@A LAPE WINELANDS DISTRICT
- PERFORMANCE AGREEMENT

MADE AND ENTERED into by and between
CAPE WINELANDS DISTRICT MUNICIPALITY

(hereinafter referred to as “the Employer) as represented by Mr HF Prins in his
capacity as Municipal Manager, duly authorized thereto in terms of section 57(2)(c) of
the Local Government: Municipal Systems Act, 2000 (Act No. 32 of 2000);

AND

FRANCOIS VAN ECK

(herein after referred to as “the Employee”) in his capacity as Executive Director:

Technical Services.
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PREAMBLE

WHEREAS the Employer has entered into a Contract of Employment with the
Employee in terms of section 56(1)(a) of the Local Government: Municipal Systems
Act, 2000 (Act No. 32 of 2000);

AND WHEREAS section 57(1){b) of the Act, read with the Contract of Employment
concluded between the Parties, requires them to conclude an annual Performance
Agreement;

AND WHEREAS the Parties wish to ensure that there is compliance with
sections 57(4)(a), 57(4)(c) and 57(5) of the Act, that they are clear about the goals to
be achieved and secure the commitment of the Employee to a set of cutcomes that

will secure local government policy goals.

NOW THEREFORE THE PARTIES AGREE AS FOLLOWS:

1. DEFINITIONS

1.1 “the Act” shall mean the Local Government: Municipal Systems Act, 2000
(Act No. 32 of 2000);

1.2 “the Parties” shall mean the Employer and the Employee;

1.3 “KPA or KPA’s” shall mean key performance area(s);

14 “KPI or KPI's” shall mean key performance indicator(s);

1.5 “competency framework” shall mean leading and core competencies as

confained in regulation 3 of Annexure “A” of the Local Government:
Regulations on Appointment and Conditions of Employment of Senior

Managers;



1.6 “PA” shall mean this Performance Agreement;

1.7 “PP” shall mean the Performance Plan attached as Annexure “A” to this
Agreement, which shall be regarded as having been incorporated into the

Agreement by reference:

1.8 “PDP” shall mean the Personal Development Plan attached as
Annexure “B” to this Agreement, which shall be regarded as having been
incorporated into the Agreement by reference; and

1.8 “Regulations™ shall mean the Local Government: Municipal Systems Act,
2000 (Act No. 32 of 2000): Local Government: Regulations on Appointment
and Conditions of Employment of Senior Managers, 2014.

2. PURPOSE OF AGREEMENT
The purpose of this Agreement is to —

2.1 comply with the provisions of section 57(1)(b), 57(4)(a), 57(4)(c), 57(4A) and
57(5) of the Act as well as the Contract of Employment entered into between
the Parties;

2.2 specify objectives and targets defined and agreed with the Employee and to
communicate to the Employee the Employer's expectations of the
Employee’s performance and accountabilities in alignment with the
Integrated Development Plan, Service Delivery and Budget Implementation
Plan and the Budget of the Municipality;

2.3 specify accountabilities as set out in the PP, which forms Annexure “A” to

this Agreement;

24 monitor and measure performance against set targeted outputs;
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2.5

26

27

3.1

3.2

3.3

34

3.5

use the Agreement as the basis for assessing whether the Employee has

met the performance expectations applicable to his job;

in the event of outstanding performance, to appropriately reward the

Employee; and

give effect to the Employer's commitment to a performance-orientated
relationship with its Employee in attaining equitable and improved service

delivery.
COMMENCEMENT AND DURATION

This Agreement will commence on the 01 July 2020 and will remain in force
until 30 June 2021, where after a new PA, PP and PDP shall be concluded
between the Parties for the next financial year or any portion thereof.

The Parties shall review the provisions of this Agreement during June each

year.

The Parties will conclude a new PA, PP and/or PDP that replaces this
Agreement at least once a year by not later than the beginning of each

successive financial year.

This Agreement will terminate on the termination of the Employee’s Contract

of Employment for any reason.

The content of this Agreement may be revised at any time during the period
specified in clause 3.1 above, to determine the applicability of the matters

agreed upon.
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3.6

4.1

4.1.1

412

4.2

4.2.1

4.2.2

423

4.24

If at any time during the validity of this Agreement the work environment
alters (whether as a result of Government or Council decisions or otherwise)
to the extent that the contents of this Agreement are no longer appropriate,
the contents shall immediately be revised.

PERFORMANCE OBJECTIVES
The PP sets out -

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

The time frames within which those performance objectives and targets must

be met.

The performance objectives and targets reflected in the PP are set by the
Employer in consultation with the Employee and based on the Integrated
Development Plan, Service Delivery and Budget Implementation Plan and
the Budget of the Employer, and shall include key objectives, key
performance indicators, target dates and weightings.

The key objectives describe the main tasks that need to be performed or

executed.

The KPI's and means of verification provide the details of the evidence that
must be provided to show that a key objective has been achieved.

The target dates describe the timeframe within which the work must be

achieved.

