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This Agreement will commence on 1 Juby 2014 and will remaln 1r force until
30 lune 2015 thersafier a new Performance Agreement, Perfarmance Flan
and Personal Development Plan shall be concluded between the parties for
the next financial year or any portion thereof.

The parties will review the provisions of this Agreement durtng June each
year  The parties will conclude a new Performance Agreement and
Performance Plan that replaces this Agreement at least once a year by not
later than one month after the beginning of each successive financhal year.

This Agreement wil terminate on the termination of the Emplnyee's:

contract of employment for any reason.

The content of this Agreement may be revised at any time during the
above-mentionad period t¢ determine the applicability of the matters .

agreed upon.

if at any time during the validity of this Agreement the work environmment
alters [whether as a result of gevernment or Council decisions or otherwise)
to the extent that the contents of this Agreement are no longer
appropriate, the contents shall immediately be revised,

The Perfermance Plan {Annéxure A] sets out-

Key Performance Areas that the employee should facus on,

Core competencies required from employees.

The performance obhjectives, key performance indicators and targets that
must be met by the Employee. _ .

The time frames within which those performance objectives and targets
must be met. '

The performance objectives, key performance indicators angd targets .

reflected in Annexure A are sét by the Employer in consultation with the

Employee and based on the Integrated Development Plan, Service Dellvery -
and Budget Implementation Plan (SDBIP) and the Budget of the Employer, .

and shali include strateglc objectives; key performance indicators; targets;

projects and activities that may Inchude dates and weightings.' A description |

af these elements follows:

The strategic objectlves descrlbe the strategic intent of the arganlsation

that needs to be achieved.

that must be provided to show that a key abjective has been achieved.

4.2.2.1 The performance Iindicatars may he reviewed at mid-year in
consultation between the Emptayer and the Employee.

The target dates describe the timeframe In which the work must be
achieved,

The weightings show the relative importance of the kay performance
areas, key abjectives, and key performance Indicators to each other.

~ The strategic perfurrhanoe Indlicators provide the details of the evidence :



. 5.8 The Competencles will make up the other 20% of the Employee's E

assessment score, The competencies as prescribed by Regulation 21 of

2014 (Annexure A) and the applicable weightings ou

t of 100% are indicated

helow: ' 5
Walghtjng %, | -
Hiee _ 0%):| |
“il leading competencles 4
:| Strategic » Impact and Influence 1096 '
Directian and | « Institutional Performance Management i
Leadership = Strategic Planning and Management
= Oreanisational Awareness
People * Human Capital Planning and Development 10% '
Management |  Diversity Management i
* Employee Relatlons Management 1
* Negetiatlon and dispute Management i
Programme * Programme and Project PIénnin_g and 10%% '
and Froject Implementation i
Management * Service Delivery Management
* Programme and Project Monitoring and i
Ewaluation
| Finandial « Budget Planning and Execution 10% :
Managemeant * Financial Strategy and Delivery
* Financial Reporting and MonTtaring
Change i +.Change Vision and Strategy 10% .
Leadership * Pracess Design and improvement
s Change Impact Monitoring and Evaluation :
| Gevernance « Poticy Formulatian ' 10%
Leadership * Risk and Compliance management
« Cooperative Governance
Core Competencies -
Meral competence - 5%
_Piaﬁning and Organising  10%
Analysis and Innovation 5%
¥nowledge and Infarmatian Management ) 5%
Communlcation 10%
Results and Quallty Focus 5%
| TOTAL WEIGHTING: 100%
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+7.  Schedule for

Performance
Reviews

Rating

‘i’erminulug_v Drascrighion _% Score

Performance far exceeds
the standard expected of
an empioyee at this jevel.

Outstanding

performance 15?

Performance is
significantly higher than
‘the standard expected in
the job.

Ferformance
sighificantly above
expectations

133 - 166

_Performance fully meets
the standards expected in
all areas of the job.

Fully E.;fl‘fecthre .. 100 - 132

Performance 15 below the
standard required for the
job  in key areas
Performance meets some
of the standards expected
for the job.

