered to
seek, gain and share knowledas and
information

*  Estabiish partnerships across loca!
govemment Ic facitate knowledge
management

*  Demonstrate a mature approach

*+  Recognise and explort knowledge potnts
N interactions with mtemal and extemal
stakeholders

-1] -
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B |
CLUSTER CORE COMPETENCIES

COMPETENCY NARE

COMPETENCY DEFINITION

§§m8§3§3§
communication levars and tools
appropnate for the audience, but
requires guadance in utfising such tooks
Express ideas in a dear and focused
mannes, but does not 2ways take the
audience into consideration

Disseminate and convey information
m&gmmaﬁﬁﬂm_w

Communication

Able to share information, knowled
persuade and influence stakeholde

COMPETENT

Express ideas to individuals and groups
in format and informal seftings in a
manner that is inferesting and motivating

Able 1o understand, tolerate and
appreciale diverse perspectives,
attitudes and beliefs

Adapt communication content and styte
to suit the audience and facilitate
optimal information transfer

Deliver content in a manner tha gains
support, commitment and agreement
from relevant stakeholders

Compite dlear, focused, concise and
welkstructured written documents

ge and ideas in a clear, focused and
15 to achieve the desired gutcome

ACHIEVEMENT LEVELS

ADVANCED

Effectively communicate high-risk and
sensitive matters to refevant
stakehoiders

Develop a well-defined communication
strategy

Balance political perspectives with
institutional needs when communicating
viewpoints on complex issues

Able te effectively direci negotations
around complex

Market and promote the institubion to
extemal stakehoiders and seek 1o
enhance a positive image of the
institution

Abie to communicate with the media

with high leveis of moral competence
and discipline

concise manner appropriate for the audience in order to eflectively convey,

SUPERIOR

Regarded as a speciabstin negotistions
and representing the insttution

= Able s inspire and motvate others
through positive communication that is
mpacttul and relevant

= Creates an envinment conducive to
iransparent and productive
communication and crtical appreciate
conversations

+  Able to coondinate negotiations at
different levels within locat govemment
and externally

<
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CLUSTER
COMPETENCY NAME -

CORE COMPETENCIES
Results and Quality Focus

COMPETENCY DEFINITION -

Understand quasity of work but requires
gudance in attending to important
matters

Show a basic commitment to achieving
the comect results

Produce the minimum level of resuits
fequired in the role

ggnﬁ%oﬁmoo&
standard

Focus on the quantity of cutput but
requires developmen; tin incorporating

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

COMPETENT

Focus on high-priority actions and does
not become distracted by _osﬁ.nao:.q
activities

Display firm commitment and pnde in
achieving the comect resuits

Set quality standards and design
processes and tasks around achieving
st standards

Froduce cutput of hugh quahty

Able {0 balance the Quantity and quaiity
and quality of esults in order 1o achieve
objectives

Monitors progress, quality of work and
use of resources; provide status updates
and make adjustments as needed

ADVANCED

Consistently verify own Standards and
outcomes to ensure qualily output

Focus on the end resuyit and avoids
being distracted

Demonstrate a determined and
commiited approach to acheving results
and quality standards

Follow task ang progects through ta
completion

Set chaltenging goals ang objectives to
self and team and d splay commitment
1o achieving expectations

Maintain a focus on quality outputs
when placed under pressure

E'stablishing institutionaf sysiems for
managing and assigring work, defin g
responsibulities, tracking, monitaring and
measuring success, evaluating and
valuing the work of the mstitution e

SUPERIOR

Coach and guide others to exceed
quality standards and resulls

Develop challenging. client-focused
goals and sets hugh standards for
personal performance

Commiit lp exceed th= results and
qualty standards, monitor own
performance and implement remedial
interventions when required

Work with team to set ambitious ang
thallenging tsam goals, comminicating
long- and short term expectations

Take appropriate risks fo accomplish
goals

Overcome setbacks ang adjust action
plans to realise goak

Focus people on critical activities that
yield a high impact

.
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Outcomes Expecied Suggesied vaining and for Suggested mode of uggested Time Work opporiunity created o

i ' I
develcpment acuvity aelivery o pratiice s«illicevelopmen: area Sugpornt Person

MM

* -
: B Soance & gL Ny M

Signed and accepted by the Employee
ﬁ@?.
o 39| |01,

Signed by the Municipal Manager on behaif of the Municipality

%“ sm
Date:_ % _\ON\NO\m