The weightings show the relative importance of the key objectives to each
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4.3

5.1

5.2

53

54

5.5

5.5.1

55.2

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

Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

The Employee agrees to participate in the performance management system
of the Municipality, management and staff of the Employer.

The Employee accepts that the purpose of the performance management
system will be to provide a comprehensive system with specific performance
standards to assist the Municipality, management and staff to perform to the

standards required.

The Employer shall consult the Employee about the specific performance
standards that will be included in the performance management system as

applicable to the Employee.

The Employee undertakes to actively focus towards the promotion and
implementation of the KPA’s (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, both of which shall be contained in the

Agreement.

The Employee must be assessed against both components, with a weighting
of 80:20 allocated to the KPA’s and the competency framework respectively.

Each area of assessment will be weighted and will contribute a specific part

to the total score.



5.5.3 KPA’s covering the main areas of work will account for 80% (eighty percent)

and competency framework will account for 20% (twenty percent) of the final
assessment.

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

Key Performance Areas - ' . Weighting
Municipal Institutional Development and Transformation 0%
Basic Service Delivery 48%
Loca_l Economic Development (LED) — Covered under Basic 8%
Services

Municipal Financial Viability and Management 0%
Good Governance and Public Participation 24%
Total 80%

5.7 The KPA’s related to the functional area of the Employee shall be subject to
negotiation between the Municipal Manager and the Employee.

5.8 The competency framework will make up the other 20% (twenty percent) of
the Employee’s assessment score.

5.9 Compulsory competencies are listed as follows:



COMPETENCIES

The competencies required from employses 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.

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

LEADING COMPETENCIES

Provids and direct a vision for the Institution, and inspire and deploy others to dellver on the sirategle inefMutional
mandate. It includes:

« Impact and Influence

»  Budget planning and execution
«  Financizal strategy end dalivery
+  Financial reporting and delivery

Strateglc direction and leadership «  Institutional performance management 167
s  Strategic planning and management
«  Organisational awareness
Effectively manags, inspire and encourage people, respect diversity, optimise talent and build and nurture relafionships in
order to achieve instituional objectives, It includes:
« Human capital planning and development
Paople management «  Diversity managsment 1.67
+  Employee relations management
» Negotiation and dispute management
Able o understand program and project management methodology; plan, manage, monitor and evaluate specliic
activities in order to deliver on sel objectives. It Includes:
Programme and project management «» Program and project planning and Implementation 167
»  Service delivery managemant
»  Program and project monitoring and evaluation
Able to complle, plan and manage budgets, control cash flow, Institute financial risk management and administer
procurement processes in accordance with recognised financial practices. Further o ensure that all financial fransactions
are managed in an ethical manner. It includes:
Financlal management 1.67
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LEADING COMPETENCIES {continue)

Able to direct and initiate transformation on all levels In order to successfully drive and implement new initiatives and
deliver professlanal and quality services to the community. it includes:

Change leadsrship ¢« Change vislon and strategy 1.67
» Process design and improvement
*  Change impact monioring and evaluation
Able to promole, direct and apply professionallsm In managing risk and compliance requirements and apply a thorough
understanding of governance practices and obligations, Further, able to direct the conceptualisation of relevant policies
and enhance cooperative govemnance relationships. it includes:
Governance leadership «  Policy fommutation 187
=  Risk and compliance management
¢  Cooperative govemance
CORE COMPETENCIES
Able to identily moral triggers, apply ing that promotes h ly and integrity and display behaviour that reflact
Moral competence moral campetence, 167
. Able to plan, priorilise and organise iformation and resources effectively to ensure the guaiity of service delivery and
Planning and organising build efficient contingency plans to manags risk, 1.67
" Able to criically analyse information, challenges and trends. to establish and implement fact-based solutions that are
4nalygis and Innavation innovative t¢ improve institutionsl processes In order to achieve key sirategic objectives. 167
Knowledge and information Able to promate the generation and sharing of knowledge and Information through various prrocesses and media, in order .67
management 1o enhance the collective knowledge base of local govemment )
Communication Able to share information, knowledge and ideas in a clear, focused and concise manner appropriate for the audience in 1867
ofder to effectively convey, persuade and influence stakeholders to achieve the desired outcome. -
Able to maintsin high quallty standards, focus on achieving results and objectives while consistency striving 1o exceed
Resuits and qualty focus expectstions and encourage others to mest quality standards. Further, to actively monitor and measure results and 1.67
quality agaimsi identlfied objectives.
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6.1

6.1.1

6.1.2

6.2

6.3

6.4

6.5

6.5.1

(@)

(b)

EVALUATING PERFORMANCE

The PP attached as Annexure “A” to this Agreement, sets out —

The standards and procedures for evaluating the Employee's

performance; and

The intervals for the evaluation of the Employee’s performance.

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

Contract of Employment remains in force.

Personal growth and development needs identified during any
performance review discussion shall be documented in a PDP as well as
the actions agreed to and implementation must take place within set time

frames.

