Prince Albert Municipality

mnce Agreement
2017/18

MADE AND ENTERED INTO BY AND BETWEEN:

THE PRINCE ALBERT MUNICIPALITY
AS REPRESENTED BY THE MAYOR
Mr Goliath Lottering

(herein and aftfer referred as Employer)

AND

MUNICIPAL MANAGER
Mr Heinrich Mettier
(herein and after referred as Employee)

FOR THE

FINANCIAL YEAR: 1 JULY 2017 - 30 JUNE 2018




Introduction

i1

1.2

14

1.5

The Employer has enfered into 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 partles, requires the parties to conclude an annual
performance agreement;

The pariles wish to ensure that they are clear about the goals fo be
achieved, and secure the commitment of the Employee to a set of
outcomes that will secure local government policy goals;

The parties wish to ensure that there is compliance with Sections 57(4A).
57(4B) and 57(5) of the Systems Act;

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

1.5.1 “this agreement” - means the performance agreement between
the employer and the employee and the annexures thereto;

1.5.2 “the Executive Authority” - means the Municipal Council of the
Municipality constituted in terms of the Local Govemment:
Municipal Structures Act as represented by the Executive Mayor;

1.5.3 “the Employee: means the Municipal Manager appointed in terms
of Section 82 of the Local Government: Municipal Structures Act;

1.5.4 “the Employer” means Prince Albert Municipality: and

1.5.5 “the Parties” means the employer and employee.

Purpose of this Agreement

2.1

2.2

23

Comply with the provisions of Section 57(1)(0).(4A), (4B) and () of the
Systems Act as well as the Contract of Employment enfered into between
the parties;

Specify objectives and targets established for the Employese and to
communicate to the Employee the Employer's expectations of the
Employee’s performance expectations and accounfabilities;

Specify accountabillities as set out in the Performance Plan (Annexure A);




24  Monitor and measure performance against set targeted outputs and
outcomes;

25  Appropriately reward the Employee in accordance with section 11 of this
agreement;

2.6  BEstablish a transparent and accountable working relationship; and

27  Give effect to the Employer's commitment fo a performance-orientated
relationship with the Employee in attaining equitable and improved service
delivery,

Commencement and Duration

3.1 This Agreement will commence on the 01 July 2017 and will remain in force
until 30 June 2018 where after a new Performance Agreement shall be
concluded between the parties for the next financial year or any portion
thereof;

3.2 The parties will conclude a new Performance Agreement that replaces this
Agreement at least once a year;

3.3 This Agreement will terminate on the termination of the Employee’s
contract of empioyment for any reason; and

34  The content of this Agreement may be revised at any time during the
abovementioned period to defermine the applicability of the matters
agreed upon.

Performance Objectives
4.1 The Performance Plan (Annexure A) sets ouf -

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

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

4.1.3 The competency requirements (Annexure B - definitions) as the
management skilis regarded as critical to the position held by the
employee.

42  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
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4.3

4.4

Implementation Plan (SDBIP) and the Budget of the Employer, and shall
include:

4.2.1 Key objectives that describe the main tasks that needs fo be done:

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

423 Target dates that describe the timeframe in which the work must be
achieved; and

4.2.4 Welightings showing the relative importance of the key objectives 1o
each other,

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

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

Performance Management System

5.1

5.2

5.3

5.4

5.5

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

The Employee accepts that the purpose of the performance management
system will be to provide a comprehensive systerm with specific
performance standards fo assist the employees and relevant stakeholders
to perform to the standards required;

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

The Employee undertakes to actively focus on the promotion and
implementation of the Key Performance Areas (including special projects
relevant to the employee’s responsibilities) within the iocal government
framework;

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




5.6  The Employes’s assessment will be based on his/her performance in terms
of the outputs/outcomes (performance indicators and targets) identified
as per attached Performance Plan, which are linked to the KPA’s, and will
constitute 80% of the overall assessment result as per the weightings agreed
to between the Employer and Employee:

1 Munilcl':"i'Bol Trd'nsformii:r-ién and Institutional Development
2 Basic Service Delivery

3 Local Economic Development

4 Municipal Financial Viability and Management

S | Good Governance, Public Participation

5.7 The Competencies will make up the other 20% of the Employee’s
assessment score. The following Competencies will be assessed in ferms of
the Regulations on Appointed and Conditions of Employment of Senior
Managers (17 January 2014):

o) arstizynfe
Impact and Influence
Institutional Performance Management
Strategic Planning and Management
Organisational Awareness

