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ENTERED INTO BY AND BETWEEN:

The Municipality herein represented by Mapula Maria Cocquyt in her capacity as the Municipal Manager
(hereinafter referred to as the Employer or Supervisor)

And

Mateu Cassius Masoga Manager Infrastructure, Employee of the Municipality (hereinafter referred to as
the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. Introduction

2. Purpose of this
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Annexure A
Personal Performance Plan

| Name: MATEU CASSIUS MASOGA
| Position: Executive Manager Infrastructure Services
| Accountable to: The Municipal Manager

| Plan Period: 1 July 2020 — 30 June 2021
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1. INTRODUCTION

PURPOSE:

The performance plan defines the Council’s expectations of the employee’s performance agreement to which this document is attached and Section 57 (5)
of the Municipal Systems Act, which provides that performance objectives and targets must be based on the key performance indicators as set in the
Municipality’s Integrated Development Plan (IDP) and the Municipality’s Service Delivery and Budget Implementation Plan (SDBIP) and as reviewed
annually.

The SDBIP has been revised in terms of 54 (1) (c) of the MFMA, therefore, to ensure alignment of the adjustment SDBIP and Performance Plans, any
adjustment to indicators and targets are indicated with footnotes, where it applies.

STRATEGIC ALIGNMENT:

The Objects of Local Government as outlined in the Constitution, Key Performance Areas (KPAs) as outlined in the Local Government: Municipal Planning
and Performance Management Regulations (2001) inform the strategic objectives per BSC perspective and the ultimate outcomes to be achieved are listed
in the table below. The indicators and targets are aligned to contribute to the achievement of the objectives over the longer term, in so far it is relevant to
the functions of the employee.

OBJECTS OF LOCAL GOVERNMENT KPA STRATEGIC OBJECTIVE
Provide democratic and accountable government for Financial Viability Enhance revenue and financial management |
local communities Good Governance and Public Responsible, accountable, effective and efficient corporate
Participation governance
Encourage the involvement of communities and Capacitate disadvantaged groups
community organisations in the matters of local Transformation and Organisational Provide quality and well maintained infrastructural services in all
government Development municipal areas
Improve functionality, performance and professionalism
Promote a safe and healthy environment Service Delivery and Infrastructure Protect the environment and improve community well-being
Ensure the provision of services to communities in a
sustainable manner.
Promote social and economic development Local Economic Development Create a conducive environment for businesses to invest and
prosper
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Spatial Rationale Rational planning to bridge first and second economies and provide
adequate land for development

2 PURPOSE OF THE POSITION

The employee undertakes to be committed to the municipality’s strategic intent that follows:
The Municipality’s Vision:

“A vibrant city and the energy hub”

The Municipality’s Mission:

“We are committed to Integrated Development, provision of quality, sustainable and affordable services, financial viability and good
governance, local economic development and job creation”

The Values of Lephalale Local Municipality to which the employee subscribes are:

Value Description

Community orientation Provide and deliver sustainable services for the whole community.

Transparency Invite and encourage public sharing and democratic participation in council’s activities.

Commitment Focus and concentrate on council’s core activities in a consistent manner.

Business orientation Subscribe to, and comply with, the best business practices.

Integrity Conduct council’s business in a fair, responsible, flexible, equitable and honest manner.
Accountability Report regularly to all stakeholders regarding council’s actual performance.

Environmental Care With all the development in Lephalale, the municipality will focus on taking care of the environment.
Empowerment To be seen to be empowering our people, knowledge is power.
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The vision for the Infrastructure Services Directorate is as follows:

In the day to day activities, the employee is also required to contribute to the achievements of the following operational objectives and strategies:

Water Provide quality, Reduce water Reduce water loss by Ensure that water Implementation of Improve efficiency and
sustainable and well loss to less than 3%. losses are at water conservation and | accuracy of water
maintained infrastructure | 14%. Embark on awareness acceptable standards | water demand management system to
services for Lephalale’ s campaign on water not acceding 14%. management further reduce water
future development conservation. programme. losses e.g. smart

Replace AC pipes and Reduce water losses t0 | metering, monitoring of
repair household less than 14%. ilegal uses.
metering. Install water smart
metering system. Conduct continuous
water awareness and
conservation campaigns.

Water Provide quality, Water Ensure that all AC pipes | To ensure that all AC | Expand on teams and Implement and adhere
sustainable and well infrastructure are replaced by 2020. pipes are replaced by | employees responsible | to preventative
maintained infrastructure | maintenance and | Refurbishment of existing | 2020. for maintenance of maintenance plan and
services for Lephalale’s Upgrading. water infrastructure. To attend and resolve | water infrastructure effectively attend to
future development. Resolve all water all water breakdowns reactive maintenance

breakdowns within 24 within 24 hours aspects.

hours.
Refurbishment of
existing water
infrastructure.

Water Provide quality, Water Quality Safe drinking water Maintain blue drop Monitoring of water Establishment of own
sustainable and well (Blue Drop) status (minimum of quality within all accredited water
maintained infrastructure 90%), risk rating to registered water testing laboratory for
services for Lephalale’s be less than 50%. sources ensuring water quality
future development

Water Provide quality, Water Supply Access to water supply to | Ensure that all Implementation of Upgrade rural water
sustainable and well all the community. households have regional water scheme | networks (source,
maintained infrastructure yard connections by projects (MIG) storage and reticulation)
services for Lephalale’s 2030 Ensure that MCWAP from RDP standards to
future development Review water master | plans incorporate the yard connections and

Wi
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plan to be
incorporated within
the integrated rural
development plan.
Linking Marapong
supply with the
Zealand treatment
works.

rural water demand.
Finalisation of Section
78(3) process with
regards to
determination of
appropriate
mechanisms for water
provisioning.

Conduct surveys and
development of
feasibility study for
development of
technical report and
realistic funding
requirements.

implementation of
mechanisms of
metering, billing and
invoicing of services
delivered.

Implement credit control
mechanisms to create
culture of payment for
services.

sustainable and well
maintained infrastructure
services for Lephalale’s
future development

Infrastructure)

WWTW, conduct EIA and
increase capacity of
Paarl WWTW.

hygienic sanitation
systems.

To establish a city
wide water borne
sanitation system by
2030.

study and compile
sanitation master plan
for both rural and urban
areas

Sanitation Provide quality, Sustainable Zero spillage of sewer. To implement Install telemetric Conducting awareness
sustainable and well environment and Attend and resolve all mechanisms to systems for sewer campaigns on health
maintained infrastructure | infrastructure. sanitation breakdowns reduce sanitation pump stations and hygiene matters
services for Lephalale’s within 24 hours. spillages to achieve To upgrade capacity of
future development Refurbish existing zero spillages by WWTW at all nodal Implement and adhere

sanitation infrastructure 2020 points by 2021 to preventative
and adhere to To attend and resolve maintenance plan and
preventative all sanitation effectively attend to
maintenance plan. breakdowns within 24 reactive maintenance
hours aspects.
Refurbish existing
sanitation infrastructure
Sanitation Provide quality, Sanitation (New Acquire design plan for Safe, affordable and | Conduct feasibility Upgrading of existing

sanitation infrastructure
for the establishment of
a city wide water borne
sanitation system
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Sanitation Provide quality, Waste Water Sustainable environment. | To establish a Implement plans to Manage and maintain
sustainable and well Quality (Green Implementation of compliant, healthy ensure compliance existing sewer
maintained infrastructure | Drop). preventative and hygienic (submission of portfolio | infrastructure to maintain
services for Lephalale’s maintenance plans and sanitation system by of evidence for compliance to green
future development. adherence to service 2020. maintenance of sewer drop standards and

standards. Implementation of network) to green drop | minimize risks.
preventative requirements and
maintenance plans standards (inclusive of | |mplementation of
and adherence to sampling) preventative
service standards. maintenance plans and
adherence to service
standards.

Electricity Provide quality, Sound Develop electricity To ensure continuous | Upgrade aluminium Incorporate and
sustainable and well maintenance plan | maintenance plan. and reliable supply of | cables within the old integrate all electricity
maintained infrastructure | for electricity. To increase the effective | electricity to all reticulation area to provisioning (inclusive of
services for Lephalale’s utilisation and upgrade residents within the copper cables all rural areas) within the
future development the capacity of the Lephalale municipal Upgrade water and whole Lephalale

electricity network with area. sewer electric panels to | municipal area

120 MVA by end of 2017. more modern energy
saving panels. Extending of distribution
Upgrade internal license from NERSA of
(feeder lines) Marapong and rural
reticulation within town | yjjiages to fall within the
(Onverwacht substation Lephalale municipal
to Lephalale town) to ensaisiog
accommodate 80MVA.