The Employee’s performance shall be measured in terms of contributions
to the goals and strategies set out in the Employers Integrated

Development Plan.

The annual performance appraisal shall involve:

Assessment of the achievement of results as outlined in the PP

Each KPA shall be assessed according to the extent to which the specified
standards or KPI's have been met and with due regard to ad hoc tasks

that had to be performed under the KPA’s.

An indicative rating on the 5 (five) point scale should be provided for each
KPA.



(c) The applicable assessment rating calculator (refer to clause 6.5.3 below)
must be used to add the scores and calculate a final KPA score.

6.5.2 Assessment of the Competency Framework

(a) Each competency should be assessed according to the extent to which
the specified standards have been met.

(b) An indicative rating on the 5 (five) point scale shall be provided for each

competency.

(c) This rating shail be multiplied by the weighting given to each competency
during the contracting process to provide a score.

(d) The applicable assessment rating calculator {refer to clause 6.5.1) shall be
used to add the scores and calculate a final competency framework score.

6.5.3 Overall rating

An overall rating is calculated by using the applicable assessment-rating
calculator, which shall represent the outcome of the performance appraisal.

(a) The assessment of the performance of the Employee will be based on the
following rating scale for KPA's and the competency framework:
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Level

Terminology

Description

Rating

Cutstanding
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
criteria and indicators as specified in the
PA and PDP and maintained this in all
areas of responsibility throughout the
year.

Performance
significantly
above
expectations

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

Fully effective

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

Not
effective

fully

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

Unacceptable
performance

Performance does not meet the standard
expected for the job. The
review/assessment indicates that the
Employee has achieved below fully
effective results against almost all of the
performance criteria and indicators as
specified in the PA and PDP. The
Employee has failed to demonstrate the
commitment or ability to bring
performance up to the level expected in
the job, despite management efforts to
encourage improvements.
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(b)

(c)

7.1

7.2

For purposes of evaluating the annual performance of the Employee, an

evaluation panel constituted of the following persons must be established -

(i)

(ii)

(iii)

(iv)

(iv)

Municipal Manager;

Chairperson of the Performance Audit Committee or the
Chairperson or designated performance management specialist of
the Audit Committee in the absence of a Performance Audit
Commitiee;

Member of the Mayoral Committee;

Member of a ward committee as nominated by the Executive

Mayor; and

Municipal Manager from another Mdnicipality.

The manager responsible for human resources of the municipality must

provide secretariat services to the evaluation panel referred to in sub-
clause 6.5.3(b).

SCHEDULE FOR PERFORMANCE REVIEWS

The performance of the Employee in relation to his/her PA shall be

reviewed on the following dates, with the understanding that the 1%t (first)

and 3" (third) quarter review may be verbal if performance is satisfactory:

First Quarter: July — September Before end of October 2020
Second quarter; October - December  Before end January 2021
Third quarter: January — March Before end April 2021
Fourth quarter: April — June Before end July 2021

The Employer shall keep a record of the mid-year review and annual

assessment meetings. M N ﬁs
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7.3 Performance feedback shall be based on the Employer's assessment of the

Employee’s performance.

7.4 The Employer shall be entitled to review and make reasonable changes to
the provisions of the PP from time to time for operational reasons, subject
thereto that the Employee shall be fully consuited before any such change

is made.

7.5 The Employer may amend the provisions of the PP whenever a
performance management system is adopted, implemented and/or
amended by the Municipality, as the case may be, subject thereto that the

Employee will be fully consulted before any such change is made.
8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan for addressing developmental gaps, is attached
as Annexure “B” and shall form part of this Agreement.

9. OBLIGATIONS OF THE EMPLOYER
9.1 The Employer shall —

9.1.1 create an enabling environment to facilitate effective performance by the

Employee;
9.1.2 provide access to skills development and capacity building opportunities;

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

Employee;

9.1.4 on the request of the Employee, delegate such powers reasonably
required by the Employee to enable him to meet the performance

objectives and targets established in terms of this Agreement; and . a
N
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8.1.5

10.

10.1

10.1.1

10.1.2

10.1.3

10.2

11.

11.1

11.2

make available to the Employee such resources as the Employee may
reasonably require from time to time to assist him/her to meet the
performance objectives and targets established in terms of this

Agreement.

CONSULTATION

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

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

commit the Employee to implement or to give effect to (a) decision(s)

taken by the Employer; and

a substantial financia! effect on the Employer.

The Employer agrees to inform the Employee of the outcome of any
decisions taken pursuant to the exercise of powers contemplated in
clause 10.1 as soon as is practicable to enable the Employee to take any
necessary action without delay.

MANAGEMENT OF EVALUATION OUTCOMES

The evaluation of the Employee’s performance shalt form the basis for
rewarding outstanding performance or correcting unacceptable

performance.