Ferfarmance not fully

effective 67-93

Performance - doss  not
mesat the standard
expected for the job. The
employee has filed to
demonstrate the
commitment or ability to
bring performance up to
the level expected in the
‘jok desplts management
efforts to  encourage
Improvement.

Unacteptable
perfarmance

"B.7

B.7.1
672
673
:6.7.4

6.8

72

"3

For the purpose of evaluating the performance of the manager reporting to

the runicipal manager, an evaluation panel constituted of the following

persons must be established-

hMuricipal Manager

Chalrpersan of the performance audit committee
Member of the mayaral committee :
nMunicipal manager from another municipality

The manager responsible for human resources of the municipality must
provide secretariat services to the evaluation panels referred to in sub-
ragulations {d) and e}, '

The performance of each Employee in relation to his / her Performance
Agreement shall be reviewed within the month following the quarters as
indicated with the understanding that reviews In the first and third quarter
may be verbal If performance is satisfactory:

s July — September 2014

Flest quarter {October 2014)
Second gquarter : October — December 2014 Danuary 2014)
Third quarter  ; January — March 2015 {April 2015)
Fourth quarter  : April - June 2015 {July 2015]

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

Performance feedback shall be based on the Employer's assessment of the



112, Dispute
. Rexsolution

{18, General

L 113

S 1131

L 11.3.2

$12.1

122

13.1

. 132

% Rating Over PeHformance | % Bonus

130 - 133.2 5%

i 133.9-137.6 6%
137.7 - 141.4 7%
4L5-1452 2%
e R

150-153.4 10%

153.5—156.8 _ 11%
156.9—-1602 - C12%

160.2—- 1636 13%

163.7 - 167 14%

In the case of unacceptable perfnrmanoe, the Employer shall:

Provide systematic remedial or deue!oﬁmeﬁtal'suppdrt. to assist the
Employee to improve his or her performance.

After appropriaie performance counselllng and having provided the -

necessary guidance and/ or support as well as reascnable time for
improvement in performance, the Employer may consider steps to
terminate the contract of emplnyment of the Employee on grﬂunds of
unfitness or incapacity to carry out his or her dutles.

Any disputes about the nature of the Employee’s performance agreement,
whether it relates to key responsihliities, priorities, methods of assessment

and/ or any other matter provided for, shall be mediated by the mayor -

within thirty (30) days of recelpt of 2 formal dispute from the employee,

whose decision shall be final and binding on both parties. The decision of -
the mediator {Mayor) shall be finzl and binding on both parties whose

decision shall be final and binding on both partles.

Any disputes about the outcome of the employee’s performance evaluation,

must be mediated by a member of the municipal council, pravided that .
such member was not part of the evaluatlon panefl provided for in sub-
regulation 27(4) {e} of the Municlpal Perfarmance Reguiaticons, Regulation -

505 of 2006, within thirty {30} days of recelpt of a formal dispute from the
employee, The decision of the mediator shall be final and binding on both
parties whose decision shall be final and binding on bhoth parties.

The contents of this agreement and the outcome of am;r review conducted in
terms of Annexure & may be made avallable tq the public by the Employer.

Mothing in this agreement diminishes the obligations, duties or
accountabllities of the Employee in terms of his/ her contract of
employment, or the effects of existing or new repulations, circulars,
poilcles, directives or other instruments.
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Mame: Edith Margaret Tukakgomo
Position: Executive Manager Development Planning
Accountable 1o: The Municipal Manager

Plan Period: 1 July 2014 — 30 June 2015




1. INTRODUCTION

PURPOSE:

The performance pltan defines the Cauncil's expectations of the emplayee’s performance agreement to which this document is attached and Section 57 {5)
of the Municipal Systems Act, which provides that performance objactives 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.

