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"~ Introduction

ENTERED INTO BY AND BETWEEN:

The Municipality herein represented by Adv. Mokgadi Betty Makgato in her capacity as the Acting
Munlclpal Manager (hereinafter referred to as the Employer ar Supervisor}

and

Kgoroshi Simon Motebele Employee of the Munleipality {herginafter referred to as the Employes).
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Annexure A
Personal Performance Plan

Mame: Kgoroshi Simon Motebele
Position: Executive Manager Strategic
Accountable to: The Municipal Manager

Flan Ferind: 1 July 2014 - 30 June 2015
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1. INTRODUCTION

FURFOSE:

The performance plan defines the Council's expectations of the employee’s perfarmance agreement i which this dacument 1s 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 {I0P) and the Municipality's Service Delivery and Bodget Implementation Plan [SDBIP) and as reviewed annually.

STRATESIC ALKGNMENT:

The Objects of Local Governmendt as autlined in the Constitution, Key Performance Areas {KPAs) as cutlined in the Local Government: Municipal Planning and
Performance Management Regulations {2001) inform the strategic objectives per BSC perspective and the ultimate outcames to be achigved are listed in the
table helow. The indicators and targets are aligned to contribute to the achievement of the objectives aver the longer term, in 50 far it is relevant ta the
functions of the employes.

OBIECTS OF LOCAL GOVERNMENT - " .~ |KPA- - .~ .0 .0 7" ... . {Gtrategic Objective Lo
Prowide democratic and accountahle gavernment far Financial Viability Enhance revenye and financial managoment
local communites Good Governanes and Public Participation Respansible, accountable, effective and efficient
o corporate governance
Encourage the involvernent of communities and Capacitate disadvantaged groups
community crganisations in £he matters af local Transformation and Organisativhal Development Provide quality and well maintained infrastructoral
government services in all munictpal areas
Irprove functionaliy, performance and
professionalism

Promote a safe and healthy environment o Service Crelivery and Infrastructure Protect the environment and improve community
Ensure the provision of services Lo communities in a wiell-haing
sustainable manner.
Pramote social and econamie development | Local Ecanomic Development Create a conducive environment for businesses to
invest and prasper
Spatial Rationale Ralional planning to bridge first and second

economies and provide adaquate 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:
“To build o vibrant city and be thé energy hub of Africa™
The Municipality's Missien:

“We are committed to rural development, provision of quality, sustaingble and affardable services, financial viahility and good governonce, local
economic development ond jobz creation™

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

Valig - o . ¢ Description” ... . .

Community orientation . Frovide m..sn_ n.”_m_qu .m:m_m_.:m.._u_m mmEmnmm forthe Eu_._umm .nu._._._ 3_._:._5..

._.qmzmmm_.m:@ Invite and encourage public sharing and demecratic participation in council’ s activities.
Commitment Focus and concentrate on council's core activities in a consistent manner.

Business orientation Subscribe ta, and comply with, the best business practices,

integrity Conduct council's business in a Tair, amm.mm_.igmh flexible, equitable and honest manner.
Accountabiltty ...mm_uni regularly to all stakeholders regarding council's actual performance.

Environmental Care With all the development in _.m_u_._m_m_.,mﬂ the municipality will focus an taking care of the environment.
Empowerment To be seen to be empowering our people, knowledge is power. T




The vision of the Strategic Management Directorate is as Tollows:

# "To hove research capacity that enhances innovation and enahles the Municipality fo proactively address developmentol issues in an effective

=

e

and comprehensive monner

Ta be a professional ond techralogically driven straiegic management directorate with a credible and fiduristic Integrated Develspment Plan

that drives the budget”

in the day to day activities, the empioyee is also required ta contribute to the achievements of the following operational ohjectives and strategiss:

involving sector departments in municipal
planning

Regular public particfpation, keeping
community merbers informsd and
invalved In planning decisions

Froper project pricritisation based upon
MDP, strategic plan and innovatian — I0F
to inform the budget

« Artendance of sector planning
and involving sector
departments it municipal
planning

= Regular public participaticn,
keeping commmunity members
informed and involved in
planning decisions

» Froper project pricritisation
based upon NOP, strategic
plan and innovation —i0P to
inform the budget

departments in murcipal
planning.

+ Regular public participation,

keeping communiiy members
informed and invalved in
planning decisions

» Propes project prioritisation
based upon NDP, strategic
plan and innowvation — IDP 1o
inform the budget

| PROGRAMMES PROGRAKME | IMRMEDIATE STRATESIES (1-2 ¥YRS) SHORT TERW STRATESIES (3-5 WIEDILK TERM STRATEGIES {5- LONG TERM STRATEGIES (10
J FOCUS AREAS. | OBIECTIVE ' : . YRS : 10 ¥RS) . ’ YRS+} -
Integrated + Credible IDP & Capacitate IDP unit with research capacity | = Building capacity through staff | » Development of strategic = Plan beyond 30 years
Pevelopment aligned with the and innowative thinking tompliment in IBP division plans with the long term vision
Flanning NEP and driving = Development af stralegic plans with the » [levelopment of strategic in mind
the budgel lorg Lerm visien in mind plans with the long term vision | & Attendance of sector planning
processes = Attendance of sector planning and in mind and involving sector




LONG TERM STRATEGIES {10

PROGRARMMES PROGRARME IMWEDIATE STRATEGIES [1-2 YRS) SHORT TERM STRATEGIES [3-5 MEDILUK TERR STRATEGIES {5-

{ FOCUS AREAS | OBIECTIVE : YRS 10 YRS} : YRSt}

Performance « Ensure = Implerment framewaork. = Zystain performanee = Building Pl unit with P = Suslain the performance

Mamagement atcountalily = Cascade EPM to divisional manager level management and cascade specialists Fnanagement syslerm.,
through the « Expand PMS unit EPRA to [owvel B » Investigate and
implementation of « Camply with PM legislation. implement cascading to
integrated + Building Ph unit with PR all levels if viable.
performance specialists = Building P& unit with FM
management specialists
through timely, + Decentralise PS5 support

accurake and
validated data for
reporting and
abtaining
ungualified audit
opinian

to all directorates

Communication

Prompt, agile and
accurate
communication to
the cornmunity
through making
use of technology

= Develop data base of contact details for
all community membears.

s Development internal and cxternal
newslotters.