A pro-rata performance bonus ranging from 5% to 9% based on a score of
130% to 149% and a maximum of 10% based on a score of 150% and
above, in terms of regulation 32(2) of the Local Government; Municipal
Performance Regulations for Municipal Managers and Managers Directly
Accountable to Municipal Managers, 2006 be paid to the Employee.



11.3 The annual performance bonus contemplated in clause 11.2 shall be
calculated on the Total Cost of Employment of the Employee of the last
working day of the financial year on which the performance bonus is due.

11.4 In the case of unacceptable performance, the Employer shall provide
systematic remedial or developmental support to assist the Employee 1o

improve his performance; and

11.5  After appropriate performance counselling and having provided the
necessary guidance and/or support as well as reasonable time for
improvement in performance, and performance does not improve, the
Employer may consider steps to terminate the contract of employment of
the Employee on grounds of unfitness or incapacity to carry out his duties.

12. DISPUTE RESOLUTION
121 DISPUTES ON PERFORMANCE AGREEMENT

Any disputes about the nature of the Performance Agreement, whether it relates to
key responsibilities, priorities, methods of assessment and/or any other matter
provided for, shall be mediated by a member of the Municipal Council: Provided
that such member was not part of the evaluation panel provided for in sub-
regulation 27(4)(d) of the regulations, within 30 (thirty) days of receipt of a formal
dispute from the Employee, whose decision shall be final and binding on both

Parties.
12.2 DISPUTES ON OUTCOME OF PERFORMANCE EVALUATION

Any disputes about the outcome of the Employee’s performance evaluation must
be mediated by a member of the Municipal Council: Provided that such member
was not part of the evaluation panel provided for in sub-regulation 27(4)(d), within

30 (thirty) days of receipt of a formal dispute from the Employee, whose decision

shal! be final and binding on both Parties.
@m W=
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13. GENERAL

13.1  The contents of this Agreement shall be made available to the public by

the Employer.

13.2 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.

13.3  The performance assessment results of the Employee shall be submitted
to the Minister responsible for local government in the Province of the
Western Cape as well as the National Minister for local government within

14 (fourteen) days after conclusion of the assessment.

F ECK

THUS DONE AND SiGNED AT .. otellenbosch. on THis THE 29 pay
oF .. JUNE... 2020 IN THE PRESENCE OF THE UNDERSIGNED WITNESSES:

HF PRINS
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“Annexure C”




Competency Descriptions

Cluster Leading Compstencies
Competency Name | Sirategic Direction and Leadership
Provide and direct & vislon for the institution, and inspire and deploy others
Compstency Definition | ., yesver on the stratepic instiutional mandate
_ ACHIEVEMENT
BASIC COMPETENT ADVANCED SUPERIOR
« Understand » Give direction t© a |« Evaluate aR activities to |s Structure and position
instihdtional and team in reafising the | determine wvalue and{ the Inslitution to local
deparimental institution's strategic | alignment to sirategic | govemment pricrities
strategic mandate and sst| intent o Actively use in-depm
objectives, but | objectives « Display in-depth | knowiedge
lacks the ability |« Has a positive impact| knowiedge and | undersianding iD
to insplre others and influence on the | understanding of strategic | develop and implement
io achieve set morele, engagement | pianning a comprehensive
mandate and participation of | « Align strategy and goals | Institiutional framework
e Describe  how tearn members gcrosse all functional areas |» Hold self accountsble
specific  taske | « Develop actions plans | « Actively define | for sirategy exacution
link to | to execule and gulde | performance measyres to | &nd resulls
institutional strategy monitor the progreas and I+ Provide Impact and
strategies  but | implementetion effectiveness of the | Influence through
has Emited | o Assist In defining | Institution building and
influence in | performance s Conslstenty  challenge | maintaining  strategic
directing measures o monilor | strategic pians to ensure hipe
stralegy the progrese and| relevance » Create an environment
*Has a basic | effectivenass of the |e Understand Institutional | thst facilitates loyalty
understanding of | instituion structures and poliicel | and innovetion Display
institutionsd » Displays an | factors, and the | = superior level of self-
performance awareness of | consequences of actions diacipline and integrity
management, institutionai struchures | « Empower others to follow { in actiona
but lacks the | and political factors strategic  direction and | Integrate various
abiity to |« Effectively deal with complex| systems into 8
integrate communicate bamiers | situstions collective whole to
systoms into 8 | {o execution to|sGuide the Institution| OPtimise institutional
cofiactive whole relevant parties through complex and | performance
« Demonstrate 8 |« Provide guidance to| ambiguous concem mansgement
basic all stakeholders In the | e Use understanding of |+ Uses understanding of
understanding of | achisvement of the | powsr relstionships and | competing interests to
key  declsion- ic mandate dynamic tensions among | Mmanoeuvre
makers e Undergland the aim| key players to frame| successuly to a
and of the | communications and | win/win outcome
institution and relate It | develop slrategies,
fo own work positions and allignces