STRATEGIC ALIGNMENT:

The Objects of Local Government as outlined in the Constitution, Key Parfarmance Areas (KPAs) as outlined in the Local Government: Muricipal Planning
and Performance Management Regulatians (2001) inform the strategic oblectives per B5C perspective and the ultimaie outcomes to be achieved are listed
in the tahle 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 GCWVERNMENT

| KPA

Strategic Objective

for local communities

Pravide democratic and accountable government

Financial Viahility

Enhance revenue and financial management

Encourage the involvement of communities and
community organisations in the matters of local
government

. Good Governance and Public Participation

carporate governance

Capacitate disadvantaged groups

Transfermation and Organisatiocnal Development

Provide quality and well maintained
infrastructural services in all municipal areas

Improve functionality, performance and
professionalism

Fromate a sate and healtthy envirenment

.. Ensure the provision of services to communities
_1n a sustainable manner.

Service Delivery and Infrastructure

Protect the environment and improve
community well-being

Promote social and economic developmeant

Local Economic Development

to Invest and prosper

Im.._mm tial Rationale

Rational planning to bridge first and second
economies and provide adequate land for
development




The vision of the Development Planning Directorate is as follows:

“Land use management system far economic growth and development”

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

SHORT TERM STRATEGIES (3-5

[ MEDILM TERM STRATEGIES {5-
10 YRS)

LONG TERM STRATEGIES (10
YRS+)

¢ Review w_.._.:n:_._m plan
application fees

* Implement bullding
regulations and by-lawns

s Implement building
regulations and by-laws

® Maintain data base f register
of outdoor adverlisements

FPROGRAKIMES PROGRAMME OBJECTIVE iMMEDIATE STRATEGIES {1-2
/ FOCUS AREAS YRS) ¥RS)
Building plans Implement an effectiva * Develop a punitive strategy for
administration | administrative/regulatory dealing with building
and framework for building regulation transgressors {e.g.
inspectorate plan appraval by 2016 daprivation of electrical
. services of transgressors}
& Streamline and monitor the
building plan approval process
! # Fasttrack the contravention
process
& Review the fine= far bullding
contraventions
Outdoor To ensure compliance to » Promulgzate Municipal
. advertising the legislated application Outdoor Adverlising By-laws

procedures by 2015

« Removal of llegal advertising
structures

* Tocanclude
interdepartmental MOLU with
RAL for the co-prdination and
enanagement of outdoar
advertising Formmlate data
base f register of qutdoor
advertiserants

» Establish comprehensive
outdoor adverlising
cormporent

» Enforee outdoor by-laws




FROGRAMMES
f FOCUS AREAS

PROGRAMME OBIECTIVE

© IMMEDIATE STRATEGIES (1-2
YRS}

SHORT TERM STRATEGIES (3-5

YRS

MEDILUM TERM STRATEGIES {5-
10 ¥RS)

LONG TERM STRATEGIES {10
YRS+

Fuhlic Private
Partherships

w Toidentify and convert
one oot af tes of
patential investars (hath
locak and foreizn) ta

# Foster {GR relationships

w Devefop Collabaration
agreements with both public
ang private entities on

w Maintain LDF structure and
LED working group

« Maintain good relationships
with strategic partners i

"« Maintain gand relationships

with strategic partners

» Maintain good relationships
wilh strategic partners

+ Facilitate SMME development
in identified sectars

» Facilitate SMME development
in identified sectars

invest by 2022 pragramme implementation
» Maintair good relationships
with strategic partners
SMMEs s To Mentify and utilise » Pay SMMEs in 20 days.
local resources o create | » Fast track municipal licensing
appariunities for far small lraders.
economic growth and * Ensure compliance and
employment by 20015 enfarcement of informal
traders by-laws
e Grow Rogigoud emerging
farmers to became
prosperaus farmers
# Review and revive the
Lephalale agri-carrider
initiative
+ Coordinate economic
developrnent programmes
and formulate palicies and by-
faws that encourage
entreprenzurship
. develapmont
Touristt s To develop and promote | » Promating taurism and
Development the tourism office, attractions through the
tourism establishmenls Lephalale Tourisim Association
and attraction facifities and exhibitians
by 2017 « Capacitating touristn office

= Suppart naﬂﬂc:;,__.qn_.._um.q.mm:,_.
Association{CTA] operaticns
with effice accommodation

« Establish LED offices at each
major programme to menitor
SMME

+ Davelopment of tourtsm
policies, strategias,
pracedures and processes

& Touristy marketing




Setting service standards:

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

Regquired are standards that are precise and measurable so that users can judge for themsealves 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.