* Capacitata commanication unit,

¢ Respurce the unitwith relevant
technology

» Update wehsite on manthly basis

s Making use of social media to
communicate with communities

& Development and
implementation af
Commanication policy,

= Annually review
communication strategy and
policy.

» Update website on monthly
basis

Anrnually review
communication stratepy and
palicy

Building capacity in
communication unit.
Update website on monthhy
basiz

+ Building capacity in
communication unit

Public
Participation

T ensure
continuous
COMmmraty
invohrerment
{knowlcdge s
poner)

= Developrment and implementation of
pubiic participation palicy

« Capacitate stakehalders to
enszure that peaple are
democratically active in
derision making

» Implement public
participatian palicy

Capacitate stakeholders to
ensure that peaple are
demuocratically active in
decision making

* Ensure that peaple
urderstand thefr rales and
responsibilities in
democratic governiment




MEDIUM TERM STRATEGIES {5-

LONG TERM STRATEGIES {10

cormmittess at all
tirmes

PTOCESSES
i # Training of ward councillors and ward
CoMmmittess
= Monitaring and evaluation of the
functionality of ward comrmiltees by the
Speaker

w Monitoring and evaluation of
the funrtioaality of ward
commitiees by the Speaker

& kionitoring and evaluation of
the functionality of ward
cormmittess by the Speakar

PROGRAMMES {1 PROGRAMME IMMEDHATE STRATEGIES [1-2 YRS) SHORT TERM STRATEGIES {3-5
JFOCUS AREAS | OBJIECTIVE . YRS} 10 ¥RS) YR

: Ward s To have fully » Consullation with CoGHSTA regarding & Training of ward councillors = Training of ward ¢ouncillors & Training of ward
Committeas functional ward their training plans during Budgsting and ward committees and ward committees councillors and ward

committess

» Wonitoring and evaluation
of the functionality of
ward cammittees by the
Speaker




PROGRAMMES
{ FOCLIS AREAS

PROGRAMME
OBIECTIVE

IMBIELHATE STRATEGIES [1-2 ¥RS)

SHORT TERM STRATEGIES [3-5
¥YR3) '

MEDILM TERM STRATEGIES {5-
10 YRS}

LOMS TERM STRATESIES {10
¥R5+] '

Special Projects

= Pdainstreaming andd
BT Ower
vulnerable groups
such as peoplc with
disabilities,
children, aged,
victims of abusa,
yvauth and
HIVfAIES

» |pdate database far all valnerable groups
and strergthen existing structuras and
establish non-existing structures

* Cregte awareness amongst disadvantapged
groups an their opportenities, especially
an employrnentt equily regarding peope
with disahilities

& Encourags people to declare their status
sa that they can henefit from praferential
appartunities

= Canduct an audit of facilities to establish
access for disabled people

» Partner with Childline in creating
awrareness regarding child abuse

+ Ermbark on awareness caimpaigns with
elderly regarding abuse and safety

& Conduck awareness campaigns with
young people regarding employment
opportunities, substance abuse,
HIV/AIDS, abuse, safety, leadership and
rmoral behaviours in partnership with
MPOs and NGOz

* Conduct research of possible NPOs and
W&Os (e.g. Peace Corps] regarding
partnerships for awarensss campaigns

= Yisit other municipalities that run
successful awareness programmes

» Deyelop and implement an annoal
programme for special projects

» Create opportunities for professional
spart stars to ermerge and attend sporting
evants to identify potential stars and
inwite seouts

+ Create awareness amongst

groups on their opoortunities,

especially on employment
equity regarding people with
disabilitizs

= Encaurage peaple w0 declars
their status so thal they can
benefit from preferential
opportUnties

= Develop and implement an
annual programime for special
project programme

& Continuously do research on
hroadening the prograrmmmes

« Create opporiunities for
professional sport stars to
SMErge Create apportunities
far professicnal sport stars to
emerge

s Strengthen existing stractures
» Create cooparation amongst
structures.

Develop and implement an
annual programrme for special
project programme

Continuously do research on
broadcning the programmes

& Create opportunitias for

professional spart stars to
emerge Create opportumties
for professianal sport stars o
BITISrEE

* Strengthen existing
structures

» Cregte coopetation
amongst structures,

+ Develop and implement
an annval programime for
special project
PFGET AT

= Cantinucusly da research
an hroadening the
PrOEramrmes

» Create opportunities for
professional spart stars to
emerge Create
opporunities far
profossional spor stars to
emerge




In terms of Regulation 21 of 2014, Local Governmeant: Regulations on appointment and conditions of ermployment of senior managers?, focus should also be
on applying the eight Batha Pele Principles?.

The Batho Pele principles are as follaws:

Consultation:

There are many ways t¢ consult users of services including conducting customer surveys, interviews with individual usars, consultation with groups, and
holding meetings with consumer representative bodies, NGOs and CBDs. 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
Cevelopment Plans (iDPs) and Tts implementatien in Local Government sphere.

Setting saervice 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 judsge for themselves whether or not they are receiving what was promised. Some
standards will cover processes, such as the length of time taken to autharise a housing claim, to issue a passport ar identity document, or even to respond
to letters.

Ta achieve the goal of making South Africa globally competitéve, 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 fmmewaork for making decisions about delivering public services to the many South Africans who da not
have access to them. Batho Pele also aims to reciify the inequalities in the distributicn of existing services. Examples of initiatives by government to
improve access ta services include such platforms as the Gateway, Multi-Purpose Community Centres and Call Centres.

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

1 Regulation 21 of 2014, Local Government: Regulations on appointment and conditions of empleyment of senior managers is available on: www.gpwonline.co.za
2 Batha Pele Principles are available on: htp:/ ferwrevipldgovaea /aboul?92 Dus/batho_pele.asp



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 invelves 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 infarmation:

As 3 reguirement, available information about services should be at the point of delivery, but for users who are far from the point of delivery, other
arranzements will he needed. In line with the definition of customer in this document, manageis and employzes 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 aspert of openness and transparency 15 that the public shouid 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 thiz principle and
make suggestions for improvement of service delivery mechanisms, and to even make government employees accountable and responsible by raizing
queries with them.