Cluster Leading Competencies
|__Competency Name | People Management
Effectively manage, inspire and encourage people, respect diversity, |
Competancy Definition | optimise talentand build and nurture relationships In order to achieve
institutionai
_______ AGHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
eParticipate in | »Seek opporfunities to} o identify ineffective team « Develop and
team goal- | Increase team{ and work procesges and | incorporate best
sefting and | contribution and | recommend remedial { praclice people
problem responsibiiity interventions management
solving eRespect and support|sRecognise end reward | processes,
sinteract and the diverse neture of | effective and desired | approaches and
collaborate othere and be aware of | behaviour tools across the
with people of | the benefits of a diverse | « Provide mentoring and | institution
diverse approach guidance io others In ] ¢ Foster a culture of
backgrounds eEflectively  delegate | order 1o  increase | discipling,
e Aware of | tasks and empower{ personal effectiveness responsibility and
guidelines for | others fo Increase | sidentty  devclopment | accountabilty
empioyes contribution and] and leaming needs | eUnderstand the
development, execute functions | within the teem impact of diversity
but requires | optimaly * Build a8 work | In performance
support in | «Apply relevant | environment conducive | and actively
impleinenting employee  legisiation | fo shering, innovation, | incorporste a
development fairly and consistently ethical beheviour and | diversity strategy
initiatives «Faciitate team goal-| professionalism In the institution
settlng and problem-| einspire a culture of | »Davelop
performance excellence | comprehensive
-Eﬁmy identify | by giving positve and | integrated
capacity requirements constructivefeedba&to strategies  and
to fulfit the strategic| theteam approaches  to
mandate e Achieve agreament or | human  capital
CONSEnsus in development and
adverserial management
environments »Actively  identify
sLead and unite diverse | trends and predict
teams across divisions | ca
to achieve Institutionat fr:grmems m::
objectives un
transition and
performance
management
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Cluster Leading Competencies
Com Name | Propram and Project Management
Able to understand progrem and project management methodoiogy;
Compstency Definltion | plan, manage, monitor and evaluale specific activities in order to
-_| deliver on set objectives
_ ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Initiate projects | » Establish broad Manage muttiple Understand and
after approval from stakeholder programs and conteptualise
higher authorities invoivement and balence priorities the jong-term
Understand communicate the and conflicts implications of
procedures of project etatus and according to desired project
program and key milestones institutional goais outcomes
project Define the roles Apply effective risk Direct a
management and responeibiities management comprehensive
methodology, of the project team strategies  through strategic macro
Implications  and and create clarity Impact assessment and micro
stakehoider around and resource enalysis and
involvement expectations requirements scope  projecis
Understand  the Find a balance Modify project scope accordingly to
rational of projects between  project and budget when resfise
in relafion to the deadline and the required without institutional
institution’s quality of compromising  the objectives
strategic objectives deliverables quality and Congsider and
Document end identify appropriate |  cbjectives of the initiate projects
comminicate project resources to | project that focus on
factors and risk facilitate the Involve top-level achievement of
associated with effective authorities and the long-term
own work completion of the refevant objectives
Use results and deliverables stekeholders in influence people
approaches of GComply with seeking project buy- in positions of
suctessful project |  statutory in authority  to
Impiementation as requirements and Identify and apply implement
guide apply policies in a contemporary outcomes of
consistent manner project management projects
Monitor  progress methodology Lead and direct
and use of Influence and translation  of
resources and motivate project policy - inio
make needed feam to deliver workable
adjustments to exceptional resuils actions plans
timelines,  steps, Monitor policy Ensures  that
and resource implementation and programs  are
aflocation apply procedures to monitored  to
manage risks track progress
and  optimal
resource
utilisation, and
thet adjustments
gre made as
needed




Cluater Leading Competencies
Competency Name | Financial Man t
Able to compile, plan end manage budgets, control cash fow,
institute financial risk management and administer procurement
Competency Definition | processes in accordance with recognised financiai practices. Further
to ensure that all financlal transactions are menaged in an ethical
manner
ACHIEVENENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
* Understand basic Exhibit knowledge |« Take active + Develop planning
financial concepts of general financial ownership of tools to assist in
and methods as concspts, planning, planning, evaiuating and
they relate to budgeting, and budgeting, and monitoring future
institutionat forecasting and forecast processes expenditure
processes and how they interrelate and provides trends
activities Assess, identify credible answers to |« Set budget
= Display and manage quetias within own frameworks for
awareness into financial risks responsibility the institution
the verous Assume a cost- ¢ Prepare budgels » Set strategic
sources of saving approach to that are aligned to direction for the
financiel data, financial the strategic institution on
seporting management objectives of the expenditure and
mechanisms, Prapare financial institstion other financial
financiel reporis basedon | ¢ Address complex processes
govemance, specified formats budgeting and « Build and nurture
processes and Consider and financtal partnerships to
systems understand the management improve financial
¢ Understand the financial concems management and
importance of implications of » Put systems and achieve financial
financisl decisions and processes in place savings
accountabifity suggestions to enhance the *  Actively identify
¢ Understand the Ensure that quality and integrity and implement
importance of delegation and of financial new methods o
esset control instructions as management Improve asset
required by practices control
National Treasury |+ Adviseonpolices |+ Display
guidelines are and procedures professionailsm in
reviewed and regarding asset dealing with
updated contro| financial data and
identify and » Promote National processes
implement proper Treasury's
monitoring and regulatory
evaluation practices framework for
to ensure Financiel
appropriate Managerment
spending against
budget
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Cluster