To achieve the goal of making South Africa globally competitive, standards should be benchmarked (where applicable) against those used internationally,
taking into accoumt South Africa®s current leved 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 Sauth Africans who do not
have access to ther. Batho Pele also aims to rectify the inequalities in the distribution of exisiing services. Examples of initiatives by government o
improve access to services include such platforms as the Gateway, Multi-Purpose Cornmunity Centres and Call Centres,

Accessto 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 continuaus, kenest 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 percaptions that the citizens in general have about the attitude of the public servants.

Providing infarmation:

As a requirement, available information about services shouid 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 infarmation
about the organisation, and all other service delivery related matters available to fellow siaff members.
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SERVICE DELIVERY AND ﬁmmmﬂwibzﬁm INDICATORS

development

within 2 months of
receipt of application

number of considered
applications divided by

tatal number of

backlog plus (+) new

applications *100

3.
'kpa [ STRATEGIC PROGRAMME/ | | INDICATOR TITLE METHOD OF | BASELINE [ TARGET | TARGET | TARGET | TARGET
. DBJECTIVE FOCUS AREA B CALCULATING QL{UL- ' Q2{0CT- | O3 (JAN- | Q4 (APR
_ | SEPT} DEC} MAR} - JUN}
[KPA1: Spatial Ratignal planning Building Plans M | Percentage of building ;| Number n._q.?..:_n__.:m 100% 1000 1001% 100% 100%
Rationale to bridge firstand | Administration _ | eontraventions contraventions
second economies | and Inspectorate | 1 | attznded {submitted attended to within 1
and provide 1 | for legal action) within | manth from detection
adequate land for 4 | 1 manth from YTD divided by
development detection Mumber of building
contraventions
detected YTD *100
KPAL: Spatial Rational planning | Building Plans B | Percentage of building | Mumber of plans 100%; 1005, 100% 100%;
Rationale to bridge first and Administration _ | plans assessed within gssessed within 6
second economies  and Inspectorate | 2 | 1% months {6 weeks) weeks of receipt of
and provide . 7 ! of receiptof building | building plan YTD /
adequate land for 0 " plans Humber of building
development plans received YTD
" *100
KPAl: Spatial Raticnal planning Land Use M | Average % of land use | The caleulation takes  100% 100% . 100% 100% 108%
Rationale to bridge first and _ | {rezoning, special - into account the
second economies 1 | consent for other uses) | backlog brought
and provide 4 | applications forward from the
adequate land for 4 | considered by EXCO previous month:

11




KPA STRATEGIC "PROGRAMME / 1 [ INDICATOR TITLE METHODOF | BASELINE | TARGET | TARGET ' TARGET | TARGET
QBJECTIVE FOCUS AREA B CALCULATING . Q1{juL- | Q2{QCT- ; Q3 {JAN- | Q4 {APR
: SEPT} DEC} MAR) - JUN}
KPAd: Local Create a conducive | lob Creation W [ Mumber of johs Count the Number of | 183 320 . 40 960 1280
Economic environment far _ | ereated through i jobs created through :
Cevelopment businesses to & | municipal LED and municipal LED and
imvest and prosper 8 | capital projects {from capital projects (from
1 & | municipal budget) ¥T0 | municipal budget} ¥TD
KPA4: Local Create a conducive | Job Creation M | Number n:cw.m Count the Numberof | 650 213 425 658 250
Economit environment for _ | ereated through jobs created through
Development | businesses to 5 | municipality's LED municipality's LED
invest and prosper 1 | nitiatives including initiatives including
capital projects and capital projects and
strategic partners strategic partners
(energy generation, fenergy generation,
new mines and other new mines and other
business proposals) business proposals)
- YTD YTD
KPAL: Local Create a cenducive | Marketing and K | Number of meetings Count the Number of Mot 1 1 2
Ecenomic environment for Branding _ | held with strategic meetings held with applicable
Developrment businesses to & | partners YTD strategic partners YTD this
invest and prosper 3 quarter
B
KFA4: Local Create a conducive | Marketing and ® | Humber of business Count the Numberof |1 Not 1 i 2
Economic environment for Branding _ | proposals received and | business proposals applicable
| Development businesses to & | approved by Council received and this
" invest and prosper 9 ¥TD appraved by Cauncil guarter
1 ¥TD