Redress:

This principle emphasises a need to identify quickly and zccurately when services are falling befow the promised standard and to have procedures in place
to remedy the situation. This should be dane at the individual transactional level with the public, as welt as at the organisational level, in relation to the
entire service delivery programme.

Public servants are encouraged to weleome complaints as an cpportunity to improve service, and to deal with complaints so that wesknesses can be
remedied quickly for the goad of the citizen.

Value for maoney:
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 explanatian to an enquiry may far example, result in an incosrectly completed application form, which will cost time to

rectify.

¢



3. S5ERVICE DELIVERY AND PERFORMANCE INDICATORS

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

KPA STRATEGIC | PROGRAMME/ | | | INDICATOR | METHOD OF BASELINE | TARGET TARGET TARGET TARGET
OBJECTIVE FOELS AREA b | TITLE CALCULATING a1 {IuL - 02 {OCT- | G3 (JAN - 04 (APR -
. SERT) DEC) MAR] JUN)
KPAGB: Good Capacitate Special Projecis M | Mumbear of Count the Number of : 3 = 9 i
Governance and disadvantaged _ | special projects | special projects
Public groups O | awarsness awareness Campaigns ;
; Paiticipation 4 | campaigns held | held ¥70
— 1Yo .
KPAG: Good Caparitate Special Projects | M | Number of Count the Number of o 1 2 3 4
Governance and disadvantaged _ | HIWfAIds HIV/Aids campaizns held
Public Eroups 3 : campaigns held | YTD
Participation 2. YTD
7
KPAG: Good Responsible, Auditar General | M | Number of Count the Number of - Not 1 i 1
Governance and | accountahle, _ | Ungualified Ungualified Performance - applicable
Public effective and & | Performance Opinion this
Participation efficient 5 | Opinion quarter
corporate 1
EOvErnance i o
KPAG: Good Responsible, Communication : 0 | Number of Count the Number of o Mot 1 1 2
Governance and | accountable, _ | media briefines | media briefings held ¥TD applicable
Puhlic effective and 3 | held ¥TD this
Farticipation efficient 3 quarter
corporate &
governance

T




KPA STRATEGIC PROGRAMME f | | INDICATOR METHQD OF BASELINE | TARGET TARGET TARGET TARGET
OBIECTIVE FOCUS AREA D [ TITLE CALCULATING Q- 02{0CT- | Q3 (AN - | QE{APR -
.m . SEPT) DEC) MAR) SUN}
| KPAG: Good Responsible, Communication | M | Number social Count the Humber social Mot 1 1 2
(zovermnance and accountable, _ | media platferms | media platforms being applicable
Public effective and & | utilised for utilised far this
Participation efficient 5 | communication | communication guartar
corparate 4
— e Eauernance -
KPAG: Good Responsible, Communication | # | Number of Count the Number of 3 1 2 3 d
Gavernance and accountable, _ | media releases | media releazes published
Public effective and 3 | published YTD ¥TD
Participation efficient : 3
corporate 5
Eovernance . o )
KFAR: Good Responsible, i Integrated M. MECIDP MEC IDF credibility rating Mot Mot Mot 20%
Governance znd accountable, Cevelopment _ : credibility rating | obtained from MEC (30% applicable | applicable | applicable | {Credible]
Public effective and Flanning = = lowy credibility, 50% = this this this
Participation efficient 5 medium credibility, 80% = gquarter guarter quarter
carporate 7 credible, 100% = highly
governance credile)
KPAG: Good Responsible, Integrated I | Number of [DF | Count the Numberof IDF | 4 1 P 3 4
Governance and | accountable, Development _ | Repforums Rep forums meetings
Public effective and Flanning 2 | meetings successfully hekd ¥YTD
Participation efficient . B successfully
corparate P2 | heldYTD
. sovernanice : "
KPAG: Good Responsible, tntegrated ! M | Humber of IDP Count the Mumber of IDF | 3 Mot Not Mot 3
Governance and accountable, Bevelopment _ | road shows road shows successfully applicable _ applicable | applicable
Puhblic effective and Planning © 3 | suecessfully held YTE this i this this
Farticipation efficient i 2 | held ¥TD quarter D gquarter guarter
corporate “ 5
governance i

12




KPA STRATEGIC FROGRAMME / I | INDICATOR METHCD OF BASELINE | TARGET TARGET TARGET = | TARGET
DRJECTIVE FOCUS AREA D TILE CALCULATING Qi fIuL - O2{OCT- | Q30AN- | Q4 (APR-
. . SEPT} BEC) - MAR) JUM}
KPAG: Good Rezponsible, Integrated K | Number of Final | Count the Number of Mot Mot Mot 1
Governance and accountable, Development _ | IDP approved by | Final IDE approved by applicable | applicable | applicable
Public effective and Planning & | Council by end Council by end May this this this
Participation efficient 5 | May fquarter quarter quarter
corporate a3
governance | . -
KPAG: Good Responsible, Parformance M | Mumber of Final | Count the Number of 1 MNat 1 1 i
Governance and | accountable, Management _ | Annual Reports | Final Annual Reports of applicable
Fublic effective and 0 | approved by previous financial year this
Farticipation efficient 6 | Coundil approved by Council YTD quarter
corporate
.| .BvEnEAnLE
KPAG: Good Responsihle, Performance i [ Mumber of Count the Number of “4 1 P2 3 4
Gowvernance and accountakble, Management _ | performance i performance assessments .
: Public effective and 3 | assessments perfarmed within 1
Participation efficient 1 | performed manth after end of the
corporaie 5 | within 1 memth | quarter YTD
EOvernance after end of the
| guarter
KPAG: Good Responsible, | Performance K Mumber of Count the Numher of 1 1 Mot Mot Mot
Gowvernance and accountahle, Management _ | Annual Annyal Performance : applicable | applicable | applicable
Public effective and 4 | Performance Reports submitted to this this : this
Participation efficient & | Reparts auditor general by August quarter fquarter ! guarter
carporate submitted to 30th
governance auditor general
by August 30th