Leading Competencles

Competency Neme Change Lead
Able to direct and initiate instifutional transformation on ali levels in
Competency Definition | order to successfully drive and implement new initiatives and
deliver professional and quality services to the community

B ACHIEVEMENT LEVELS _

BASIC COMPETENT ADVANCED SUPERIOR
Display an Perform an analysis |» Actively monitor » Sponsor
awareness of change of the change impact change impact and change
interventions, and or the social, results and convey agents and
the benefits of pofitical and progress to relevant create a
transformation economic stakeholders network of
initiatives envircnment ¢ Secure buy-in and change
Able to identify basic Maintain calm and sponsarship for lsaders who
needs for change focus during change change initiatives support the
Identify gaps Able to assist team |s Continuously interventions
between the current members during evaluate change o Actively
and desired state change and keep strategy and design adapt curent
identify potential risk them focused on the and introduce new structures
and challenges to daliverables approaches to and
transformation, Volunteer to lead enhance the processes to
including resistance change efforts Institution's Incorporate
to change factors outside of own work effectiveness the chenge
Participate in change team « Bulld and mmure interventions
programs and Able to gain buy-in relationships with = Mentor and
piloling change and approval for various stakeholders |  guide team
interventions change from to establish strategic membaers on
Understand the relevarit aliiance in faciliteting the effects of
impact of change stakeholders change change,
interventions on the Identify change » Take the lead in resistance
institution within the readiness levels and impactiul change factors and
broader scope of assist in resolving programs how to
Hocal Ggovernment. resistance to changa |« Benchmark change integrate

factors Interventions against |  change
Design change best change + Motivate and
interventions that practices inspire others
are aligned withthe |« Understand the ground
institution’s strategic |  impect and change
objectives and goals psychology of inftiatives

change, and put

remedial

interventions in

place to facilitate

effective

transformation

+ Tagke calculated risk

and seek new ideas

from best practice

scenarios, and

identify the potential

for implementation
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Cluster Leading Compelencies
Competency Name Governance Leadership
Able to promote, direct and apply professionaliam in managing risk
and compliance requirements and apply a thorough understanding
Competency Definition | of govemance practices and obligations. Further, zble to direct the
conceptualisetion of relevant poficies and enhance coopersiive
governance relaionships
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Dieplay a basic * Displey a * Able to link risk Demonstrate a
ewareness of thorough inltiatives into key high level of
tisk, compliance understanding of institutional objectives commitment in
and govemeance govemance and and drivers complying with
factors but risk and ¢ |dentify, analyse and governance
require guidance complience mesasure risk, create requirements
and factors and valid risk forecasts, Implement
development in implement plans and map risk profiles govemance and
Implementing tc address these |+ Apply risk contraol compliance
such »  Demonsatrate methodology and sirategy to ensure
requiremants understanding of approaches to prevent achievement of
Understand the the techniques and reduce rigk that institutiona)
structure of and processes for impeds on the objectives within
cooperative optimising risk achievement of the legisiative
govemnment but takdng decisions inetitutional objectives framework
requires within the + Demonstrate a Able to advise
guidance on institution thorough Local Government
fostering s Actively drive understanding of risk on rigk
workable policy farmutlstion retention plans management
refationships within the e ldentify and strategies, best
between institution to impiement practice
stakeholders ensurg the cotmprehensive risk interventions and
Provide input achieverent of management syetems compliance
into policy objectives and processes management
formulation s Implement and Able fo forge
monHor the | poaitive
formulation of policies, relationships on
identify and enalyse cooperalive
constraints and govemarice level to
challenges with enhance the
Impiementation  and effectiveness of
provide Llocal government
recommendations for l?I:Ie to :;nape. "
improvement irect and drive the
formulation of
policies on a macro
level