Human Capitai Planning and
Development

Diversity Management

Employee Relations Management
Negotiation and Dispute Management
Program and Project Planning and
Implementation

Service Delivery Management
Program and Project Monitoring and
Evaluation

Budget Planning and Execution
Financial strategy and Delivery
Financial Reporting and Menitoring
Change Vision and Strategy

Process Design and Improvement
Change impact Menitoring and
Evaluation

T — o et = e

Strategic Direction and
Leadership

eje » 0 & .0
i ¢

People Management

Program and Project
Management

Financial Managemenit

Change Leadership

Policy Formulation
Governance Leadership » Risk and Compliance Management

" Moral Compé’f—enhéé




Analysis and Innovation

Knowledge and Information Management

Communication

Results and Quality Focus

!
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The parties agree that additional projects undertaken by the incumbent, can be used fo
motivate performance and can be faken into account by the parties.

6.

Evaluating Performance

6.1

6.2

6.3

6.4

6.5

6.6

The Performance Plan (Annexure A) to this Agreement setfs ouf -

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

Despite the establishment of agreed intervals for evaluation, the Employer
may in addition review the Employee’s performance at any stage while the
coniract 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 fake place within set
time frames;

The Employee’s performance will be measured in terms of confributions to
the godls and strategles set out In the Employer’s Integrated Development
Plan (IDP);

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

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

6.6.1 Each KPI or group of KPls shall be assessed according to the extent
to which the specified standards or performance targets have been
met and with due regard to ad-hoc tasks that had fo be performed
under the KP|;
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6.6.2 A rating on the five-point scale shall be provided for each KPI or
group of KPIs which will then be muiltiplied by the weighting to
calculate the final score; and

6.6.3 An overall score wil be calculated based on the total of the
individual scores calculated above.

6.7  Assessment of the Competencies

6.7.1 Each Competency will be assessed according to the extent to which
the specified standards have been met,

6.7.2 An overdll score wil be calculated based on the fofal of the
individual scores calculated above.

6.7.3 Individual projects and initiatives can be used fo motivate
competency scores,

6.8  Overdll rating

6.8.1 An overall rating is calculated by using the applicable assessment-
rating calculator,

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 scaile for KPI's:

'[.}:::Il:gl‘ S
RV

- Teminology = o] Description 5
Performance far exceeds the standar expected of an empiloyee at this lavel.
Outstanding The appraisal indicates that the Employee has achieved above fully effective
5 performance results against all performance criteria and indicators as specified in the PA and
Performance plan and maintained this In all areas of responsibility throughout
the year,
Performance Performance is significantly higher than the standard expected in the icb. The
4 significantly appraisal indicates that the Employee has achieved above fully effective
above results against more than half of the performance criteria and indicators and
expectations fully achieved all others throughout the year.

Performance fully meets the standards expected in all areas of the job. The
appraisal indicates that the Employee has fully achieved effective results
against alt 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
2 Not fully review/assessment indicates that the employee has achieved below fully
effective effective results against more than half the key performance criteria and
indicators as specified in the PA and Performance Plan.,

s G
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Performance does not meet the standard expected for the job. The
review/assessment indicates that they employee has achieved below fully
effective results against aimost all of the performance criteria and indicators as
1 Unacceptable specified in the PA and Performance Plan. The employee has failed to
performance demonsirate the commitment or ability to bring performance up to the level

expected in the job despite management efforts to encourage improvement.,

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

RieVE] i : POSEHAHGA _ K
Do not apply the basic concepts to proof a basic understanding of
1 Poor local govemment operations and requires extensive supervision and

development interventions

Applies basic concepts, methods, and understanding of local

2 Basic government operations, but requires supervision and development
intervention
Develops and applies more progressive concepts, methods and

3 Competent understanding. Plans and guides the work of others and executes

progressive analyses

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

Has a comprehensive understanding of local govermnment
5 Superior operations, critical in shaping strategic direction and change,
develops and applies comprehensive concepts and methods

A full description of achievement levels per competency is attached as Annexure B.