13




KPA STRATEGIC PROGRAMME f | | INDICATOR METHCD OF BASELINE | TARGET TARGET TARGET TARGET

OBIECTIVE FOCUS AREA D | TITLE CALCULATING 01 UL - Q2 {OCT- | Q3 (JAN - Q4 {APPR. -

SEPT} DEC) MAR) JUIN}

KFAG: Good Respansible, | Performance i Mumber of Draft | Count the Number of 1 1 1 1 1
Gewernance and accountahle, hTanagement _ | Annual Reports | Draft Annual Reports
Public effective and 0 | tabled to tabled to Council
Participation efficient 8 | Council

corporate

governance . s
KPAEG: Good Responsitle, Performance M | Mumber of final | Count the Number of 1 Mot Mot Mot i
Governance and accountable, Management _ | SPBIP approved | final SDBIP approwved by applicable | applicable | applicable
Fublic effective and 4 | by the Mayor the Mayorwithin 28 days this this this
Participation efficient 2 | within 28 days after the approval of quarter guarter quarter

corporate after the i lnedget and the IDP

Zovernance approval of

budget and the
IDP e .

KPAR: Good Responsible, Fublic i | Number of Count the Number of o 1 2 2
Governance and accountable, Participation _ | service delivery | service delivery protests
Public effective and G | protests against municipality
Participation efficient & 1 cccurred accurred YTD ;

torparate 3

governance
KPaGE: Good Respunsible, Public il | Number of Count the Number of Mot Mot 1 i
Governance and arcountahle, Participation © _ | public public participation applicable | applicable
Puhlic effective and 6 | participation policies developed and fhis this
Farticipation efficient E | policies approved by Council quarter guarter

corporate 4 | developed and

governance approved by

Council

14




-KPA STRATEGIC FROGRAMIAE f I | INDICATOR WETHOD OF BASELINE | TARGET TARGET TARGET TARGET
CBIECTIVE FOCUS AREA G { TITLE CALCULATING Q1 (JUL - Q2{0CT- | Q3 (JAN- O (APR -
. : . _SEPT) DEC) MAR}) JUN}
KPAG: Good Responsible, Ward I | Mumber of ward | Count the Number of 12 12 12 12 12
Governance and accountable, Committeas | committees that | ward committees that are
Puhlic effective and & | are functional functional and having
Participation efficient G meetings at least once
corparate 8 per quarter and submit
EOVErnance : reports of such meetings B
KPAG: Good Responsible, | ward "B | Mumber of ward | Count the Number of Not Not Meit [ 12
Governance and accountable, Committeas _ | committees ward committess trained applicable | applicable | applicable
Fuhblic effective and 6 | trained ¥TD ¥TD this this this
Participation efficient 5 quarter guarter quarter
corporate 9
EOVernance

15




4. DETAILED CAPITAL WORKS PLAN.

The projects for which the employee is responsible to implement and report on follows:

KPa |- 5T m___..._.m.m___n. .ﬂwﬂnnEgm. PRJECT .Z_n__._.___m. N ..nn__.._:u_.m._._n_z. OUARTER 1 DVARTER 2 ] LOUARTER 3 QUARTER 4
. . © |'OBIECTIVE ' :/FOCUSAREA:|.- - . “LOIDATE-: - " [3¢ ° TacwTY{ - [%  [Actvmy/  [9% - |Actary/ o | % ACTNVITY f
o T CEIE U PR PR 7 | (DRMMAYY) | PRGG | MILESTOME. | ‘PROG | MILESTONE ' |-PROG. | MILESTONE. | PROG | MILESTONE
KPAG: Gorod Responsible, | Integrated Hfice furniture Pl 31/03/2015 0% Nat 10% | Advertise 100% | Purchased and | 100% © Purchased and
Governance accauntable, | Develepment | for new personmel | applicakbie delivered delivercd
and Public effective and | Planning IDp 4 this quarter
Participatiaon efficient B
carporate
EOVEMENLE
KPAG: Good Responsible, | Public Digital camera P| 31f12f2014 034 Mot 105 Advertise 1oo% | Purchased and | 100% | Purchased and
Governance accountable, | Participation tcommunicatian) | _ applicable : deliverad defivered
and Puhlic effective and 4 this guarter
Participation | efficient g i
corporate !
FOVEIDANLe o :
KPAR; Goad Respansible, | Public Tent (100 pecple] | P | 311272014 0% Mot 10% | Aedvertize 1009 | Purchased and { 100% | Purchased and
Governance accourtable, | Farticipation _ applicable deliverad deliverad
and Public effective and & this guarter
Participation | efficient o
nDHﬁDﬂMﬂm
governance N
KPAG: Good Respansible, | Public Chairs {1500] P| 31/12/2014 | 0% Mot e | Advertise 100% | Rurchased and | 200% | Purchased and
Gavernanoe accountable, | Participation _ applicable deliverad delivered
and Public effective and L this gquarksr
Farticipation efficient i !
Corporate :
._ Eavernance _
| E

16




 KPA *.| STRATEGIC | PROGRAMME | PROJECTNAME | | N|.COMPLETION | QIUARTER1- -{ QUARTER 2. _| GUARTER 3 . QUARTER 4 .
S | OBJECTIVE | /FOCUSAREA'| . - . 7 [ OFDATE- " .l% . |ACEMITYS - F% = [AChVITY./ D [ . | ACTIVITY £ "% | ACTIVITY S -
e AT R . .- | (DD/MM/YY] | PROG | MILESTONE | PROG | MILESTONE - MILESTGNE . | PROG | MIEESTONE .
KPAS: Good Responsihle, | Public Mayor'sfurniture | P 31/12/2014 0% Mat 10% | Advertise Purchased and | 100% | Purchased and
Governanca accountable, | Participation _ applicable delverad delivered
and Public effective and 51 this quarter
Patticipation | efficient -

corporate
povernance Ll
KPAG: Guod Responstbie, | Fublic D Tablesx 10 P 31/12/2014 [y Mot 10% Advertize ¢ 100% | Purchased and | 100% | Purchased and