| Cluster Core Competencies
Competency Name | Moral Competence
Compsetency Able to identify moral triggers, aqpiy reasoning that promotes honesty
Definition snd integrity and consistently display behaviour that reflects moral
co nce
ACHIEVEMENT LEVELS
BASIC COMPETENT __ADVANCED SUPERIOR
= Realise the Conduct self in * |dentify, develop, and Create an
impact of afignment with the apply measures of self- environinent
acting with values of Local correction conducive of
integrity, but Government and Abie to gain trust and morsl practices
requires the institution reepect through aligning Actively develop
guldance and Able to openty actions with and implement
development in admit own commiiments measures to
implementing mistakes and Make proposais and combat fraud
principles weaknesses and recommendations that and corruption
o Foliow the seek assislance are fransparent and gain Set integrity
basic rules and from others when the approval of relevant standards and
regulations of unable to deliver stakeholders shared
the institution Actively report Present values, beliefs accountabliity
= Able to identify fraudulent activity and ideas that are Measures
basic moral and corruption congruent with the across the
stiustions, but within locat institution's rules and institution to
requires government regulatione support the
guidance and Understand and Takes an active stance cbjectives of
development in honour the againet comuption and tocal
understending confidentiel nature dishonesty when noted government
and reasoning of matiers without Actively promots the Take
with moral seeking personal value of the institution to responsibility for
intent gain intermnal and external own actions and
Able to deal with stakeholders decisions, aven
shtuations of Able to work in unity with | if the
conflict of interest a team and not seek consequences
promptly and in the personal gain L
best interest of Apply universal moral unfavourable
local govemment principies consistently to
achigve mors! decisions




Core Competencies

Cluster
Competency Name | Planning and Organising
Competency Able fo plan, prioritise and organise information and rescurces effectively
fo ensure the quality of service delivery and build efficient contingency
Definition | plans tn risk
- ACHIEVEMENT { EVELS
BASIC COMPETENT ADYANCED SUPERIOR
» Able to follow Actively and e Able to define + Fogus on broad
basic plens ang appropriately institutional strategies and
organise tasks organise objectives, develop inftiatives when
around set information and comprehensive developing
objectives resoirces plans, integrate and plans and
* Understand the required for a coordinate activities, actions
process of task and assign »  Able to project
planning and Recognise the appropriate and forecast
organising but urgency and resources for short, medium
reguires importance of successful and long term
guidance and tasks implementation requirements of
development in Balance short e ldentify in advance the institution
providiing and jong-term required steges and and local
detalled and plans end goals actions to compiete government
comprehensive and i tasks and projects »  Translate poticy
plans intotheteam’s  |»  Schedule realistic into relevent
= Able fo follow parformance timelines, objectives projects to
existing plans and milestones for faciitate the
and ensure that Scheduls tasks to tesks and projects achievement of
objectives are ensuretheyare [+ Produce clear, institutionai
met performed within detailed and objectives
+  Focus on short- budget and with comprehensive
term objeclives efficient use of plans to achjeve
in developing time and institutiona}
plans and resources objectives
actions Measures « [dentify possible risk
s Arrange progress and factors and design
information and monitor and implement
resources performance appropriete
required for a resulls contingency plans
task, but require e Adept plans in light
further structure of changing
and organisation cl
+ Prioritise tasks and
projects acconding to
their ralevant
urgency and
im




Cluster Core Competencies
Competency Name | Analysis and innovation
Able to crilically anslyse information, challenges and trends fo
Competency establish and implement fact-based solutions that are innovative
Definition to improve institulional processes in order to achieve key strategic
ACHIEYEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Understand the |+ Demonstrate togical |« Coaches team « Demonstrate complex
basic operation problem solving members on analytical and problem
of analysis, but techniques and analytical and solving approaches
lack detail and approaches and innovative and techniques
thoroughness provide rationale for approaches and |« Create an environment
« Able to balance recommendations techniques conducive to enalytical
independent + Demonstrate » Engage with and fact-based
analysis with objeclivity, insight, appropriate problem-solving
requesting and thoroughness individuals in » Analyse, recommend
assistance from when analysing analysing and solutions and monitor
others problems resolving complex | trends in key
« Recommend + Able tp break down problems challenges to prevent
new ways to complex problems |« identify sclutions and manage
perform tasks into manageable on various areas ocoumrence
within own parts and identify in the institution « Create an environment
function solutions + Formulate and that fosters innovative
« Propose simple |+ Consultinfernal and | implement new thinking and foliows a
remedial extemnal ideas throughout fearning organisation
interventions stakeholders on the institution approach
that marginally oppertunities to « Able to gain + Be & thought leader on
chalienges the improve processes approval and buy- | innovative customer
status quo and service delivery | in for proposed service delivery, and
s Listen to the » Claary interventions from | process optimieation
ideas and communicate the refovant » Play an active role in
perepectives of benefits of new stakeholders sharing best practice
others and opporiunities and » [dentify rends and |  solutions and engage
explore innovative solutions best practices int in national and
opportunities to to stakeholders process and internationat local
enhance such » Continuously identify | service delivery govemnment seminars
innovative opportunities to and propose and conferences
thinking enhance internal institutional
procesees application
¢ identify and analyse |e Continuously
opportunities enpagein
conducive to research to
innovative identify client
approaches and needs
propose remedial
intervention