6.11 For purposes of evaluating the performance of the Employee for the mid-
year and year-end reviews, an evaluation panel constituted of the following
persons will be established -

6.11.1 Executive Mayor;

6.11.2 Mayor from another municipality opfionally;

6.11.3 Member of ward commitfee as nominated by the Executive Mayor,
opftionaily;

6.11.4 The Chairperson of the Audit Committee; and
6.12 The Executive Mayor will evaluate the performance of the Employee as at
the end of the 15t and 3 quarters; and

6.13 The Executive Mayor will give performance feedback fo the Employee after
each quarterly and annual assessment meetings.
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7. Schedule for Performance Monitoring, Review and Assessment

7.1

7.2

7.3

74

7.5

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

Iia'xf-

ey Pl . C Lhmple
1___|July-September2017 | October 2017
2 October - December 2017 February 2018
3 January - March 2018 April 2018
4 April - June 2018 August 2018

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

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

The Employer wili be entitied to review and make reasonable changes to the
provisions of Annexure A from time tfo 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 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
aftached 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.

9 Obligations of the Employer

9.2

The Employer shall-

9.2.1 Create an enabling environment to facllitate effective performance by
the employee;

922 Provide access to skils development and capacity  building

opporunities;
o AR
9




0923 Work collaboratively with the Employee to solve problems and
generate solutions fo common problems that may impact on the
performance of the Employee;

9.2.4 On the request of the Employee delegate such powers reasonably
required by the Employee to encable him/her to meeft the performance
objectives and targets established in terms of this Agreement; and

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

10 Consultation

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

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

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

10.2.3 A substantial financial effect on the Employer.

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

11 Reward
11.1 The evaluation of the Employee’s performance will form the basis for
rewarding oufstanding performance  or correcting unacceptable
performance;
11.2  The payment of the performance bonus is determined by the performance
score obtained during the 4th quarter and as informed by the quarterly

performance assessments;

11.3  The performance bonus will be awarded based on the following scheme:

P G N AT E [ainfariaiFiere Boiriu Calbae it
00% - 49% | Poor performance 0% of Total package
50% - 55% Average Performance 5% of Total Package
56% - 69% Fair Performance 7% of Total Package
Cont-. )
10 )




1.4

1.5

12.

12.1

122

12.3

124

| 70% - 100% | Good Performance 8.33% of Total Package |

In the event of the Employee terminating his services during the validity
period of this Agreement, the Employee’s performance will be evaluated
for the portion during which he was employed and he will be entitled to a
pro-rata performance bonus based on his evaluated performance for the
period of actual service; ana

The Employer will suomit the total score of the annudl assessment and of
the Employee, to full Council for purposes of recommending the bonus
aliocation.

Management of Evaluation Outcomes

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

The Employee wil have the opportunity at the meeting fo 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
Empioyee 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

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.

13. 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
performance objectives and targets established in terms of this Agreement,
the Employee may within 3 (three) business days, meet with the Employer
with a view fo resolving the issue. The Employer will record the outcome of
the meeting in writing;




13.2

If the Parties cannot resolve the issues within 10 (ten) business days, an
independent arbifrator, acceptable to both parties, shall be appointed 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 MEC for local government in
the province within 30 (thirty) business days of receipt of a formai dispute
from the Employee or any other person appointed by the MEC; and

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

14. Generadl

14.1 The contents of this agreement must be mads ovailable to the public by
the Employer in accordance with the Municipal Finance Management Act,
2003 and Section 46 of the Systems Act.

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

Thus done and signed at Prince Albert on this the day of 2017.
As Witnesses:

(e

As Wimesses:

Employee

ol [ Fersn

~ T

@_ge;zﬁtive Mayor.
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Annexure A:
Performance Plan

2017/2018

The Performance Plan sets out:

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

) Competencies required os stipulated in the Local Govemment: Regulations on
appointment and conditions of employment of senior managers

The employee's assessment will be based on his/her performance in terms of the
outputs/outcomes (performance indicaters) identified as per the performance plan
which are linked to the National KPA's, which constitute 80% of the overall assessment
result as per the weightings agreed to between the employer and employee.

KPA’s covering the main areas of work will account for 80% and Competencies will
account for 20% of the final assessment.