Governance accountable, | Participation L applicable delivered delivered
and Public effective and 5 this quarter
Participation efficient 3

torporate
L EOvErnance . o .
KPAG: Sood Responsible, | Pukblic PA systemn Pl a1fixf201a 0% Mt 10%  ; Advertise 100% - Purchased and [ 100% | Purchased and
Governance accountable, | Participation _ applicable i deliverad deliverad
and Puhlic effective and 5 this quarier
Participatian effieient 4
corporate !
governance e | ———
KPAG: Good Responsible, | Public Portable podiurn P 31/12f2014 0% hot 105 Advertise 100% | Purchased and | 100% | Purchased and
Governance accountable, | Participation _ applicable dedivered delivered
and Public effective and 5 this quarter
i Participation etficiemt 5
corparate
povernance “ ISP R . _
KPAG: Good Responsible, | Public Councillors Pl 31122014 0% Mot 10% | Adwertize 100% | Purchased and | 100% [ Purchased and

Foverrance accountable, | Participation Furniture _ applicable ; delivered deliverad
and Public effective and 5 this quarter
Participaticn efficient [

corporate :
governanca _
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5. 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
evaluzted against the following:

.n.mq:u_m__m_._nmmm. : .| Components ﬁm:.in__nznq._ﬂmmi#.mn: : C 7| Weighting % ]
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
+ Strategic FPlanning and Management
+ Organisational Awareness
People Management * Human Capital Planning and Development | Effectively manage, inspire and encourage pecple, respect 10%
= Diversity Management diversity, optimise talent and build and nurture relaticnships in
« Employee Relations Management order to achieve institutional objectives
. * Megotiation and dizspute Management
Frogramme and Project = Programmie and Project Planning and Able to understand programme and nﬂ.&mnﬂ management 1034
Management Impiementation methodology; plan, manage, monitor and evaluate specific
* Service Delivery Management activities in order to delivery on set chjectives
» Programme and Project Manitoring and .
i Evaluation o
Financial Management + Budget Planning and Execution Able to compile, plan and i.m:mmm budgets, contral cash flow, 10%
« Financial Strategy and Delivery institute financial risk management and administer
» Financial Reporting and Monitaring procurement processes in accordance with recognised financial
practices. Furiher 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 an all 10%
* Process Design and improvement levels in order to sucressfully drive and implement new
i » Change Impact Manitoring and Evaluation | initiatives and deliver professional and quality services to the
community B
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Competencies

‘Components

Competency Definition

Weighting %
{total 100%)

Governance Leadership

+ Palicy Formulation
+ Risk and Compliance management
* Conperative Governance

Able to promate, direct and apply professionalism in managing
risk and compliance requirements and apply a tharough
understanding of gevernance practices and obligations.
Further, able to direct the conceptualisation of relevant policies
and enhance cooperative governance relationships

102

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%

Flanning and QOrganising

Ahle to plan, pricritise and oreganise information and resources
effectively to ensure the quality of service delivery and build
efficiant contingency plans to manage risk

105

Amalysis and Innovation

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

5%

Knowledge and
Information Management

Able to promote the generation and sharing of knawledge and
information through various processes and media, in order to
gnhance the collactive knowledge base of Iocal 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

135

Results and Cuality Focus

Able to maintain high quality standards, focus an achieving
results and objectives while consistently striving to exceed
expectations and encourage other to meet quality standards.
Further, 1o actively monitor and measure results and quality
against identified objectives

5%

tore details related to each competency 1s attached as Annexure Al to this plan.
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6. SUMMARY SCORECARD

In terms of Regulation 805 of 2006, the emplovees will be scared on a ratio of 80% for key performance areas {KPAs) and 20% for competency requirements,
i ig also reguired that the KPAs relevant to the employees functions alse be weighted in terms of importance out of a total of 100%, contributing to the
80% contribution to KPAs. it is also necessary to allacate weightings amangst KPls and projects where relevant. A summary of the total weightings are

indicated below:

T TR S ..”..._...._W..E__H___uz _uE.nn_sm& c_._.%_._am i Do PWEIGHTINGS L CWEIGHTING ¢ | WEIGHTING
Key Performance Areas 20%
Spatial Rationale WA MNiA N/a

Service Delivery and infrastructure N/ A M/A MR

Financial viability MNfA LTS MA

Lereal Economic Develapment M WPz MSA

Transformation and Organisational Development RS MNiA /A

(Good Governance and Public Participation 100% KPI's 0%

Frijects 108
Total 200%
Competency Requirements 20%%
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The assessment of the performance of the Employee will be based on the following rating scale for KPAs and Campetencies:

Level - Terminology Description - -~ -, o000 L ’

5 Qutstanding Performance far exceeds the standard expected of an employee at this level The appraisal indicates that the Employes
performance has achieved above fully effective resubts against all performance criteria and indicators as specified in the PA and

Perfarmance plan and maintained this in all areas of responsibility throughout the year.

4 Performance Perfarmance 15 significantly higher than the standard expected in the job. The appraisal indicates that the Employee has
significantly above | achieved abave 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 speeified in the PA and
B 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 emplayee has achieved below fully effective results

against more than half the key performance eriteria and indicators a3 specified tn the PA and Performance Pian.

1 Unaceeptable Performance daes not meet the standard expected forthe job. The review/assessment indicates that the employee has
performance achieved below fully effective resuits against almost all of the perfermance criteria and indicators as specified in the PA

and Performance Plan. The employee has failed to demonstrate the commitment ar ability to bring performance up to
| the |level expected in the job despite management efforts to encaurage improverment.
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8. PERFORMANCE ASSESSMENT PROCESS