13




... DETAILED CAPITAL WORKS PLAN

The projects for which the employee is respansible to implement and report on follow:

KPA STRATEGIC PROGRAMME . PROJECT M| COMPLETION | QUARTER 1 OUARTER 2 | QUARTER 3 QUARTER 4
OBIECTIVE f FOCUS AREA | NAME 0| DATE % ACTIVITY / % .- | ACTIVITY/ | % ACTIVITY/ - | % ACTIVITY /
1. . | [DD/MM/YY] | PROG | MILESTONE | PROG ;-MILESTONE | PROG | MILESTONE | PROG | MILESTONE
KPA4: Local Create 3 Joh Creatian Twye [2) P| 3010/ 2014 10% | Cuotatfons 100%  Delivery 100% | Delivery 100% | Delivery
Economic oonducive gifice chairs and purchase :
Development | environmenl far Cfor Visitars 3
busincsses to 2
inwvest and
[ prosper I ' N )
T KPAL: Local Create a Job Creation White P 31/12/2004 10% Quatations  * 100% | Delivery 100% | Delivery 100% | Delivery
Econoimic conducive Board . and purchase
Development | environment for 4
businesses to ] .
invest and : :
prasper . e
KPad: Local Create a Job Creation Purchase Fo31/12/2014 10%  Quotations 100% | Belivery 100% | Delivery 1002 | Celivery
Econamic conducive refrigerator | _ . and purchase
Development | enwviranment for (Bar Fridge] | 4
businesses ta 1
itwest and
prosper
Kerad: Lopcal Createa Job Creation Purchase of | P| 31/12/2014 10% Clurtalions 100% | Delivery 100%  Delivery 1008 | Delivary
Economic canducive 1 Municipal | _ and purchase
Develaprnent ; environment far . branded 4
husinesses to _ Gazebos; Z
invest and with 1
prosper faldable i
tables and
10 foldable
chairs

[
L]




KFA STRATEGIC PROGRAMME | PROJECT _ M| COMPLETION ! QUARTER 1 QUARTER 2 QUAFRTER 3 QUARTER 4
. DBIECTIVE F FOCUS AREA | NAME | DATE P 9% ACTIVITY J . o ACTIVITY o8 ACTIVITY f % ACTIVITY [
. - . | (DD/MM/YY] | PROG | MILESTONE | PROG | MILESTONE | PROG | MILESTONE | PROG | MILESTONE
KPATL: Spatial Rational plarning Land Use Filing F| 31/12/2014 10% {uatations 100% | Delivery 100% | Delivery 100% | Delivery
Rationale ta bridge first : Cahinets X | _ and purchase
and second 10 4
economies ard 7

© provide adequate
i land for

development
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Campetencies

Goverhance Leadership

Campetency Definttion

Weighting %
{total 100%)

* Policy Formulation
« Risk and Compliance management
* Cooperative Governance

Able to promote, direct and apply professionalism in managing
risk and compiiance 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

16%

Core Competencies
Maoral competence

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

3%

Planning and Qrganising

 Ahle to plan, prioritise and organise information and resources

effectively to ensure the quality of service delivery and build
efficient contingency plans fo manage risk