Electricity Provide quality, Reduce electrical | Reduce electrical loss by | To provide all Review electricity Complete ring feed of
sustainable and well loss. %. households within the | master plan entire back bone
maintained infrastructure Get return line from municipal area with structure of electrical
services for Lephalale’s electricity in line with infrastructure
future development national targets by

e
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2030
Electricity Provide quality, Energy Efficiency. | Reduce carbon footprint. | To continuously Control systems and Promote and enforce
sustainable and well implement energy capacitate banks in consumer compliance to
maintained infrastructure efficiency measures | main substations energy saving initiatives
services for Lephalale’s Conduct an energy (solar geysers, solar
future development efficiency audit lights, inverter air
To exchange energy conditioners and energy
consuming lights with relay controls)
energy saving lights
(High masts and street
lights).
Installation of ripple
Mechanical Provide quality, Mechanical fleet To maintain and grow the | Implement fleet Implement fleet Implement fleet
infrastructure | sustainable and well maintenance municipal fleet as management system | management system management system
and Fleet maintained infrastructure | plans. Lephalale grows. and enforce proper and enforce proper and enforce proper
Management. | services for Lephalale’s control mechanisms. | control mechanisms. control mechanisms.
future development Review fleet
} management policy Build capacity in fleet
| management unit
|
|
Municipal Provide quality, Sustainable To attend to all To continuously Appointment of long- Maintain municipal
buildings and | sustainable and well infrastructure. maintenance aspects upgrade municipal term service provider to | buildings to increase the
Infrastructure | maintained municipal within 24 hours. buildings to keep attend to maintenance | lifespan of the buildings
buildings. Attend to maintenance abreast of growth and | of air-conditioning
program scheduled for development. within municipal
municipal buildings. buildings.
Expand maintenance
team to be suitably
staffed to attend to
maintenance program
scheduled for municipal
buildings.

Vile)
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Roads, Storm
water and
Infrastructure

Provide quality,
sustainable and well
maintained infrastructure
services for Lephalale’s
future development

Smooth flowing
traffic.

Lining of open channels
in town and Marapong.
Upgrading 5 km gravel
roads to tar per year.
Resealing 7 km out of
total of 223km of streets
in Onverwacht, Town and
Marapong per year.

To maintain all
municipal roads as
per required
standards and
timeframes (as per
schedules)
Upgrading of storm
water system from
earth to lined.

Review access road
upgrading plan and
schedule to be
incorporated into
integrated rural
development plan.
Development of grading
programme and
schedule in co-
operation with
members of
Infrastructure Portfolio
Committee.
Procurement of at least
one additional grader
and TLB

Implement the access
road upgrading plan as
per schedule and
priorities.

Upgrade all access
roads to villages from
gravel to tar by 2030.

Roads, Storm
water and
Infrastructure

Provide quality,
sustainable and well
maintained infrastructure
services for Lephalale’s
future development

Roads and Storm
water (New
infrastructure)

Build new Municipal
roads and storm water.
Linking the local road
network to the provincial
arterial roads.
Unlocking industrial
corridors.

Construct the
southern and
northern by-pass
roads by 2020

Review roads and
storm water master
plan for incorporation
into Rural Development
Strategy plan

Provide for walkways
and pavements in town,
Onverwacht and
Marapong

Provide and construct
another

Marapong access road

Construct southern and
northern by-pass roads
with adequate and
sufficient linkages.

Construct and develop
of storm water measures
in Marapong.

Improve culverts in all
rural villages

PMU

Timeous completion of
projects in line with
infrastructure plan.

Projects and
contract
management.

Ensure that all Capital
project are implemented
within planned period and
budget.

Contract
Management
Projects Registration.
Three Year Service

Funded projects
progress monitoring
and evaluation.
Continuous contract

uc
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providers to reduce
procurement delays
and under-spending.
Municipal Funded
projects progress
monitoring.

Management for project
implementation.

Quality assurance.

In terms of Regulation 21 of 2014, Local Government: Regulations on appointment and conditions of employment of senior managers’, focus should also be
on applying the eight Batho Pele Principles’.

The Batho Pele principles are as follows:

Consultation:

There are many ways to consult users of services including conducting customer surveys, interviews with individual users, consultation with groups, and
holding meetings with consumer representative bodies, NGOs and CBOs. Often, more than one method of consultation will be necessary to ensure
comprehensiveness and representativeness. Consultation is a powerful tool that enriches and shapes government policies such as the Integrated
Development Plans (IDPs) and its implementation in Local Government sphere.

Setting service standards:

This principle reinforces the need for benchmarks to constantly measure the extent to which citizens are satisfied with the service or products they receive
from departments. It also plays a critical role in the development of service delivery improvement plans to ensure a better life for all South Africans. Citizens
should be involved in the development of service standards.

Required are standards that are precise and measurable so that users can judge for themselves whether or not they are receiving what was promised. Some
standards will cover processes, such as the length of time taken to authorise a housing claim, to issue a passport or identity document, or even to respond
to letters.

1 Regulation 21 of 2014, Local Government: Regulations on appointment and conditions of employment of senior managers is available on: www.gpwonline.co.za
2 Batho Pele Principles are available on: http://www.ipid.gov.za/about%20us/batho_pele.asp

10
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To achieve the goal of making South Africa globally competitive, standards should be benchmarked (where applicable) against those used internationally,
taking into account South Africa's current level of development.

Increasing access:

One of the prime aims of Batho Pele is to provide a framework for making decisions about delivering public services to the many South Africans who do not
have access to them. Batho Pele also aims to rectify the inequalities in the distribution of existing services. Examples of initiatives by government to
improve access to services include such platforms as the Gateway, Multi-Purpose Community Centres and Call Centres.

Access to information and services empowers citizens and creates value for money, quality services. It reduces unnecessary expenditure for the citizens.

Ensuring courtesy:
This goes beyond a polite smile, 'please' and 'thank you'. It requires service providers to empathize with the citizens and treat them with as much
consideration and respect, as they would like for themselves.

The public service is committed to continuous, honest and transparent communication with the citizens. This involves communication of services, products,
information and problems, which may hamper or delay the efficient delivery of services to promised standards. If applied properly, the principle will help
demystify the negative perceptions that the citizens in general have about the attitude of the public servants.

Providing information:

As a requirement, available information about services should be at the point of delivery, but for users who are far from the point of delivery, other
arrangements will be needed. In line with the definition of customer in this document, managers and employees should regularly seek to make information
about the organisation, and all other service delivery related matters available to fellow staff members.

Openness and transparency:

A key aspect of openness and transparency is that the public should know more about the way national, provincial and local government institutions
operate, how well they utilise the resources they consume, and who is in charge. It is anticipated that the public will take advantage of this principle and
make suggestions for improvement of service delivery mechanisms, and to even make government employees accountable and responsible by raising
queries with them.

Redress:
This principle emphasises a need to identify quickly and accurately when services are falling below the promised standard and to have procedures in place

MIWC
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to remedy the situation. This should be done at the individual transactional level with the public, as well as at the organisational level, in relation to the
entire service delivery programme.

Public servants are encouraged to welcome complaints as an opportunity to improve service, and to deal with complaints so that weaknesses can be
remedied quickly for the good of the citizen.

Value for money:
Many improvements that the public would like to see often require no additional resources and can sometimes even reduce costs. Failure to give a member

of the public a simple, satisfactory explanation to an enquiry may for example, result in an incorrectly completed application form, which will cost time to

rectify.