The following steps will be folicwed to ensure a fully participative and compliant perfarmance assessment process is adhered fo.
1. Periormance Assessment:
1.1, Formal assessment between employee and employer will take place twice a year to measure the performance of the employee against the agreed
performance targets Tor the half yeary and yearly assessments respectively.
1.2. Actual performance against the targeis will be captured in preparation for the assessments.
1.3. Scores of 1-5 will be calculated based upon the progress against targets.
1.4 KPl'sand targets are audited before assessment date and their findings must accompany the Performance Plans,
1.5 The empioyer must keep a record of the mid-year assessment and annual assessment meetings.
2. The employee being assessed will compile a porifolio of evidence confirming the level of performance achieved for a given assessment period and
made available to the Fanel on request. One Independent persan may be assigned to act as an Obzerver.
3. The process for determining Employee ratings are as follows:
3.1. The panel to rate the achievement for the KPI's on a 5 paint scale. Decimal places can be used.
3.2. The employee to motivate for higher ratings where applicable.
3.3. The panetto rate the employee’s competency requirements on the 5 point scafe. Decimal places can be used.
3.4. The panel scores are averaged to derive at a total seore per KPI / Activity /Competencies. Overall scores are calculated by taking weightings into
account where applicable.
3.5. The final KPA's rating will account for 30% of the final assessment total. The competencies are to agcount for 20% of the final assessment total.
4. The five point rating scale referred to in regulation 805 correspond as follows:
Rating: 1 2 3 4 =Y
% Score: 0-66  67-99 100-132 133-166 167
The assessment rating czlculatar is used to cafculate the overall % score Tar performance.
b, 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 205 of 2006,
7. The performance bonus percentages described in the performance agreement will be calculated on a sliding scale of the all inclusive remuneration
packaze as indicated in table below:

b
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14.
11,

The Personal Development Flan (PDP) can be reviewed after the performance evaluation had bean finalized in caze where more clarity has been
established on what the essential developmeant needs for the relevant person will be.

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

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

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

The process followed ensures individual aliznment 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 abjectives, to huild saund 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 employes
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

o DL Undertaking of thelemployee

environment conducive for excellent employee performance is established
and maintained. As such, | underiake to lead to the best of my ability,
communicate comprehensively, and empower managers and employees.
Employees will have access to ungoing learning, will be coached, and will
clearly understand what is experted of them. | herewith approve this
Performance Flan.

On behalf of my organisation, | undertake to ensure that 3 work

| herewith confirm that | understand the strategic importance of my positicn
within the broader crganisation. [ 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 arganisatian, my superiors, my
cotleagues and the community with loyalty, integrity and enthusiasm at all
times. | hereby confirm and accept the condftions to this plan.

“Signed-and gecapted on behalf of Counci

DATE:

o (o8] (¥
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.__m..zz EXURE A1l - COMPETENCY DETAILS

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

Campetencies - | Basic .

- | Eompetent. . -

T Advanced L

1T Superiar

Leading competencies

Strategic
Directian and
Leadership

+ Understand institutional
and departmental
strategic objectives, hut
lacks the ahility to inspire
other to achieve set
mandate + Desrribe how
specific tasks link to
institutional strategies but
has limited influence in
directing strategy »Has a
basic understanding of
instituticnal peiformance

management but lacks the -

ability to integrate
systems into a collective
whole sDemonstrate a
basic understanding of key
dectsion-makers

+ Give direction to a team in realising
the institution's strategic mandate
and set ohjectives = Has a positive
impact and influence on the morale,
engagement and participation of
tearmn members » Develop action
plans to execute and suide strategy
implementation » Assist in defining
performance measures to mornitor
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
stakehalders in the achievement of
the strategic mandate = Understand
the aim and objectives of the
institution and relate it to own work

= Evaluaie zlf activities 1o
determine value and alignment to
strategic intent = Display in-depth
knowledze and understanding of
strategie planning = Align strategy
and goals across all functional
areas » Actively define
performance measyres to monitor
the progress and effectiveness of
the institution » Consistently
chailenge strategic plans to ensure
relevance = Understand

! instituttonal structures and paolttical |
factors, and the conseguences 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
amaong key players to frame
communications and develop
strategies, positions and alliances

= Structure and position the
institution to local governreent
priarities = Actively use in-depth
knowledge and understanding to
develop and implement a
comprehensive institutianal
framework » Hold self accountable
for strategy execution and results
* Fravide impact and influence
through building and maintaining
strategic relationships «Create an
environrent that facilitates loyalty
and innovation » Display a superior
level of self-discipline and integrity
in actions = Integrate vartous
systems into a collective whale to
optimise institutional perfarmance
management *Uses understanding
of competing interests to
manoeuvre successfully to a
winfwin outcome
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" Competencies . | Basic - . ° | Competent e Advanced - “Superior - - L L
Feople « Participate in team goai- | » Seek opportunities to increase team | ¢ Identify ineffective team and * Drevelop and incorporate best
Management " sptting and problem- contribution and responsihility» work processes and recommend practice people management

" solving* interact and

collaborate with people of
diverse backgroundse
Aware of guidelines for
employee development,
but requires support in
implementing
development intiatives

¢ Respect and support the diversze

naiure of others and be aware of the
benefits of a diverse approach»
Effectively delegate tasks and
empower athers to increase
caontribution and execute functions
optimally= Apply relevant employes
lezizlation fairly and consistentlys
Facilitate team goal-setting and
problem-solving= Effectively identify
capacity requirements to fulfil the
strategic mandate

remedial interventions» Recognise
and reward effective and desired
behaviour= Provide mentoring and

. guidance to athers in order to

increase personal effectivenesss
ldentify development and learning
needs within the tam= Build a work
envirnnment conducive ta sharing,
innovatian, ethical behaviour and
professionalisme= Inspire a culture
of performance excellence by
giving pasitive and constroctive
feedback to the teams Achieve
agreement or consensus in
adversarial environmernts+* Lead
and unite diverse teams across

! divisions to achieve institutional
phjectives

processes, appraaches and tools
across the institution= Foster a
culture of discipline, responsibility
and accountabilitysUnderstand the
impact of diversity in perfformance
and actively incorporate a diversity
strategy in the institution=Develop
com prehensive integrated
strategies and approaches to
humar capital development and
management= Actively identify
trends and predict capacity
requirements to facilitate unified

~ transition and performance

management
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Competengies

Basic

Competant

Advanced.

- Superior .