10%

Analysis and lnnovation

- Knowledge and
information Management

Able to critically analyse information, challenges and treads to
establish and implement faci-based solutions that are
innovative to improve institutional processes in arder to
achieve key strategic objectives .
Able to promote the generation and sharing of khowledge and
information throueh various processes and media, in order to
enhance the collective knowiadge base of local government

5%

5%

Cammunicatian

Able to share information, knowletlge and ideas in a clear,
focused and concise manner appropriate for the audience in
order to effectively convey, persuade and influence
stakehalders to achieve the desired outcomes

10%

Results and Quality Focus

Ahle to maintain high quality standards, focus on achieving
results and objectives while consistently striving to excead
expectations and encourage others to meet guality standards.
Further, to actively monitor and measure results and quality
against dentified objectives

5%

iore detaiis related to each competency is attached as Annexure Al to this plan.
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7. RATING SCALFS

The assessment of the perfarmance of the Employee will he based on the following rating scale for KPAs and Campetencies:

Level * Terminology Deascription

g Qutstanding Perfarmance far exceeds the standard expected of an employee at this level. The appraisal indicates that the Employee
performance hag 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 Ferformance is sighificantly 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 Employese has

_ fully achieved affective results against all significant performance criteria and indicators as specified in the PA and
- Performance Plan.

Z Perfarmance 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 Perfermance Plan.

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

periormance achieved below fully effective results against almost all of the performance criteria and indicators as specifisd in the PA
and Performance Plan. The employee has failed to demonstrate the commitment or ahility to bring performance up to
the level expected in the Job despite management effarts to encourage Improvement,

21




16.
11.

The Personal Development Plan {PEP) can be reviewed after the peirformance evaluation had been finalised in case where more clarity has been
established on what the essential develoomeant needs for the relevant person will be.

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

Ferformance bonus, based upon the annual evaluation, will be subject to approval by Council.
The performance evaluation resubts of the Municipal Manager will also be subrnitted to the MEC responsible for Local Government in the Province.
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The required achievement levels in terms of Regulation 21 of 2014 are as follows:

Competencies

| Basic

| competent

_ Advanced

mc_..:m..iq

Leading competencies

strategic
Direction and
leadership

| « Understand institutional

and departmental
strategic objectives, but
lacks the ahility to inspire
others to achieve set
mandate » Bescribe how
specific tasks link to
institutional strategies but
has limited influence in
directing strategy =Has a
hasic understanding of
institutional performance

management but lacks the :

ability to integrate
systems into a collective
whole eDemonstrate a
basic understanding of ey
decision-makers

» Give direction to a team in realising
the institution's strategic mandate
and set nbjectives = Has a positive
impact and influence on the morale,
engagement ang participation of
team members = Develop action
nlans 1o execute and guide strategy
implementation » Assist in defining

¢ performance measures to monitor

the progress and effectiveness of the
institution « Displays an awareness of
institutional structures and political
factors = Effectively communicate
barriers to execution to relevant
parties = Provide guidance to all
stakzholders 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 = Align strategy

. and s0als 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 politicat
factors, and the consequences of
actions = Empower athers to faollow
strategic direction and deal with
complex situatians =Guide the
institution through complex
situations and amhiguous concerm
* Use understanding of power
relationships and dynamic tensions
among key players to frame
communications and develop
strategies, positions and alliances

= Structure and position the
institution to local government
priorities = Actively use in-glepth
knowledge and understanding to
develop and implement a
comprehensive institutional
framework * Hold self accountable
for strategy execution and resufts

+ Provide impact and influence
through building and maintaining
strategic relationships «Create an
environment that facilitates loyalty
and innovation = Display a superior
tevel of self-discipline and integrity
in actions « Integrate various
systems into a collective whole to
ogptimise institutional performance

- management «Uses understanding

of competing interesis to
manoceuvre successfully toa
win/win outcome
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Superior

' Competencies Basic . Competent Advanced
Frogramme and « initiate projects after » Establish broad stakeholder * Manage multiple programmes
Project approval from higher involverment and communicate the and balance priorities and canflicts
hManagement autharities* Undearstand praject status and key milestoness according to institutional goalse

procedures of pragramme
and project management
methodology, implications
and stakeholder
involverment= Linderstand
the rational of projects in
relation to the
institution's strategic
objectives* Document and
communicate factors and
risl associated with own
worke Use results and
approaches of successiyl
praject implementation as