3. SERVICE DELIVERY AND PERFORMANCE INDICATORS

The indicators and targets for which the employee is responsible to achieve and report on follows:

Hierarchy (KPA\ I | INDICATOR Instruction U | U | Baseline
STRATEGIC OBJECTIVE | D (method of Olp
\ Programme) calculating the | M| d 2018/19
indicator) a: Actiials
e
r
KPAZ2: Service Delivery | M| Percentage of The following %| L |8,65%
and Infrastructure _ | Electrical losses | formula should e
Development\ Provide 3 | YTD* be used to p
quality and well 4 compute -
maintained 0 benchmark M
infrastructural services Electrical Losses E
in all municipal areas\ = KWH le
Electrical Network billed/KWH c

(Electricity -

purchased from

12%

12%

10%

10%

Annual Annual Portfolio
Target Target of

2020/21 | 2021/22 | evidence
10% 8% Electrical

loss report

Loss report
should
indicate all
factors that
are a

M-c
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Hierarchy (KPA\ 1 | INDICATOR Instruction U | U | Baseline Annual | Annual Portfolio
STRATEGIC OBJECTIVE | D (method of Ofp Target Target of
\ Programme) calculatingthe | M|d 2018/19 2020/21 | 2021/22 | evidence

indicator) : Actuals

e
r

Maintenance and Eskom x100 YTD contribution
Upgrading) to the loss
KPA2: Service Delivery | M| Percentage Number of %| L | 0% 65% 65% 65% 70% 70% 75% List of
and Infrastructure _ | households with | households with e serviced
Development)\ Provide | 4 | access to basic access to basic p households
quality and well 0 | level of level of -
maintained 1 | electricity electricity M
infrastructural services connected by against Number E Listrand
in all municipal areas\, | A | Eskom*YTD of household le summary of
Electrical Network (New serviced by c calculation
Infrastructure) Eskom in the for the

municipal area reported

as %YTD percentage
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Hierarchy (KPA\ I | INDICATOR Instruction U | U | Baseline Annual Annual Portfolio
STRATEGIC OBJECTIVE | D (method of O|p Target Target of
\ Programme) calculating the | M|d | 2018/19 2020/21 | 2021/22 | evidence

indicator) Etl Actuals

e
r

KPAZ2: Service Delivery | M Number of %| L | 0% 15% 15% 17% 17% 17% 17.5% List of
and Infrastructure _ | Percentage households with e serviced
Development\ Provide | 4 | households with | access to basic p households
quality and well 0 | access to basic level of -
maintained 1 | level of electricity M
infrastructural services electricity against Number E Listard
x p—_— B
in all municipal areas\ connected by of household le summary of
Electrical Network (New Municipality serviced by the c calculation
Infrastructure) *YTD Municipality in for the

the municipal reported

areaas % YTD percentage
KPAZ2: Service Delivery | M| Percentage Number of %| L | 0% 16.5% | 16% 16% 15% 15% 14% List of
and Infrastructure _ | households household e households
Development\ Provide 7 | without access without access to p not
quality and well 5 | to basic level of | basic level of - serviced
maintained 3 | Electricity YTD*( | Electricity in the M
infrastructural services Backlog) municipal area E
in all municipal areas\ against Number le
Free Basic Services of household c

serviced by the

Municipality in

the municipal

Mm 14
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Hierarchy (KPA\ 1 | INDICATOR Instruction U | U | Baseline Annual | Annual Portfolio
STRATEGIC OBJECTIVE | D (method of Ofp Target Target of
\ Programme) calculatingthe | M|d | 2018/19 2020/21 | 2021/22 | evidence
indicator) :ti Actuals
e
r
area YTD

KPA2: Service Delivery | M| Number of Count the
and Infrastructure _ | infrastructure Number of
Development\ Provide | 7 | master plans infrastructure #L |0 N/A N/A 1 Draft 1 1 Approved
quality and well 5 | reviewed YTD master plans e plan Integrated
maintained 7 reviewed YTD P Infrastruct
infrastructural services - ure Master
in all municipal areas\ P Plan
Infrastructure Planning M

U

/

E

M

1S
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Hierarchy (KPA\ I | INDICATOR Instruction U | U | Baseline Annual | Annual Portfolio

STRATEGIC OBJECTIVE | D (method of olp Target | Target | of

\ Programme) calculating the | M| d 2018/19 2020/21 | 2021/22 | evidence

indicator) : Netals
e
r

KPAZ2: Service Delivery | M| Number of Count the #|L |39 39 39 1,Grader

and Infrastructure _ | villages in which | Number of e Log sheet

Development\ Provide | 2 | access roads are | villages in which p

quality and well 1 | bladed YTD* access roads ) Road;

maintained 8 bladed during M

infrastructural services period of review P

in all municipal areas\ YTD W

Roads and Storm water

- Maintenance and

Upgrading

KPA2: Service Delivery | M| Total length of Measure the #| L | 7km N/A N/A N/A 6 km 6km 6.0km Progress

and Infrastructure _ kilometers Length of ke Minutes

Development)\ Provide 7 upgraded from kilometers of m|p

quality and well 4 gravel road to gravel roads -

maintained surfaced road upgraded to M Approved

infrastructural services YTD* Surfaced road p Budget

in all municipal areas\ YTD w

Roads and Storm water Spec report

- Maintenance and SLA

Upgrading
Progress
reports &
Minutes

I F 16




Hierarchy (KPA\ INDICATOR Instruction U | U | Baseline Annual | Annual Portfolio

STRATEGIC OBJECTIVE (method of o|p Target Target of

\ Programme) calculatingthe |M|d 2018/19 2020/21 | 2021/22 | evidence

indicator) zta Agtiale
e
r

Completion
Certificate
upon
completion
of the Road

KPAZ2: Service Delivery Total Percentage | Divide the %| L | 0% 15% 45% 70% 90% 90% 90% Expenditur

and Infrastructure of maintenance | amount of e e report

Development\ Provide budget spenton | money spent on p

quality and well infrastructure maintenance hy -

Fnaintamed maintenance by | the total M Maintenanc

infrastructural services Public works allocated p e Plan

in all municipal areas\, unit YTD* maintenance w

Roads and Storm water budget YTD Logbook/reg

- Maintenance and ister &

Upgradin recording

pe g maintained

activities
Expenditure
Report

KPAZ2: Service Delivery Percentage Count Number of | %| L | 49.25% 46% 47% 47% 47% 47% 50% List of

and Infrastructure households with | household with e serviced

Development\ Provide access to basic access to basic households

: 17
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Hierarchy (KPA\ I | INDICATOR Instruction U | U | Baseline Annual | Annual Portfolio
STRATEGIC OBJECTIVE | D (method of Op Target Target of
\ Programme) calculatingthe | M| d 2018/19 2020/21 | 2021/22 | evidence

indicator) : Actuals

e
r

quality and well 0 | level of level of -
maintained 0 | sanitation YTD* | sanitation (VIP M )
infrastructural services and waterborne S Cakulation
. . Summary of
in all municipal areas\ sewerage a e
Sanitation - New connections in n percentage
Infrastructure working it

condition)

against Number

of household in

the municipal

area as

Percentage
KPA2: Service Delivery | M| Number of Green | Count the #|L [1 N/A N/A N/A 1 1 Sewerage
and Infrastructure _ | drop assessment | Number of Green e analysis
Development\ Provide 7 | report drop assessment p report
quality and well 5 | conducted by report -
maintained 8 | DWS for green conducted by M
infrastructural services drop risk rating | DWS for green S
in all municipal areas\ YTD drop risk rating a
Waste Water Quality YTD n
(Green Drop) it

18
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Hierarchy (KPA\ I | INDICATOR Instruction U | U | Baseline Annual Annual Portfolio
STRATEGIC OBJECTIVE | D (method of 0olp Target Target of
\ Programme) calculatingthe | M| d 2018/19 2020/21 | 2021/22 | evidence

indicator) : Actuals

e
r

KPA2: Service Delivery | M| Percentage Count Number of | %| L | 0% 54% 53% 53% 50% List of
and Infrastructure _ | households household e households
Development\ Provide 7 | without access without access to p not
quality and well 5 | to basic level of | basic level of - serviced
maintained 2 | Sanitation YTD*( | Sanitation in the M
infrastructural services Backlog) municipal area S
in all municipal areas\ against number a
Sanitation \ Free Basic of household n
Services serviced by the it