Frogramme and
Project
Management

= |nitiate projects m_..ﬁmﬂ
approval from higher
autharities= Understand
procedures of programme
and project management
methodology, implications
and stakeholder
invalvements Understand
the rational of projects in
relation to the
institution's strategic
objectivess Document and
commuenicate factors and
risk associated with own
wiarks Lse results and
approaches of successful
project implementation as
guide

= Establish broad mﬂm_nm—_a_n_m,.
inyolvement and communicate the
project status and key milestoness
Define the roles and responsibilities
of the project team and create clarity
arpund expectations+ Find a balance
between project deadline and the
guality of deliverabless Identify
appropriate project resourees to
farilitate the effective completion of
the deliverables+ Comply with
statuiory requirements and apply
policies in @ consistent manner =
manitor progress and use of
resources and make needed

; adjustments to timelines, steps and
- resaurce allocation

* Manage muktiple _uEwE:.._.:mm
and balance pripritfes and conflicts
according to institutional gaoals =
Apply effective risk management
strategies through impact
assessment and resource
requirements* Modify project
scope and budgzet when required
without compromising the quality
and objectives of the projects
Invalye top-leve| guthorities and
relevant stakeholders in seaking
praject buy-ine Identify and apply
cohtemporary project
management methodology»
Influence and motivate project
team to deliver excepticnal
results» Monitor policy
implementation and apply
procedures to manage risks

= Understand and B:nmE:m__mm
the long-term Tmplications of
dexired project outcomese Direct 3
comprehensive strategic macro
and micro analysis and scope
projects accordingly to realise
instituticnal objectives» Consider
and initiate projects that focus on
achievement of the long-term
objectives» Influence people in
positions of authority to implement
outcomes of projects+ Lead and
direct translation of pelicy into
workable action plans+ Ensures
thai programmes are monitored to
track progress and optimal

. resgurce utilisation, and that
| adjustments are made as needed
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Competencies | Basic- Ceea e Compatent Advanced | | superior - = -
Financizl = Understand wmm_n = Exhibit r:oé_mumm of mm:m_m_ = Take active ownership of " = Develop planning toals to mmm_ﬂ
ianagement . fimancial coneepts and financial concepts, planning, planning, budgeting, and forecast in evaluating and monitoring future

methods as they relate to
inctitutional processes
and activities= disglay
awareness into the
various sourees of
financial data, reporting
mecharnisms, financial
EOVEInance, processes
and systems» Linderstand
the importance af
financial accountahbilitys
Understand the
importance of asset
control

budgeting, and forecasting and how
they interrelates Assess, dentify and
manage financial risks= Assume a3
cost-saving approval to financial
martagement= Prepare financial
reports based on specified farmais=
Cansider and understand the financhal
implications of decisions and
suggestions Ensure that delegation
and instructions are required hy
National Treasury guidelines are

. reviewed and updateds Identify and

implement proper monitoring and
evalyation practices to 2nsure
appropriate spending against budgzet

pracesses and provides credible
answers to queries within awn
responsibilitys Prepare budgets
that are aligned to the strategic
objectives of the
institution=Address complex
budgeting and financial

-management concernse Put

systems and processes in place to
enhance the guality and integrity
of financial management
practiceseAdvize on policies and
procedures regarding azset

;- controls Promote National

Treasury's regulatory framework
for Financial Management

expenditure trendss Set budget
frameworks for the institution= Set
strategic direction for the
institution on expenditure and
other financial processes» Build
and nurture partnerships to
improve financial management and
achieve financial savings= Actively
identify and implement new
methods to improve asset conirols
Display professionalism in dealing
with financial data and processes
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Competencies

.Basic.- -~ - . -

Competent »

Advanced.

Superior. - * s

Change
Leadership

= Digplay an awareness of
change interventions, and
the henefits of
transformation initiativess
Able to identify basic
needs for changee ldentify
gaps between the current
and desired states
Identify potentizl risk and
challenges to
transformation, including
resistance to change
factors=Participate in
change programmes and
pilating change
intersentionse
Understand the impact of
change interventions an
the institution within the
braader scope of local
EaVErnment

« Perform an analysis of the change
impact on the socfal, political and
ecancmic enviranments kaintain
calm and focus during change Able
to assist team members during
change and keep them focused on
the deliverables+ Yolunteer to lead
change efforts outside of own work
teame+ Able to gain buy-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 alighed
with the institution's strategic
objectives and zoals

+ Actively monitor change impact
and results and convey progress to
relevant stakeholderss Secure buy-
in and sponsorship far change
Initigtivess Continuously evaluate
change straiegy and design and
introduce new approaches to
enhance the institution's
effectiveness« Build an nuriure
relaticnships with various
stakehclders tao estaklish strategic
alliance in facilitating change» Take

- and lead in impactful change

programmese Eenchmark change
interventions against best change
practices+ Underctand the impact
and psychology of change, and put
remedial interventions in place to
facilitate effective transformation=
Take calculated risk and seek new
ideas from best practice scenarias,
and identify the patential far
implementation

= Sponsor change agents and
create a network of change leaders
who support the interventiohse
Actively adapt current structures
and processes to incorporate the
change interventions= Mentor and
guide team members an the
effects of change, resistance
factors and how to integrate
changeshotivate and inspire
others around change initiatives
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Compsetencies : Basic .- - T [ Competent - . ‘Advanced . . | Supetior .
! Governance = Display a basic » Display a :.____...._.n,:m: ::n_mqﬂm:n_:m Able ta link :mr S_ﬂmdcm info _nm_____ » Demaonstrate a high _m..__m_ 9_“
Leadership awareness of risk, of governance and risk and institutional objectives and commitment in complying with

- compliance and

governance factors but
require guidance and
development in
implementing such
requirements+ Understand
the structure of
cooperative government
but requires guidance on
fostering workable
relationships between
stakeholderseProvide
input into policy
formulation

compliance factors and Iimplement

; plans to address these+ Demonstrate
understanding of the techniques and
processes Tor optimising risk taking
decisions within the
institution*Actively drive policy
formulation within the institution to
ensure the achievement of ohjectives

driverss ldentify, analyse and
measure risk, create valid risk
faorecasis, and map risk profiles=
Apply risk control methodology

| and approaches to prevent and
. reduce risk that impede an the

achievement of institutional
objectivese Demonstrate a
thorouzh understanding of risk
retention ptanse [dentify and
implement comprehensive risk
management systems and
processese [mplement and monitor
the formulation of policies, identify
and analyse constraints and
challenges with implemeantatian
and provide recommendations for
improvement

EawErRanee requirenmants
implement governance and
compliance strategy to ensure
achievemeant of institutional
ohjectives within the legislative
framewarke«Able to advize Local
Gavernment on risk management
strategies, best practice
interventions and compliance
management» Able to forge
pasitive relationships on
cooperative governance level to
enhance the sffectiveness of local
governments Able to shape, direct
and drive the formulation of

' policies on a macro level
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Compeiencies |

Basic -

" | Competent

..._.hm,.__m..._n.mm.