: iﬁ:péﬁmmﬁq%ﬁy_m;m}aﬁ__ | Walghting

Compolancy Framawork :

Municipal Transformation & Institutional Shategle Direction and Lead ership

Development

Basic Service Delivery People Management

Local Economic Development Program and Project Management

._I.Eﬁdq'ng-

Compalencios

Financial Management
Change Leadership
Governance Leadership

Municipal Financlal Viabiiity & Management

Good Governance & Public Participation

LB Moral Competence

13 &L
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~ [weighiing | " Compolency fomavork

Planning and Crganising

Analysis and Innovation

Knowledge and Information Management

Cormmunication

Results and Quality Focus

The assessment of the performance of the Employee will be based on the following
rating scale for KPA's:

KPI's Not Met/
Unacceptable
performance

| Perfor

rmance does not e job. The review/assessment indicates
that they employee has achieved below fully effective resulfs against aimast oll of the performance
criteria and indicators os specified in the PA and Performance Plan. The employee has failed fo
demonstrate the commitment or ability fo bring performance up o the level expected in the job
despite management efforts fo encourage improvement.

KPl's Almost Met /
Not fully effective

£

Performance Is below the standard required for the job> in key areacs. 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 Plon.

KPI's Met /
Fully effective

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

KPI's Well Met /
Performance
significantly above
expectations

Performance is significantty higher than the standard expected in the job. The appraisal indicates
fhat the Employee has achieved above fully effective results against more than half of the
performance criteria and indicators and fully achieved all others throughout the year.

KPI's Extremnely Well
Met /
OQuistanding
Performance

Performance far exceeds the standard expected of an employee at this level. The appraisal
indicates that the Employee has achieved above fully effective results against all performance
oriteria and indicators as specified in the PA and Performance plan and maintained this in all arecs
of responsibility throughout the year.

14 &L




Key Performance Indicators

TLRef | Top Layer KPIRef w“__wﬁ._.m National KPA ounw__.?a KPI %»w_.___,.mo,.ra Baseline | &1 | 92 | @3 [ G4 | Weight
Target | Target | Target | Target
To promote
good
govemance
through
ongoing )
communication z_%nmoﬁzo mw$ %ﬂ_ﬂa
between the :wmmama __,.w._ﬁU e
il and L .
Good Governance et supetvision of directorate
and Public M“_”_wﬁﬁ the SDBIP on | have been 80% UPdated SOBIP | oo% | so% | som | so% | som [0
Participation articipation the KPIs of met as per po
P s Sub- Ignite
information Directorate: Dashbeard
dissemination, Intemal Aud 2ot
communication
and ward-
based
consultation
z%ﬁ%ﬁa SRS
Municipal Financial Financial and KPl's of the Undated SDBIP
Viability and viability and e Department 80% P 80% B0% | 80% | 80% | 8o% 0
Management management mcﬂsum%h ol have been and report -
Services met
Effective
Mumicipal Instittrtional _,\__m__wﬂmswa mw__\wwﬂﬁm
qa,“%ﬁm%n_ma %ﬂwﬁmﬁ_ supenvisionof | Department 80% %M”wm%%_m 80% | 80% | 8o% | 80% | 80% _O
A Comorate & have been
Development transformation Community met
Semvices







Effective
Basic service | Management m_m._ww %,__:M
Basic Service delivery and and Updated SDBIP
Deiivery infrastructure | supervision of ﬂwﬂﬁ”_ B and report — 8% | 80% | 80% | 80% ‘Q
davelopment Infrastructure -
Senvices
To promote
good
govemance
through
ongoing
communication .
betweonthe | Effective T p—
councll and anageme :
Good Govemance clizens via and KPI's of the Updated SDBIP
and Public commmunity supervisionof | Department 80% um nd report 80% 80% 80% 80% 80% _@
Patticipation arlicipation Development have been PO
P %ouwn?m i & Strategic met
information Support
dissemination,
communication
and ward-
based
consultation
The
To provide impiementation oﬂﬂmﬁmwz
quality, Ifaclitation of | u,%_.m np
Basic Service affordable and special plets . .
Delivery suslainable initiatives to . _zﬁh M w< : Special projects 1 UNG
services on an Improve ﬂgcao. _
squitable basis sarvice Ma :m_u.w
delivery ge
Strategle . NDP Unit of .
TL Ref Top Layer KPI Ref Objective National KPA Objectives KPI Measurement Baseline
Draft annual To maintain . : Craft annual Draft annual
performance report financial ﬁ_ﬂwﬁﬂ_ Wﬁmw.%w performance parformance
L available for viability & Viabilty and D omm__o ment report available | report submitted 1 1 0 0 0 _O
submission to sustainability Management mbm for submission by 30 August
Auditor-General through ge to Auditor- annually
together with Annual prudent General —_—
G
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To maintain