Municipality in

the municipal

area as %

YTD(backlog)
KPA2: Service Delivery | M| Percentage Count Numberof | %| L | 25% 74% 74% 74% 75% 75% 78% List of
and Infrastructure _ | households with | household with e billed
Development\ Provide 3 | access to basic access to basic p consumers
quality and well 9 | level of Water level of water - /Household
maintained 9 | YTD (within 200m M s
infrastructural services | A from dwelling) w
in all municipal areas\ against Number a
Water - Supply of household in t

the municipal e

19
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Hierarchy (KPA\ I | INDICATOR Instruction U | U | Baseline Annual Annual Portfolio
STRATEGIC OBJECTIVE | D (method of O|p Target Target of
\ Programme) calculatingthe | M| d 2018/19 2020/21 | 2021/22 | evidence

indicator) in Actuals

e
r

area as % YTD r
KPA2: Service Delivery | M| Percentage Number of %|L | 27% 27% 26% 26% 25% 25% 25% List of
and Infrastructure _ | households household e households
Development\ Provide without access without access to p not
quality and well 3 | to basic level of | basic level of - serviced
maintained 9 | Water YTD*( Water (within M
infrastructural services | g | Backlog) 200m from w
in all municipal areas), B dwelling) a
Water - Supply /against Number t

of household in e

the municipal r

area as % YTD

M| Percentage of (Closing Stock- %| L | 10% 14% 14% 14% 14% 14% 12% Water Loss
_ | water losses Closing stock as e Report

KPAZ2: Service Delivery YTD* per reading) + p
and Infrastructure 1 (Total water for _
Development\ Provide the month) M
quality and well w
maintained Closing stock =




Hierarchy (KPA\ I | INDICATOR Instruction U | U | Baseline Annual | Annual Portfolio
STRATEGIC OBJECTIVE | D (method of O|p Target Target of
\ Programme) calculatingthe | M| d | 2018/19 2020/21 | 2021/22 | evidence
indicator) a | ) ctuals
t
e
r
infrastructural services Total water - a
in all municipal areas\ Billing t
Water loss e
(unaccounted water) Total Water = r
Opening balance
+ purchases
(Exxaro and
Eskom)
KPAZ2: Service Delivery M| Number of Blue Count the #|L |12 2 3 3 2 10 10 Water
and Infrastructure _ | drop assessment | Number of e analysis
Development\ Provide 7 | reports p Report
quality and well 2 | conducted per Water analysis -
maintained 8 | quarter, reports loaded M
infrastructural services on IRIS. w
in all municipal areas\ a
Water Quality (Blue (:
Drop) e
i
KPAG: Good Governance Percentage of AG | . . %[ L | 96 N/A 15% 50% 100% 100% 100% AG action
and Public M queries resolved. DlVId.e fhe ruiber e Plan.
Participation’ _ queries resolvef! by s
Responsible, 2 number of queries i Audit
t 21
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Hierarchy (KPA\ 1 | INDICATOR Instruction U | U | Baseline Annual Annual Portfolio
STRATEGIC OBJECTIVE | D (method of Ofp Target Target of
\ Programme) calculatingthe | M| d |2018/19 2020/21 | 2021/22 | evidence
indicator) :ta Actuisls

e

r
accountable, effective 6 raised. M Report
and efficient corporate 1
governance\ Auditor A
General
KPA6: Good Governance Percentage of %/ L 25% 50% 75% 100% 100% 100% Internal
and Public Internal audit . e Audit

- . Number of queries ;
Participation\ M| findings p Queries
: resolved on the '
Responsible, _ | resolved. i . register
) Internal Audit Action
accountable, effective 2 s M
o Plan divided by
and efficient corporate 7 4 1
. number of findings.
governance\ Auditor A
General
KPAG6: Good Governance | M| Percentage of Check the L |0 100% 100% 100% 100% 100% 100% Resolution
and Public _ | Auditand number of APC e Register
Participation\ 2 | performance resolutions p
Responsible, 8 | Committees implemented -
accountable, effective resolutions divide by the % | M
and efficient corporate implemented. total number of 1
governance\ Auditor resolutions in A
General the register and
multiply by 100
KPA6: Good Governance | M| Percentage of Number of risks | 94/ L | 0 25% 50% 75% 100% 100% 100% Risk
and Public _ | risks resolved that were e
i 2




Hierarchy (KPA\ 1 | INDICATOR Instruction U | U | Baseline Annual | Annual Portfolio
STRATEGIC OBJECTIVE | D (method of O|p Target Target of
\ Programme) calculatingthe | M| d 2018/19 2020/21 | 2021/22 | evidence

indicator) ';1 Actiisis

e
r

Participation) 6 | within identified for p register
Responsible, 6 | timeframe as each quarter in _
accountable, effective 7 | specified in the the Risk Plan R
and efficient corporate risk register YTD | that were is
governance\ Risk resolved YTD / k
Management Number of risks 0

that were ff

identified for ic

each quarter in e

the Risk Plan as r

%
KPA®6: Good Governance | M| Percentage of Number of L]0 100% 100% 100% 100% 100% 100% Council
and Public _ | Implementation | council e Resolution
Participation\, 6 | of council resolutions p Register
Responsible, 9 | resolutions per | issued per N
accountable, effective 1 | quarter quarter that o M
and efficient corporate were "l A
governance\ Audit implemented/th d
Committee e of resolution m

issued per i

quarter n
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4. DETAILED CAPITALWORKSPLAN

The projects for which the employee is responsible to implement and report on follow.

Dept | Project Name N Start | Annual | Source
- o| Description | date Completio Pt % i i ailcs i Gt ¢ ~ | Budget of
vote .| of n date Activity % Prog | Activity % Prog Activity Activity 2019- fundin
deliverable Prog | /Milestone | Target | /Milestone | Target /Mileston | Prog | /Mileston | 2020 g
s Target e Targe | e
t
MM Security 01/07/ | 30/06/202 480 000 | LLM
System 2020 1
Marapong,
Thabo Mbeki
and
Mukuruanyan
e
css | Office 01707/ | 30/06/202 LLM
Furniture 2020 |1 271979
CSs Monitoring 01/07/ | 30/06/202 LLM
Tool 2020 1 500 000
CSS | Video 01/07/ | 30/06/202 LLM
Conferencing 2020 |1
Solution 400 000
ss 01707/ | 30/06/202 LLM
Speed Camera 2020 1 240 000

Mc 2



Source

Dept | Project Name N Start Annual

- o| Description | date Completio Budget of

vote of n date Activity Activity | 2019- fundin

deliverable /Mileston /Mileston | 2020 g
s e e

ss 01/07/ | 30/06/202 LLM
Blue Lights 2020 |1 250 000

§s 01/07/ | 30/06/202 LLM
Firearms x 5 2020 |1 100 000

sS | skip bins 30 01/07/ | 30/06/202 LLM
cubic meter 2020 1 500 000

SS Operationalize 01/07/ | 30/06/202 LLM
weighbridge 2020 11 300 000

sS CEMETERY 01/07/ | 30/06/202 LLM

2020 1 4000000

INFR | Asbestos 01/07/ | 30/06/202 LLM
cutting 2020 |1 20
machine 000,00

INFR 01/07/ | 30/06/202 LLM
Water 2020 1. 4500
Tinkering x 1 000

INFR 01/07/ | 30/06/202 LLM
Security Guard 2020 |1 1000
Houses 000
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Dept | Project Name N Start Annual Source
- o| Description | date Completio : ey i = i _ | Budget of
vote of n date % Activity % Prog | Activity % Prog Activity % Activity 2019- fundin
deliverable Prog /Milestone | Target /Milestone | Target /Mileston | Prog | /Mileston | 2020 g
s Target e Targe | e
t
INFR | Ga seleka and 01/07/ | 30/06/202 LLM
Witpoort RWS 2020 11 2036
phase 5 107,40
INFR | Mokuruanyan 01/07/ | 30/06/202 LLM
e and 2020 1
Shongwane
RWS phase 4 7791
and 5 913,60
01707/ | 30/06/202 MIG
2020 1
Steve Biko 14072
Access Road 464,76
01/07/ | 30/06/202 MIG
2020 1
Melvel Access
Road 1000000
e y
Mc



Dept | Project Name N| Start Source
- o| Description | date Completio of
vote of n date % Activity % Prog | Activity % Prog Activity Activity fundin
deliverable Prog /Milestone | Target /Milestone | Target /Mileston | Prog | /Mileston | 2020 g
s Target e Targe | e
t
Establishment 01/07/ | 30/06/202 MIG
of 2 transfer 2020 |1
stations in the
rural areas
seleka and 14 946
moong 110,74
Highmast 01/07/ | 30/06/202 MIG
installation at 2020 1
segale,
botsalanongk
opanong,senoe
la,morwe,bots
habelo,moong, 2000
sefitlhigo 000,00
01/07/ | 30/06/202 MIG
2020 1
Highmasl light 10163
x20 274,50
Extension and 01/07/ | 30/06/202 MIG
Augmentation 2020 1 000
of water
supply in
Me