: glide

Define the roles and responsibilities

of the project team and create clarity
arpund expectationse Find a balance
between project deadline and the
guality of deliverables= |dentify
apprapriate project resources to
facilitate the effective completion of
the deliverables= Comply with
statutory requiremnents and apply
palicies in a censistent manner +
Monitor progress and use of
resaurces and make needed
adjustments to timelines, steps and
resource allocation

Apply effective risk management
strategizs through Impact
assessment and resource
requirements= Modify project

¢ seope and budget when required

without compromising the guality
and objectives of the project=
Involve top-fevel authorities and
relevant stakeholders in seeking
project buy-ine [dentify and apply
contemporary project
management methodology=
Influence and mativate project
team io deliver exceptional
results» Bonitor policy
implementation and apphy
procedures to manage risks

« Understand and canceptualise
the [one-term implications of
desired project outcomese Direct a
comprehensive strategic macra
and micro analysis and scope
projects accordingly to realise
institutional ohjectivess Consider
and initiate projects that focus on
achievement of the long-term
objectives= Influence people in
positions of authority to implement
outcomes of projectss Lead and
direct translation of pelicy info
workable action plans= Ensures
thal programmes are monitored 1o
track progress and optimal
resource utilisation, and that

. adjustments are made as naaded
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Competencies Basic Competent Advanced ) Superior
Change « Display an awarengass of | + Perform an analysis of the change = Actively monitar 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 henefits of
transfarmation inttiativese
Able taidentify basic
needs for changer [dentify
gaps between the current

P and desired state.

Identify potential risk and
challenges to
transformation, including
resistance to change
factors+Participate in
change programmes anc
pilcting change
interventionse
Understand the impact of
change interventions on
the institution within the
hroader scope of lazal
government

- BCONoMmic environment* Maintain

calm and focus during changes Able
0 aszgist team members during
change and keep them focused on
the deliverables« Valunteear to lead
change efforts outside of own work
team* Able to gain bhuy-in and
approval for change from relevant
stakeholders= ldentify change
readiness levels and assist in resolving
resistance to change factors+ Design
change interventions that are algned
with the institution's strategic
ohjectives and goals

relevant stakeholderss Secure buy-
in and sponsorship for change
initiatives= Continuously evaluate
thange strategy and design and
introduce new approaches to
enhance the institution's
effectiveness+ Build an nurture
relationships with various

" stakeholders to establish strategic

alliance in facilitating change» Take
and lead in impactful change
programmess Benchmark change
interventions against best change
practices+ Understand the impact
ard psychology of change, and put
remedial interventions in place to
facilitate effective transformatione
Take calculatzd risk and seek new
ideas from best practice scenarins,
and identify the potentiai for
implemeantation

who support the interventionss

© Actively adapt current structures

and processes to incorporate the
change interventionses Mentor and

; Euide team members on the

effects of change, resistance
factors and how to integrate
change=Mativate and inspire
others around change initiatives
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_Competencies |

Basic

] Competent

Advanced

Superior

Care Competencies
Morai :
Competence

» Feaiise the impact of

acting with integrity, but

requires guidance and
development in
implementing principless
Follow the basic rules and
regilations of the
institutione Able to
tdentify basic moral
situations, but requires
guidance and
development in

" understanding and

reasoning with maoral
intent

= Conduct self in alignment with the
values of Local Government and the
institution= Able to openly admit own
mistakes and weaknzsses and seek
gssistance from others when unable
to deliver= Actively report fraudulent
activity and corruption within lacal
eovernment* Understand and haonour

. the confidential nature of matters

without seeking personal gain= Able
to deal with situations of conflict of
intere=t promptly and in the best
interast of local government