financial
viability & The main
The main budget is sustainability Municipal Developing a budgst is Approval of Main
5 approved by Council through Financial capable and approved by Budget before 1
by the legislative prudent Viability and | Development | Councilbythe | theend of May _G
deadline expenditure, Managerment State legislative annually
and sound deadline
financial
syslems
Good Developinga | Ensure that al
16 Effactive functioning ._.Mhﬂ_"_:m__..oom Governance capable and Council meet zm”ﬁﬂ_c d 1 m
of Council meetings _w_ B Bcﬂwm v and Public Development once every mestin
cy Participation State quartar 98
Ensure that all
. . Good Developing a Council's Number of
7 mﬁﬁ%“umm__mo:_é MM nﬁ_ﬂ__”qunh Governance capable and section 80 Council Section 1 -
committee systam democracy and Public Development committees 80 committee U
Participation State meet ance meetings
every quarsr
To maintain
financial
viability & The adjustment Approval of
The adjustment sustainability Municipal Developing a budget is Adjustments —_
L8 budget is approved through Finangial capable and approved by Budget before 0 mu
by Couneil by the prudent Viabilty and | Development | Council by the the end of
legislative deadline expenditure, Management State legislative February
and sound deadline annually
financial
systems
To maintain
financial The Top Layer
The Top Layer viability & SDBIP is Top Layer
SDBIP is approved sustainability Municipal Developing a approved by | SDBIP approved
TLo by the Mayor within through Financial capable and the Mayor by the Mayor 1 m
28 days after the prudent Viability and Development | within 28 days within 28 Days
Main Budgat has expenditure, Management State aferthe Main | after approval of
been approved and sound Budget has Main Budget
financial been approved
systems
To maintain
financiat
viability & ) .
Develop action sustainability Municipal Developing a Um<m__%%mmm=o: aﬂcﬁwﬂ .._M_”_m
TLze plans to address the through Financial capableand | awomm the top m:cmém J wo the 10 .
top 10 risks prudent Viability and Development 10 risks Audit Commitiee U
expenditure, Management State
and sound
financial
gystems
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Electricity Units maintenance Generated - Electricity Units
Purchased and/or plan Number of Sold) / Number
Generated) x 100)} Electricity of Eleclricity
Units Soid) / | Units Purchased
Number of andfor
m_mo—:n_q Qm:m_ﬁnm& X
Units 100
Purchased
and/or
Generated) x
100)}

Annexure B:

Competency Descriptions
2017/2018
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Coripetency Name

-.....Em_m
Participate in team g
problem solving
Interact and collaborate with people
of diverse backgrounds

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

oal setting and

Etfectively manage, inspire and encoura
achieve
institutional obisctives

People Management

Seek opportunities to increase team
contribution and responsibility
Respect and support the diverse
nature of others and be aware of the
benefits of a diverse approach
Effectively delegate tasks and
empower others to increase
contribution and execute functions
optimally

Apply relevant employee legislation
fairly and consistently

Facilitate team goal setting and
problem solving

Effectively identify capacity
requirements to fulfil the strategic
mandate

yermEnt Levals

- Adugnged
dentify ineffective team and work
processes and recommend remedial
interventions
Recognise and reward effective and
desired behaviour
Provide mentoring and guidance to
others in order to increase personal
effectiveness
Identify development and ieaming
needs within the team
Build a work environment conducive
to sharing, innovation, ethical
behaviour and professionalism
Inspire a culture of performance
excellence by giving positive and
constructive feedback to the team
Achieve agreement or consensus in
adversarial environments
Lead and unite diverse teams
across divisions to achieve
instituticnal objectives

Qe people, respect diversity, optimise talent and build and nurture relationships in order to