Dept | Project Name N Start Annual Source
- o| Description | date Completio g Sl 41 I : | Budget of
vote of n date % Activity % Prog | Activity % Prog Activity % Activity 2019- fundin
deliverable Prog /Milestone | Target /Milestone | Target /Mileston | Prog | /Mileston | 2920 g
s Target e Targe | e
t
Witpoort RWS
6
Marapong 01/07/ | 30/06/202 DWS/
Bulk Water 2020 1 1150212 | WSIG
Supply 4
(LEPLEPO03)
Construction 01/07/ | 30/06/202 DWS/
of 2020 |1 WSIG
Mokulruanyan 12800
e Regional 000

Water Scheme
Bulk Pipeline
Phase 1&2
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COMPETENCIES

According to the leading and core competencies as prescribed by Regulation 21 of 2014 the employee should conform to and will be assessed and
evaluated against the following:

Competencies Components Competency Definition Weighting %
(total 100%)

Leading competencies
Strategic Direction and * Impact and Influence Provide and direct a vision for the institution, and inspire and 10%
Leadership ¢ Institutional Performance Management deploy others to delivery on the strategic institutional mandate

e Strategic Planning and Management

* Organisational Awareness
People Management * Human Capital Planning and Development | Effectively manage, inspire and encourage people, respect 10%

¢ Diversity Management diversity, optimise talent and build and nurture relationships in

* Employee Relations Management order to achieve institutional objectives

* Negotiation and dispute Management
Programme and Project * Programme and Project Planning and Able to understand programme and project management 10%
Management Implementation methodology; plan, manage, monitor and evaluate specific

* Service Delivery Management activities in order to delivery on set objectives

¢ Programme and Project Monitoring and

Evaluation
Financial Management * Budget Planning and Execution Able to compile, plan and manage budgets, control cash flow, 10%

¢ Financial Strategy and Delivery institute financial risk management and administer

¢ Financial Reporting and Monitoring procurement processes in accordance with recognised financial

practices. Further to ensure that all financial transactions are
managed in an ethical manner

Change Leadership ¢ Change Vision and Strategy Able to direct and initiate institutional transformation on all 10%

* Process Design and improvement
* Change Impact Monitoring and Evaluation

levels in order to successfully drive and implement new
initiatives and deliver professional and quality services to the
community

W

M =



Competencies

Components

Competency Definition

Weighting %
(total 100%)

Governance Leadership

* Policy Formulation
¢ Risk and Compliance management
¢ Cooperative Governance

Able to promote, direct and apply professionalism 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 governance relationships

10%

Core Competencies

Moral competence

Able to identify moral triggers, apply reasoning that promotes
honesty and integrity and consistently display behaviour that
reflects moral competence

5%

Planning and Organising

Able to plan, prioritise and organise information and resources
effectively to ensure the quality of service delivery and build
efficient contingency plans to manage risk

5%

Analysis and Innovation

Able to critically analyse information, challenges and trends to
establish and implement fact-based solutions that are
innovative to improve institutional processes in order to
achieve key strategic objectives

10%

Knowledge and
Information Management

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

5%

Communication

Able to share information, knowledge and ideas in a clear,
focused and concise manner appropriate for the audience in
order to effectively convey, persuade and influence
stakeholders

10%

Results and Quality Focus

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

5%

More details related to each competency are attached as Annexure Al to this plan. MMK/

M.¢
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5. SUMMARY SCORECARD

In terms of Regulation 805 of 2006, the employee will be scored on a ratio of 80% for key performance areas (KPAs) and 20% for competency requirements.
It is also required that the KPAs relevant to the employees functions also be weighted in terms of importance out of a total of 100%, contributing to the
809% contribution to KPAs. It is also necessary to allocate weightings amongst KPIs and projects where relevant. A summary of the total weightings are
indicated below:

KPA KP1 / PROJECT ASSESS
POSITION QUTCOMES/QUTPUTS WEIGHTINGS WEIGHTING WEIGHTING
Key Performance Areas 80%
Spatial Rationale N/A N/A N/A
Service Delivery and Infrastructure 90% KPI's 70%
Projects 30%
Financial Viability 5% KPIs 100%
Local Economic Development N/A N/A N/A
Transformation and Organisational Development N/A N/A N/A
Good Governance and Public Participation 5% Projects 100%
Total 100%
Competency Requirements 20%

Mo

31



6.

RATING SCALES

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

Level Terminology Description

5 Outstanding Performance far exceeds the standard expected of an employee at this level. The appraisal indicates that the Employee
performance has achieved above fully effective 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.

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

3 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 PAand
Performance Plan.

2 Performance not performance is below the standard required for the job in key areas. Performance meets some of the standards
fully effective expected for the job. The review/assessment indicates that the employee has achieved below fully effective results

against more than half the key performance criteria and indicators as specified in the PA and Performance Plan.

1 Unacceptable performance does not meet the standard expected for the job. The review/assessment indicates that the employee has

performance

achieved below fully effective results against almost all of the performance criteria and indicators as specified in the PA
and Performance Plan. 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 improvement.

W
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7. PERFORMANCE ASSESSMENT PROCESS

The following steps will be followed to ensure a fully participative and compliant performance assessment process is adhered to.

1.
i 18

L2
1.3,
14.
1.5
2

3.
3:2:
3.3.
3.4,

Performance Assessment:
Formal assessment between employee and employer will take place twice a year to measure the performance of the employee against the agreed
performance targets for the half yearly and yearly assessments respectively.
Actual performance against the targets will be captured in preparation for the assessments.
Scores of 1-5 will be calculated based upon the progress against targets.
KPI's and targets are audited before assessment date and their findings must accompany the Performance Plans.
The employer must keep a record of the mid-year assessment and annual assessment meetings.
The employee being assessed will compile a portfolio of evidence confirming the level of performance achieved for a given assessment period and
made available to the Panel on request. One independent person may be assigned to act as an Observer.
The process for determining Employee ratings are as follows:
The panel to rate the achievement for the KPI’s on a 5 point scale. Decimal places can be used.
The employee to motivate for higher ratings where applicable.
The panel to rate the employee’s core competency requirements on the 5 point scale. Decimal places can be used.
The panel scores are averaged to derive at a total score per KPI / Activity / Competencies. Overall scores are calculated by taking weightings into
account where applicable.
The final KPA’s rating will account for 80% of the final assessment total. The Competencies are to account for 20% of the final assessment total.
The five point rating scale referred to in regulation 805 correspond as follows:
Rating: 1 2 3 4 5
% Score: 0-66 67-99 100-132 133-166 167
The assessment rating calculator is used to calculate the overall % score for performance.
Annual performance evaluation to determine the final ratings and scores as well as recommend performance bonuses will be conducted by the
appropriate panel as constituted by Regulation 805 of 2006.
The performance bonus percentages described in the performance agreement will be calculated on a sliding scale of the all-inclusive remuneration
package as indicated in table below:

% Rating Over Performance % Bonus
130-149% 5-9%
150% and above 10-14%

e Me
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10.
11.

The Personal Development Plan (PDP) can be reviewed after the performance evaluation had been finalised in case where more clarity has been
established on what the essential development needs for the relevant person will be.

The results of the annual performance evaluation will be submitted to the performance audit committee for final approval of the assessment/s
/evaluations.

Performance bonus, based upon the annual evaluation, will be subject to approval by Council.

The performance evaluation results of the Municipal Manager will also be submitted to the MEC responsible for Local Government in the Province.
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8.  APPROVAL

The process followed ensures individual alignment to the strategic intent of the institution and gives clear direction on what needs to be achieved through a
self-directed approach to execute on the objectives, to build sound relationships, to develop human capital and to strengthen the organisation through
excellent performance. This plan has derived from intense workshopping to ensure integration, motivation and self-direction. The employer and employee
both have responsibilities and accountabilities in getting value from this plan. Neither party can succeed without the support of the other.