= ldentify, um,._ﬂm_cuﬁ and apply
measures of self-corractions Able
ta gain trust and respect through

i aligning actions with

commitments+hake proposals and
recomrmendations that are
trangparent and gain the approval
of relevant stakeholderse Present
values, beliefs and ideas that are
congruent with the institution's
rules and regulationss Takes an
active stance against corruption
and dishenesty when noteds
Actively pramote the vafue of the
institution to internal and external

. stakeholders» Able to work in unity

with a tearn and not seek personal
gain® Apply universal maral
principles consfstently to achieve
rmaral decisions

= Create an envirgnment
conducive of moral practicess
Actively develop and implement
measures to combai fraud and
corruption= Set integrity standards
and shared accountability
measures acnoss the Institution to
suppart the objectives of local
governments Tale responsibility
for own actions and decisions, #ven
if the consequences are
unfavourable




Superior

= Coaches team members on

Competencies Basic Campetent _ Advanced
Anaiysis and » Lingderstand the basic * Demonstrate logical problem
lrnowvation operation of analysis, but | soiving technigues and approaches  : analytical and innovative

lacl detail and
thoroughness= Able to
balance independent
analysis with requesting
assistance from otherse
Recommend new ways to
perfarm tasks within own
function= Propose simple

'remedizl interventions

that marginally challenges
the status quo= Lisien to
the ideas and perspectives
of others and explore
opportunities to enhance
such innowvative thinking

and provide rationale for
recommendationse Demonstrate
ohjectivity, insight, and thoroughness
I when analysing problems+ Abie to
break down complex problems into

~ manageable parts and Tdentify
| solutions= Consult internal and

external stakeholders on
oppartunities (0 IMProve processes
and service delivery » Clearly
commmunicate the benefits of new
opportunitias and innovative
solutions to stakeholders»

enhance internal processes+ identify
and analyse opportunities conducive
to innovative approaches and

" propose remedial intervention

Continuously identify opportunities to

approaches and techniguess
Engase with appropriate
individuals in analysing and
resolving complex problemss
ldentify solutions an various areas
in the institution « Formulate and
implerment new ideas throughout
the institution= Ahle to gain
appraval and buy-in for proposed
interventions from relevant
stakeholders+ |dentify trends and
" best practices in process and
service delivery ard propose
institutionzl applications
Continuoushy engage in research to
identify client needs

 Demonstrate complex analytical
and problem solving approaches
and techniguese Create an
environment cenducive to
anzlytical and fact-based prablem-
salving= Analyse, recommend
salutions and manitor trends in key
challenges fo prevent and manage

. occurrences Create an

environment that fosters
innowvative thinking and follows a
learning organisation approach+

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

Basic

Cempetent

hn:m:m.mm.

Superior

Cammunication

+ Demonstratie an
understanding for
communication tevers and

* tools appropriate for the

audience, hut reqguires
guidance in utilising such
tools* Express ideasina
clear and focused manner,
but does not always take
the neads of the audience
into considerations
Disseminate and convey
information and
knowledge adequataly

s Express ideas to individuals 2nd
groups in formal and informal settings
in a manner that is interesting and
maotivatings Able to understand,
tolerate and appreciate diverse
perspectives, attitudes and heliefs=
Adapt communication content and
style to suit the audience and
facilitate optimal information
transfers Deliver contentin &
manner that gains suppart,
commitment and agreement from
relevant stakeholders= Compile

i clear, focused, cancise and well-

structured written documents

= Effectively communicate high-
risk and sensitive matters to
refevant stakeholderss Develop a

! well-defined communication

strategy = Balance political
perspectives with instituticnal
neads when communicating
viewpoints on complex issues=
Able to effectively direct
negotiations around complex
matters and arrive 8t 8 win-win
situation that promotes Bathe Pele
principles= Market and promote
the institution to external
sitakeholders and seek to enhance
a positive image of the instituticn=
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 athers through positive
communication that is impactful
and relevant + Creates an
environment conducive to
transparent and productive
cammunication and critical and
appreciative conversations

+ Able to coordinate negotiations
at different levels within local
government and externally
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