- LY
/L/

NS

S

?\\



. Cluster Core Competencies
Competency Neme _ | Knowledge and Information Ma nt
Able to promote the generation and sharing of knowiedge and
Competency Definition | information through various processes and media, in order to
enhance the collective base of ocal govarnment
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
+ Collect, Useappropriale | « Effectivelypredict | » Create and
categorise and information future information Support a vision
frack relevant systems and and knowledge and culture where
information technology to rmanagement team members
required for manage requirements and are empowered to
specific tasks institutional sysiems sesk, gain and
and projects knowledge and = Develop standards share knowledge
= Analyse and information and processes fo and information
interpret gharing meel future Establish
information to Evaluate data knowledge partnershipe
draw from various management across local
- conclusions sources and use needs government to
s Seek new information + Share and facilitate
sources of effectively to promote best- knowledge
information to influence practice management
increase the decisions and knowledge Demonstrate a
knowledge provide solutions management meture approach
base Actively create across vatious to knowledge and
+ Regularly mechanisms and institutions Information
share structures for = Establish accurate shating with an
infarmation sharing of measures and gbundance and
and knowledge information monitoring assistance
with internal Use external and systems for approach
stekeholders internal knowledge and Recognise and
and leam resources to information exploit knowledge
members research and menagemant polnts in
provide relevant | « Create a culture interactions with
and cutting-edge conducive of internal and
knowledge to leaming and external
enhance knowledge sharing stakeholders
Insfitutional » Hold reguler
effectiveness and knowledge and
efficiency information
- sharing sessions
fo elicit new ideas
and share best
practice
approaches




Cluster | Core Competencies
Competency Name | Comynunication
Able to share information, knowledge and iieas in a clear,
Competency focused and concise manner appropriate for the audience in
Definition order to effectively convey, persuade and influence stakeholders
to achieve the outcome
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
= Demonstrate an + Expressideas | o Effectively Regarded as &
understanding to individuals communicate high- specialist in
for and groups in risk and sensitive negotistions
communication formel and matters to relevant and
levers and tools informal stakehoiders representing the
appropriste for seftings inan | » Develop a well- institution
the audience, manner that Is defined Able to Inspire
but requires interesting and communication and motivate
guidance in mofivating strategy othere through
utitising such « Ableto « Balance political positive
tools understand, ives with communication
= Express ideas in tolerate and inatitutiona! needs thet is impactful
a clear and appreciate when communicating and relevant
focused manner, diverse viewpoinis on Creates an
but does not perspectives, complex issues environment
siways take the aftitudes and | « Able to effectively condtrcive to
needs of the bellefe direct negotiations trensparent and
audience into » Adapt around complex productive
considaration communication metters and arrive at communication
= Disseminate and content and a win-win situation and critical and
convey style to suit the that promotes Batha appreciative
information and audience and Pele principles conversations
knowledge facilitate = Market and promote’ Able to
adequately optimal the instituion to coordinate
information external stakeholders negotiations at
transter and seek to enhance different levels
» Deliver content a positive image of within locsl
in & manner the institution govarnment and
that gains » Able {0 communicate externaily
support, with the media with
commitment high levels of moral
and agreement and
from relevant discipline
stakeholders
+ Compile clear,
concise and
well-structured
written
documents




Cluster Core Competencies
Competency Name Results and Quality Focus
Able to maintain high quality standerds, focus on achieving
results and objectives while consistently striving to exceed
Compsiancy Definition | expectations and encourape others to meet quality standards.
Further, to actively monitor and measure results and quality
apainst identified objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR

+ Understand » Focus on high- + Consistently verify Coach and
quality of work priority actions own standards guide others to
but requires and does not and outcomes to exceed quality
puidance in become ensure quality standards and
attending to distracted by output resufls
imponant lower-priority » Focus on the end Develop
matiers activitiee result and aveids challenging,

« Show a basic o Digplay firm being distracted client-focused
commitment to commitment ¢ Demonstrate a goals and sets
achleving the and pride in determined and high standards
cormect rasults achieving the commiited for personal

+ Produce the correct resuits approach to performance
minimum ievel = Set quality achieving resuits Commit to
of resuits standarde and and guality exceed the
required in the design standerds results and
role processes and « Follow task and quality stendards,

* Produce tasks around projects through monitor own
outcomes that achleving set to completion performance and
is of a good standards s Set challenging implement
standard » Produce output goals and remedial

= Focus on the of high quality objectives to seff interventions
quantity of o Able to balance &nd team and when fequired
output but the quantity and display Work with team
requires quality of resuits commitment to to set ambitious
development in in order to achieving and challenging
incorporating achieve expectations team goals,
the quality of objectives = Maintain a focus communicating
work * Monltors on quallty outputa long- and short-

+ Produce quality progress, quality when placed term expectations
work in general of work, and use under pressure Take appropriate
circumstances, of resources; = Establishing risks to
but fails to meet provide status institutional accomplish goals
expectation updates, and systems for Overcome
when under make managing and setbacks and
prassure adjustments as assigning work, adjust action

needed defining plans to realise
responsibilities, goals
tracking, Focus peopie on
monitoring and critical sctivities
measuring that yield a high
SUCCESS, impect
evaluating and
valuing the work
of the institution
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