Undertaking of the employer

Undertaking of the employee

On behalf of my organisation, | undertake to ensure that a work
environment conducive for excellent employee performance is established
and maintained. As such, | undertake to lead to the best of my ability,
communicate comprehensively, and empower managers and employees.
Employees will have access to ongoing learning, will be coached, and will
clearly understand what is expected of them. | herewith approve this
Performance Plan.

| herewith confirm that | understand the strategic importance of my
position within the broader organisation. | furthermore confirm that |
understand the purpose of my position, as well as the criteria on which my
performance will be evaluated twice annually. As such, | therefore commit
to do my utmost to live up to these expectations and to serve the
organisation, my superiors, my colleagues and the community with loyalty,

Signed and accepted on behalf of Council:

integrity and enthusiasm at all times. | hereby confirm and accept the
Signed and accepted by the Employee:

conditions to this plan.

DATE:

/}/l;;i/uu

DATE:

1/ [ Sepembes 20 20

Me
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ANNEXURE Al - COMPETENCY DETAILS

The required achievement levels in terms of Regulation 21 of 2014 are as follows:

Competencies

{ Basic

| Competent

Advanced

Superior

Leading competencies

Strategic
Direction and
Leadership

* Understand institutional
and departmental
strategic objectives, but
lacks the ability to inspire
other to achieve set
mandate * Describe how
specific tasks link to
institutional strategies but
has limited influence in
directing strategy *Has a
basic understanding of
institutional performance
management but lacks the
ability to integrate
systems into a collective
whole Demonstrate a
basic understanding of key
decision-makers

« Give direction to a team in realising
the institution's strategic mandate
and set objectives ¢ Has a positive
impact and influence on the morale,
engagement and participation of
team members ¢ Develop action
plans to execute and guide strategy
implementation ¢ Assist in defining
performance measures to monitor
the progress and effectiveness of the
institution e Displays an awareness of
institutional structures and political
factors » Effectively communicate
barriers to execution to relevant
parties ¢ Provide guidance to all
stakeholders in the achievement of
the strategic mandate * Understand
the aim and objectives of the
institution and relate it to own work

« Evaluate all activities to
determine value and alignment to
strategic intent * Display in-depth
knowledge and understanding of
strategic planning e Align strategy
and goals across all functional
areas * Actively define
performance measures to monitor
the progress and effectiveness of
the institution ¢ Consistently
challenge strategic plans to ensure
relevance ¢ Understand
institutional structures and political
factors, and the consequences of
actions * Empower others to follow
strategic direction and deal with
complex situations *Guide the
institution through complex
situations and ambiguous concern
» Use understanding of power
relationships and dynamic tensions
among key players to frame
communications and develop
strategies, positions and alliances

e Structure and position the
institution to local government
priorities * Actively use in-depth
knowledge and understanding to
develop and implement a
comprehensive institutional
framework ¢ Hold self accountable
for strategy execution and results
« Provide impact and influence
through building and maintaining
strategic relationships *Create an
environment that facilitates loyalty
and innovation # Display a superior
level of self-discipline and integrity
in actions e Integrate various
systems into a collective whole to
optimise institutional performance
management *Uses understanding
of competing interests to
manoeuvre successfully to a
win/win outcome

e




Competencies

Basic

_Competent

Advanced

Superior

People
Management

* Participate in team goal- |

setting and problem-
solvinge Interact and
collaborate with people of
diverse backgroundse
Aware of guidelines for
employee development,
but requires support in
implementing
development initiatives

* Seek opportunities to increase team
contribution and responsibilitye
Respect and support the diverse
nature of others and be aware of the
benefits of a diverse approache
Effectively delegate tasks and
empower others to increase
contribution and execute functions
optimallye Apply relevant employee
legislation fairly and consistentlye
Facilitate team goal-setting and
problem-solvinge Effectively identify
capacity requirements to fulfil the
strategic mandate

« Identify ineffective team and
work processes and recommend
remedial interventionse Recognise
and reward effective and desired
behaviours Provide mentoring and
guidance to others in order to
increase personal effectivenesse
Identify development and learning
needs within the tame Build a work
environment conducive to sharing,
innovation, ethical behaviour and
professionalisme Inspire a culture
of performance excellence by
giving positive and constructive
feedback to the teame Achieve
agreement or consensus in
adversarial environmentse Lead
and unite diverse teams across
divisions to achieve institutional
objectives

» Develop and incorporate best
practice people management
processes, approaches and tools
across the institutione Foster a
culture of discipline, responsibility
and accountabilitysUnderstand the
impact of diversity in performance
and actively incorporate a diversity
strategy in the institutioneDevelop
comprehensive integrated
strategies and approaches to
human capital development and
managements Actively identify
trends and predict capacity
requirements to facilitate unified
transition and performance
management
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Competencies

Basic

Competent

Advanced

Superior

Programme and
Project
Management

« Initiate projects after
approval from higher
authoritiess Understand
procedures of programme
and project management
methodology, implications
and stakeholder
involvemente Understand
the rational of projects in
relation to the

institution's strategic
objectives® Document and
communicate factors and
risk associated with own
worke Use results and
approaches of successful
project implementation as
guide

« Establish broad stakeholder
involvement and communicate the
project status and key milestonese
Define the roles and responsibilities
of the project team and create clarity
around expectationse Find a balance
between project deadline and the
quality of deliverablese Identify
appropriate project resources to
facilitate the effective completion of
the deliverabless Comply with
statutory requirements and apply
policies in a consistent manner ¢
monitor progress and use of
resources and make needed
adjustments to timelines, steps and
resource allocation

* Manage multiple programmes
and balance priorities and conflicts
according to institutional goalse
Apply effective risk management
strategies through impact
assessment and resource
requirements* Modify project
scope and budget when required
without compromising the quality
and objectives of the projecte
Involve top-level authorities and
relevant stakeholders in seeking
project buy-ine Identify and apply
contemporary project
management methodologye
Influence and motivate project
team to deliver exceptional
resultse Monitor policy
implementation and apply
procedures to manage risks

» Understand and conceptualise
the long-term implications of
desired project outcomese Direct a
comprehensive strategic macro
and micro analysis and scope
projects accordingly to realise
institutional objectivese Consider
and initiate projects that focus on
achievement of the long-term
objectivese Influence people in
positions of authority to implement
outcomes of projectss Lead and
direct translation of policy into
workable action planse Ensures
that programmes are monitored to
track progress and optimal
resource utilisation, and that
adjustments are made as needed

Me




Competencies Basic Competent B Advanced Superior B
Financial ¢ Understand basic * Exhibit knowledge of general « Take active ownership of » Develop planning tools to assist
Management financial concepts and financial concepts, planning, planning, budgeting, and forecast in evaluating and monitoring future

methods as they relate to
institutional processes
and activitiese display
awareness into the
various sources of
financial data, reporting
mechanisms, financial
governance, processes
and systemse Understand
the importance of
financial accountabilitye
Understand the
importance of asset
control

budgeting, and forecasting and how
they interrelates Assess, identify and
manage financial riskse Assume a
cost-saving approval to financial
managements Prepare financial
reports based on specified formatse
Consider and understand the financial
implications of decisions and
suggestions® Ensure that delegation
and instructions are required by
National Treasury guidelines are
reviewed and updatede Identify and
implement proper monitoring and
evaluation practices to ensure
appropriate spending against budget

processes and provides credible
answers to queries within own
responsibilitys Prepare budgets
that are aligned to the strategic
objectives of the

institutione Address complex
budgeting and financial
management concernse 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

expenditure trendse Set budget
frameworks for the institutions Set
strategic direction for the
institution on expenditure and
other financial processese Build
and nurture partnerships to
improve financial management and
achieve financial savingse Actively
identify and implement new
methods to improve asset controle
Display professionalism in dealing
with financial data and processes




Competencies Basic Competent Advanced Superior
Change « Display an awareness of | ¢ Perform an analysis of the change ¢ Actively monitor change impact * Sponsor change agents and
Leadership change interventions, and | impact on the social, political and and results and convey progress to | create a network of change leaders

the benefits of
transformation initiativese
Able to identify basic
needs for change« Identify
gaps between the current
and desired statee
Identify potential risk and
challenges to
transformation, including
resistance to change
factorseParticipate in
change programmes and
piloting change
interventionss
Understand the impact of
change interventions on
the institution within the
broader scope of local
government

economic environmente Maintain
calm and focus during changes Able
to assist team members during
change and keep them focused on
the deliverabless Volunteer to lead
change efforts outside of own work
teame Able to gain buy-in and
approval for change from relevant
stakeholderse Identify change

readiness levels and assist in resolving

resistance to change factorse Design
change interventions that are aligned
with the institution's strategic
objectives and goals

relevant stakeholderse Secure buy-
in and sponsorship for change
initiatives® Continuously evaluate
change strategy and design and
introduce new approaches to
enhance the institution's
effectivenesse® Build an nurture
relationships with various
stakeholders to establish strategic
alliance in facilitating change» Take
and lead in impactful change
programmese Benchmark change
interventions against best change
practicese Understand the impact
and psychology of change, and put
remedial interventions in place to
facilitate effective transformatione
Take calculated risk and seek new
ideas from best practice scenarios,
and identify the potential for
implementation

who support the interventionse
Actively adapt current structures
and processes to incorporate the
change interventionss Mentor and
guide team members on the
effects of change, resistance
factors and how to integrate
changee*Motivate and inspire
others around change initiatives