_Sugetior
Develop and incorporate best
practice people management
processes, approaches and tools
across the institution
Foster a culture of discipline,
responsibility and accountability
Understand the impact of diversity in
performance and actively
incorporate a diversity strategy in
the institution
Develop comprehensive intagrated
strategies and approaches to human
capital development and
management
Actively identify trends and predict
capacity requirements to facilitate
unified transition and performance
management

22
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Competency Nare-

ompetency Definition

_ Baskt

and methods as they relate to
institutional procssses and activities
Display awareness into the various
sources of financial data, reporting
mechanisms, financial govemance,
processes and systems

Understand the importance of
financial accountability

Understand the importance of asset
control

ial Management

Understand basic financial concepts l

Able to compile, plan and manage budgets, control cash flow, institute financial risk management and administer procurement
processes in accordance with recognised financial practices. Further to ensure that all financial transactions are managed in an

ethical manner

*  Exhibit knowledge of general
financial concepts, planning,

budgeting, and forecasting and how

they interrelate

*  Assess, identify and manage
financial risks

*  Assume a cost- saving approach to
financial management

*  Prepars financial reports based on
specified formats

»  Consider and understand the
financial implications of decisions
and suggestions

*  Ensure that delegation and
instructions as required by National
Treasury guidelines are reviewad
and updated

*  Identify and implement proper
monitoring and evaluation practices
to ensure appropriate spending
against budget

Achievement Levels

Take active ownership of planning,
budgeting, and forecast processes
and provides credible answers 1o
queries within own responsibility
Prepare budgets that are aligned to
the strategic objectives of the
institution

Address complex budgeting and
financial management concems

Put systems and processes in place
to enhance the quality and integrity
of financial management practices
Advise on policies and procedures
regarding asset control

Promote National Treasury's
regulatory framework for Financial
Management

Develop planning tools to assist in
evaluating and monitoring future
expenditure frends

Set budget frameworks for the
institufion

Set strategic direction for the
institution on expenditure and other
financial processes

Build and nurture parinerships to
improve financial management and
achigve financial savings

Actively identify and implement new
methods to improve asset control
Display professionalism in dealing
with financial data and processes

Gl
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Compotenay Name

Govemance Leadership

 Cotmpetency Delinition

Display a basic awareness of risk, .
compliance and governance factors
but require guidance and
development in implementing such
requirements .
Understand the structure of
cooperative government but
requires guidance on fostering
workable relationships between .
stakeholders

Provide input into policy formulation

n

Display a thorough understanding of
govemance and risk and
compliance factors and implement
plans to address these
Demonstrate understanding of the
techniques and processes for
optimising risk taking decisions
within the institution

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

Able to promote, direct and apply professionalism in mana;
understanding of govemance practices and obli
enhance cooperative governance
Relationshins

Advanced

Able to link risk initiatives into key
institutional objectives and drivers
Identify, analyse and measure risk,
create valid risk forecasts, and map
risk profiles

Apply risk control methodology and
approaches to prevent and reduce
risk that impede on the achievement
of institutional objectives
Demonsirats a thorough
understanding of risk retention plans
Identify and implement
comprehensive risk management
systems and processes

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

ging risk and compiiance requirements and apply a thorough
igations. Further, able to direct the conceptualisation of relevant policies and

Superior
Demonsirate a high level of
commitment in complying with
govemance requirements
Implement governance and
compliance strategy to ensure
achievement of institutional
objectives within the lagislative
framework
Able to advise Local Government on
risk management strategies, best
practice interventions and
compliance management
Able to forge positive relationships
on cooperative govemance level to
enhance the effectiveness of local
govemment
Able fo shape, direct and drive the
formulation of policies 6n a macro
level

26
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ompatercy Nafmé
Compatancy Defirition

B ™y
Able to follow basic plans and
organise tasks around set objectives
Understand the process of planning
and organising but requires
guidance and development in
providing detailed and
comprehensive plans
Able to follow existing plans and
ensure that objectives are met
Focus on short- term objectives in
developing plans and actions
Arrange information and resources
required for a task, but require
further structure and organisation

Planning and Organising

Able to plan, prioritise and organise information an
efficient contingency plans to manage risk

COmAstent

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

*  Recognise the urgency and
importance 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 resuits

Able to define insfitutional
objectives, develop comprehensive
plans, integrate and coordinate
activities, and assign appropriate
resources for successful
implementation