M.c
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Competencies

Basic

Competent

Advanced

Superior

Governance
Leadership

 Display a basic
awareness of risk,
compliance and
governance factors but
require guidance and
development in
implementing such
requirementseUnderstand
the structure of
cooperative government
but requires guidance on
fostering workable
relationships between
stakeholderseProvide
input into policy
formulation

 Display a thorough understanding
of governance and risk and
compliance factors and implement
plans to address thesee Demonstrate
understanding of the techniques and
processes for optimising risk taking
decisions within the
institutioneActively drive policy
formulation within the institution to
ensure the achievement of objectives

Able to link risk initiative into key
institutional objectives and
driverse Identify, analyse and
measure risk, create valid risk
forecasts, and map risk profilese
Apply risk control methodology
and approaches to prevent and
reduce risk that impede on the
achievement of institutional
objectivese Demonstrate a
thorough understanding of risk
retention planse Identify and
implement comprehensive risk
management systems and
processese Implement and monitor
the formulation of policies, identify
and analyse constraints and
challenges with implementation
and provide recommendations for
improvement

* Demonstrate a high level of
commitment in complying with
governance requirementse
implement governance and
compliance strategy to ensure
achievement of institutional
objectives within the legislative
frameworkeAble to advise Local
Government on risk management
strategies, best practice
interventions and compliance
managemente Able to forge
positive relationships on
cooperative governance level to
enhance the effectiveness of local
governmente Able to shape, direct
and drive the formulation of
policies on a macro level
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Competencies |

Basic

Competent

Advanced

Superior

Core Competencies

Moral
competence

* Realise the impact of
acting with integrity, but
requires guidance and
development in
implementing principlese
follow the basic rules and
regulations of the
institutione Able to
identify basic moral
situations, but requires
guidance and
development in
understanding and
reasoning with moral
intent

« Conduct self in alignment with the
values of Local Government and the
institutione Able to openly admit own
mistakes and weaknesses and seek
assistance from others when unable
to delivere Actively report fraudulent
activity and corruption within local
governmente Understand and honour
the confidential nature of matters
without seeking personal gaine Able
to deal with situations of conflict of
interest promptly and in the best
interest of local government

« |dentify, develop, and apply
measures of self-correctione Able
to gain trust and respect through
aligning actions with
commitmentseMake proposals and
recommendations that are
transparent and gain the approval
of relevant stakeholderse Present
values, beliefs and ideas that are
congruent with the institution's
rules and regulationse Takes an
active stance against corruption
and dishonesty when notede
Actively promote the value of the
institution to internal and external
stakeholderse Able to work in unity
with a team and not seek personal
gaine Apply universal moral
principles consistently to achieve
moral decisions

« Create an environment
conducive of moral practicese
Actively develop and implement
measures to combat fraud and
corruptione Set integrity standards
and shared accountability
measures across the institution to
support the objectives of local
governmente Take responsibility
for own actions and decisions, even
if the consequences are
unfavourable
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Competencies

Basic

Competent

Advanced

Superior

Planning and
Organising

« 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 planse
Able to follow existing
plans and ensure that
objectives are mete Focus
on short-term objectives
in developing plans and
actions * Arrange
information and resources
required for a task, but
require further structure
and organisation

« Actively and appropriately organise
information and resources required
for a taskeRecognise the urgency and
importance of taskse Balance short
and long-term plans and goals and
incorporate into the team's
performance objectivess Schedule
tasks to ensure they are performed
within budget and with efficient use
of time and resourcese Measures
progress and monitor performance
results

* Able to define institutional
objectives, develop comprehensive
plans, integrate and coordinate
activities, and assign appropriate
resources for successful
implementatione Identify in
advance required stages and
actions to complete tasks and
projectse Schedule realistic
timelines, objectives and
milestones for tasks and projectse
Produce clear, detailed and
comprehensive plans to achieve
institutional objectivese Identify
possible risk factors and design and
implement appropriate
contingency planse Adapt plans in
light of changing circumstancese
Prioritise tasks and projects
according to their relevant urgency
and importance

* Focus on broad strategies and
initiatives when developing plans
and actionse Able to project and
forecast short, medium and long
term requirements of the
institution and local governmente
Translate policy into relevant
projects to facilitate the
achievement of the institutional
objectives
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Competencies

Basic

Comp}@gnt

Advanced

Superior

Analysis and
Innovation

¢ Understand the basic
operation of analysis, but
lack detail and
thoroughnesse Able to
balance independent
analysis with requesting
assistance from otherse
Recommend new ways to
perform tasks within own
functione Propose simple
remedial interventions
that marginally challenges
the status quoe Listen to
the ideas and perspectives
of others and explore
opportunities to enhance
such innovative thinking

* Demonstrate logical problem
solving techniques and approaches
and provide rationale for
recommendationse Demonstrate
objectivity, insight, and thoroughness
when analysing problemse Able to
break down complex problems into
manageable parts and identify
solutionse Consult internal and
external stakeholders on
opportunities to improve processes
and service delivery = Clearly
communicate the benefits of new
opportunities and innovative
solutions to stakeholderse
Continuously identify opportunities to
enhance internal processese Identify
and analyse opportunities conducive
to innovative approaches and
propose remedial intervention

¢ Coaches team members on
analytical and innovative
approaches and techniquese
Engage with appropriate
individuals in analysing and
resolving complex problemse
Identify solutions on various areas
in the institution » Formulate and
implement new ideas throughout
the institution* Able to gain
approval and buy-in for proposed
interventions from relevant
stakeholderse Identify trends and
best practices in process and
service delivery and propose
institutional applicatione
Continuously engage in research to
identify client needs

¢ Demonstrate complex analytical
and problem solving approaches
and techniquese Create an
environment conducive to
analytical and fact-based problem-
solvings Analyse, recommend
solutions and monitor trends in key
challenges to prevent and manage
occurrencee Create an
environment that fosters
innovative thinking and follows a
learning organisation approache

Be a thought leader on innovative
customer service delivery, and
process optimisations Play an
active role in sharing best practice
solutions and engage in national
and international local government
seminars and conferences

M.c
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Competencies

Basic

Competent

B Advanced

Superior

Knowledge and
Information
Management

* Collect, categorise and
track relevant information
required for specific tasks
and projectse Analyse
and interpret information
to draw conclusionse
Seek new sources of
information to increase
the knowledge basee
Regularly share
information and
knowledge with internal
stakeholders and team
members

* Use appropriate information
systems and technology to manage
institutional knowledge and
information sharinge Evaluate data
from various sources and use
information effectively to influence
decisions and provide solutions®
Actively create mechanisms and
structures for sharing of informatione
Use external and internal resources
to research and provide relevant and
cutting-edge knowledge to enhance
institutional effectiveness and
efficiency

¢ Effectively predict future
information and knowledge
management requirements and
systemse Develop standards and
processes to meet future
knowledge management needse
Share and promote best-practice
knowledge management across
various institutionse Establish
accurate measures and monitoring
systems for knowledge and
information managemente Create
a culture conducive of learning and
knowledge sharings Hold regular
knowledge and information sharing
sessions to elicit new ideas and
share best practice approaches

* Create and support a vision and
culture where team members are
empowered to seek, gain and
share knowledge and informatione
Establish partnerships across local
government to facilitate
knowledge managemente
demonstrate a mature approach to
knowledge and information sharing
with an abundance and assistance
approache Recognise and exploit
knowledge points in interactions
with internal and external
stakeholders

M.c
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Competencies

Basic

Competent

Advanced

Superior

Communication

¢ Demonstrate an
understanding for
communication levers and
tools appropriate for the
audience, but requires
guidance in utilising such
toolse Expressideasina
clear and focused manner,
but does not always take
the needs of the audience
into consideratione
Disseminate and convey
information and
knowledge adequately

» Express ideas to individuals and
groups in formal and informal settings
in a manner that is interesting and
motivatinge Able to understand,
tolerate and appreciate diverse
perspectives, attitudes and beliefss
Adapt communication content and
style to suit the audience and
facilitate optimal information
transfere Deliver contentina
manner that gains support,
commitment and agreement from
relevant stakeholderse Compile
clear, focused, concise and well-
structured written documents

+ Effectively communicate high-
risk and sensitive matters to
relevant stakeholderse Develop a
well-defined communication
strategy * Balance political
perspectives with institutional
needs when communicating
viewpoints on complex issuese
Able to effectively direct
negotiations around complex
matters and arrive at a win-win
situation that promotes Batho Pele
principlese Market and promote
the institution to external
stakeholders and seek to enhance
a positive image of the institutione
Able to communicate with the
media with high levels of moral
competence and discipline

* Regarded as a specialist in
negotiations and representing the
institution® Able to inspire and
motivate others through positive
communication that is impactful
and relevante
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Competencies

Basic

Competent

“Advanced

Superior

Results and
Quality Focus

* Understand quality of
work but requires
guidance in attending to
important matterse Show
a basic commitment to
achieving the correct
resultss Produce the
minimum level of results
required in the rolee
Produce outcomes that is
of a good standarde
Focus on the quantity of
output but requires
development in
incorporating the quality
of worke Produce quality
work in general
circumstances, but fails to
meet expectation when
under pressure

* Focus on high-priority actions and
does not become distracted by lower-
priority activities = Display firm
commitment and pride in achieving
the correct resultse Set quality
standards and design processes and
tasks around achieving set standardse
Produce output of high quality = Able
to balance the quantity and quality of
results in order to achieve objectivese
Monitors progress, quality of work,
and use of resources; provide status
updates, and make adjustments as
needed

* Consistently verify own
standards and outcomes to ensure
quality outpute Focus on the end
result and avoids being distracteds
Demonstrate a determined and
committed approach to achieving
results and quality standardse
Follow task and projects through to
completionV Set challenging goals
and objectives to self and team and
display commitment to achieving
expectationse Maintain a focus on
guality outputs when placed under
pressure= Establishing institutional
systems for managing and
assigning word, defining
responsibilities, tracking,
monitoring and measuring success,
evaluating and valuing the work of
the institution

» Coach and guide others to
exceed quality standards and
resultse Develop challenging,
client-focused goals and sets high
standards for personal
performances Commit to exceed
the results and quality standards,
monitor own performance and
implement remedial interventions
when requireds Work with team
to set ambitious and challenging
team goals, communicating long-
and short-term expectationse Take
appropriate risks to accomplish
goalse Overcome setbacks and
adjust action plans to realise goalse
Focus people on critical activities
that yield a high impact
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2.

INTRODUCTION

COMPETENCE
MODELLING

The Aim of the Personal Development Plan (PDP) is to ensure that Employees are
skilled to meet Objectives as set out in the Performance Management Agreement
as prescribed by legislation. Successful career-path planning ensures competent
employees for current and possible future positions. It there for identifies,
prioritise and implement training needs.

Legislative needs taken into account comes from the Municipal Systems Act
Guidelines: Generic senior management competency framework and
occupational competency profiles, Municipal Finance Management Competency
Regulations, such as those developed by the National Treasury and other line
sector departments’ legislated competency requirements need also be taken into
consideration during the PDP process.

What does an institution mean when it says an employee / prospective employee
is competent if he / she fits a managerial competency framework or occupational
competency profile? The institution is in fact expressing competence as a future-
oriented ideal that they require to achieve their strategic objectives [The
institution is in effect giving a depiction of the desired or required knowledge,
skills and attributes for an individual in a specific position]. For competence to be
useful, the associated competence should be greater than the observed
performance as it will allow the individual growth towards this ‘ideal’.

There is however a risk in expressing a required competence that a current or
prospective employee should adhere to in the future, as the future is, by
definition, uncertain. Managers cannot know how an employee will perform in
the future nor can they know how employees that they did not select, did not
promote, did not award a qualification to, might perform.

Moreover, managers do not make their expressions in a social vacuum. They do
so within a social context in which there are various actors, various stakeholders,
with different interest’s accountabilities, different things they are trying to
achieve and various ways in which others will hold them accountable. If
managers are selecting employees they shall similarly have to justify their
decisions to others. Relevance thus becomes an obvious issue that affects the
level of confidence in such a decision. Various human resources procedures and
systems need to be established to maintain the relevance of the expression of
competence to the requirements of the employer. Confidence is the basis on
which the various parties implicated in the decisions and actions taken within a
competence system will seek to account to others for those decisions and
actions.

When linking a decision that a prospective employee / current employee is
competent the communication is based on what may be called conventions of
assessment. Some common understanding is achieved by which a certain set of
arrangements become socially accepted as the basis for linking different
contexts. Contexts differ, in particular in terms of time. So performance in the
past is linked to future situations in which desired performance is anticipated.
This linking of contexts will normally involve some model, some way of
accounting for the claimed link.

The Department of Cooperative Governance has published a competency
framework for senior managers in January 2014, with focus on the following:
e Critical leading competencies that drive the strategic intend and
direction of local government;
e Core competencies which senior managers are expected to possess, and
which drive the execution of the leading competencies; and
e The eight Batho Pele principles
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PERSONAL :
DEVELOPMENT PLAN |
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APPENDIX.
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3. Column 3: Suggested Training

1. Skills / 2. Outcomes 4. 5. 6. Work 7.
Performan Expected training and Suggested Suggested opportuni Support
ce Gap {measurable [ or ode of Time ty created Person
(in order of | indicators: quantity, developmen F:eliuery Frames to practice
priority) quality and time t activity skill /
frames) developm
ent area |

Training needs must be identified with due regard to cost effedivenes_s and listed
in column 3. : -

4, Column 4 : Suggested mode of delivery

1. Skills / 2. Outcomes 3. Suggested#7 4. 5. 6. Work 7.
Performan Expected training an Suggested ¥ Suggested opportuni Support
ce Gap (measurable [ or mode of Time ty created Person
{in order of | indicators: quantity, developme delivery Frames to practice
priority) quality and time t activity skill /
frames) developm
ent area

The suggested mode of delivery refers to the chosen methodology that is
deemed most relevant to ensure transfer of skills. Mode of delivery consists of,
amongst others, self-study, internal or external training provision; coaching and /
or mentoring and exchange programmes. Training must be conducted either in
line with a recognised qualification from a tertiary institution or unit standards
registered on the National Qualifications Framework (South African Qualifications
Authority), which could enable the trainee to obtain recognition towards a
qualification for training undertaken. It is important to determine within the
municipality whether unit standards have been developed with regard to a
specific outcome (and registered with the South African Qualifications Authority).
Unit standards usually have measurable assessment criteria to determme -
: achleved competency.

5. Coiumn 5 Suggested"Time Lines ' P

1. Skills / 2. Outcomes 3. Suggested 4. f 5. \ 6. Work 7.
Performan Expected training and Suggested Suggested opportuni Support
ce Gap (measurable [ or mode of Time ty created Person
(in order of | indicators: quantity, developmen delivery Frames to practice
priority) quality and time t activity skill /
frames) developm
| ent area

An employee should on average receive at least five days of training per financial
year and not unnecessarily be withdrawn from training interventions. The
suggested time frames enable managers to effectively plan for the annum e.g. so
that not all their employees are away from work within the same perlod and also
: ensurmg that the PDP is implemented systematlcally '

6. Column 6: Work opportunity created to practice skill / devplepmgnt area

1. Skills / 2. Outcomes 3. Suggested 5. V6. work ¥\ 7.
Performan Expected training and Suggested Suggested opportuni Support
ce Gap (measurable for mode of Time ty created erson
(in order of | indicators: quantity, developmen delivery Frames to practice
priority) quality and time t activity skill /

frames) developm

Aentarea J
This further ensures internalisation of information gained as well as return on

investment (not just a nice to have skill but a necessary to have skill that is used
in the workplace).
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Personal Development Action Plan

N\ Q Municipal Manager’s signature:
Employee’s signature : .
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