Identify in advance required stages
and actions fo complete tasks and
projects

Schedule realistic timelines,
objectives and milestones for tasks
and projects

Produce clear, detafled and
comprehensive plans to achieve
institutional objectives

Identify possible risk factors and
design and implement appropriate
contingency plans

Adapt plans in light of changing
circumstances

Prioritise tasks and projects
according fo their relevant urgency
and importance

B Focus on broad mﬁ.ﬁmﬁm_om and

d resources effectively to ensure the quality of service delivery and build

‘Supsatior

initiatives when developing plans
and actions

e Able to project and forecast short,

medium and long term requirements
of the institution and local
government

e Translate policy into relevant

projects fo facilitate the
achievement of institutional
objectives

A
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Compatency Definition

Basic
Collect, categorise and track
relevant information required for
specific tasks and projects
Analyse and interpret information to
draw conclusions
Seek new sources of information o
increase the knowledge base
Regularly share information and
knowladge with intemal
stakeholders and team members

Use appropriate information

systems and tachnology to manage

institutional knowledge and

information sharing

e Evaluate data from various sources
and use information effectively to
influence decisions and provide
solutions

e Actively create mechanisms and
structures for sharing of information

*  Use external and internal resources
to research and provide relavant
and cutting edge knowledge to
enhancs institutional effectiveness
and efficiency

Advanted
Effectively predict future information
and knowiedge management
requirements and systems

Develop standards and processes fo
meet future knowledge management
needs

Share and promote best- practice
knowledge management across
various institutions

Establish accurate measures and
menitoring systems for knowiedge
and information management
Create a culture conducive of
learning and knowledge sharing
Hold regular knowledge and
information sharing sessions to elicit
new ideas and share best praciice
approaches

| Able to promote the generation and sharing of knowledge and information through various processes and media, in order to
enhance the collective knowledge base of local government

Supérior
Create and support a vision and
culture where team membars are
empowered fo seek, gain and share
knowledge and information
Establish partnerships across local
government to facilitate knowledge
management
Demcnsirate a mature approach to
knowledge and information sharing
with an abundance and assistance
approach
Recognise and exploit knowledge
points in interactions with internal
and external stakeholders

30
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Competency Definition

___ Basic AL
Understand quality of work but
requires guidance in attending to
important matters

Show a basic commitment to
achieving the correct results
Produce the minimum leve! of
results required in the role
Produce outcomss that is of a good
standard

Focus on the quantity of output but
requires development in
incorporating the quality of work
Produce quality work in general
circumstances, but fails to meet
expectation when under pressure

Results and Quality Focus

e Focuson high- u:o&.< actions and

Able to maintain high quality standards, focus on achieving results and objectives while consistently striving to exceed
expectations and encourage others to meet quality standards. Further, to actively monitor and measure results and quality against
identified objectives

does not become distracted by
lower-priority activities

+  Display firm commitment and pride
in achisving the correct results

e  Setquality standards and design
processes and tasks around
achieving set standards

*  Produce output of high quality

¢ Able to balancs the quantity and
quality of results in order to achieve
objectives

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

ACHiEvement Levels;

Consistantly verify own standards
and outcomes to ensure quality
output

Focus on the end result and avoids
being distracted

Demonstrate a determined and
committed approach to achieving
results and quality standards

Follow task and projects through to
completion

Set challenging goals and objectives
to self and team and display
commitment to achieving
expectations

Maintain a focus on quality outputs
when placed under pressure
Establishing instituional systems for
managing and assigning work,
defining responsibilities, tracking,
monitering and measuring success,
evaluating and valuing the work of
the institution

Coach and guide others to exceed
quality standards and resulis
Develop challenging, client-focused
goals and sets high standards for
personal performance

Commit to exceed the results and
quality standards, monitor own
performance and implement
remedial interventions when
required

Work with team to set ambitious and
challenging team goals,
communicating long-and short-term
expectations

Take appropriate risks to
accomplish goals

Overcome setbacks and adjust
action plans to realise goals

Focus people on critical activities
that yield a high impact
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Signed and accepted by the Employee

~—
Date: 1z \ .w\~ 7

Signed by the Executive Mayor on behalf of the Municipality

_”

Date: M%\_MJ\QN\\\%
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