' Superior-

Core Competencies

Maral
com —um,.—.m.: ce

» Realize the impact of
acting with integrity, but
requires guidance and
development in
implementing principless

_ Tollow the basic rules and

regulations of the
institution= 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
institution» Able to openily admit own
mistakes and weaknesses and seek
assistance from others when unable
to deliver» Actively report fraudulent
activity and corruption within local
governments Understand and honour
the confidential nature of matters
without seeking personal gain= Able
to deal with situations of conflict of
interest promptly and in the best
interest of local government

« identify, develop, and apply
measures of self-correction= Able
to gain trust and respect through
aligning actions with
commitments=lake proposals and
recommendations that are
transparent and gain the approval
of relevant stakeholderss Present
values, beliefs and ideas that are

: congruent with the institution’s

rules and regulations= Takes an
active stance against corruption
and dishanesty when noted»
Actively promote the value of the
institution to internal and external
stakeholders+ Abfe to work in unity
with a team and not seel: perscenal
gain= Apply universal moral
principles consistently to achieve
maral decizions

= Cregte an anviranmeant
conducive of moral practicess

| Actively develop and implement

measures to combat fraud and
cormupiions Set integrity standards
and shared accountability
measures across the institution to
supperi the objectives of local
government= Take responsibility
for own actions and decisinns, even
if the consequences are
unfavourahble




‘Competencies

- Basic:

Advanced

-Superiof Lt

Planning and
Organising

* Able to fallow basic
plarns and organise tasks
around set objectivess
Understand the process of

planning and organising
bt requires guidance and
development In providing
detailed and
comprehensive planse
Able to follow existing
plans and ensure that
objectives are met=* Focus
on short-term objectives
in developing plans and
actions « Arrange
infarmation and resourees
required for a task, but
require further structure
and grganisation

= Actively and appropriately organise
information and resources required
for a task#Rerognise the urgency and
importance of taskse Balance short
and long-term plans and goals and
incorporate into the team's
perfarmance ohjectives* Schedule
tasks to ensure they are performed
within budget and with efficient use
of time and resources+ Measures
progress and monitor performance
resufts

» Ahle to define institutional
objectives, develop comprehensive
plans, integrate and coordinate
activities, and assign appropriate
resources for successtul
implementatione ldentify in
advance required stages and
actions to complete tasks and
projects+ Schedule realistic
timelines, objectives and
milestones for tasks and projectss
Froduce clear, detailed and
comprehensive plans to achieve
institutional ohjectivess ldentify
possible risk factors and design and
implement appropriate
contingency planss Adapt plans in
lizht of changing circumstancess
Prioritise fasks and projects
according to their relevant urgency
and importance

= Focus on broad strategies and
initiatives when developing plans
and actions= Ablz fo project and
farecast short, medium and long
term requirements of the
institution and local government=
Translate policy into relevant
projecis to facilitate the
achievement of the institutional
abjectives




Competengies | Basic. .. . Competent . Advanced. S el ] siiperior. R
Analysis and + linderstand the basic » Demonstrate fogical problem + Coaches team members on + Demonstrate complex analytical
Innovation operation of analysis, but | selving techniques and approaches analytical and innovative and problem solving approaches

lack detail and
thoroughness= Able to
balznce independent
analysis with requesting
assistance from otherss
Recommend new ways to
perform tasks within own
function= Propose simple
remedial interventions
that marginally challenges
the status quoe Listen to
the tdeas and perspectives
of athers and explore
opportunities to enhance
such innovative thinking

and provide rationale for
recommendations= Demonstrate
objectivity, insight, and thoroughness
when analysing problems» Able to
trreak down complex problems into
manageable parts and identify
solutions® Consult internal and

| external stakeholders on

opportunities to improve processes
and service delivery = Clearly
communicate the henefits of new
opportunities and innovative
solutions to stakeholderse
Continuoushy identify opportunities to
enhance internal processess ldentify
and analyse opportunities conducive
te innavative appreaches and
proposze remedial interventian

approaches and technigues»
Engage with appropriate
individuals in analysing and
resolving complex problemss
identify solutions on various areas
in the institution = Formulate and
implement new ideas throughout

! the institution= Able to gain

approval and buy-in far proposed
interventions from relavant
stakeholderss 1dentify trends and
best practices in process and
service delivery and propose
institutional application e
Continuoushy engage in research to
identify client needs

arnd techniques= Create an
environment conducive to
analytical and fact-based problem-
solving* Analyse, recommend

| solutions and moniter trends in key

challenges to prevent and manage
grourrence= Create an

. envirgnment that fosters

innovative thinking and follows a
learning organisation approache

Be a thaught |rader on innovative
customer service delivery, and
process optimisatians Play an
active rale in sharing best practice
satlutions and engage in national
and international local governrment
seminars and conferences
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. Competencies

Basic :

‘Compeatent .

 [‘Advanced . .- -

. - .| superior . - .

Knowladge and
tnformation
hManagement

= Cpllect, categarise and

- track relevant information

required for specific tasks
and projectse Analyse
and interpret information
to draw conclusionss
Seek new sources of
information to incraase
the knowledge base»
Resularly share
information and
knowledge with internal
stakeholders and tram

' members

H

!+ 1se appropriate information

systems and technology to manage
institutional knowledge and
information sharinge Evaluate data
from wvarious sources and use
information effectively to influence
decisions and provide solutions»
Actively create mechanisms and
structures for sharing of information=
Usze 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
systems+ Develop standards and

i processes to meet future

knowledge management needs=
Share and promote best-practice
knowledge management across
various institutions= Establish
accurate measures and monitering
systems for knowledze and
information managements Create
a culture conducive of learning and
knowledge sharing= Hold regular
knowledze and information sharing
sessions to elici new ideas and
share best practice approaches

» Create and support a vision and
culture where team members are

i empowered to seek, gain and

share knowledge and informatione
Establish partnerships across local
government to facilitate
knowledge managements
dentonsirate a mature approach to
knawledge and informatian sharing ;
with an abundance and assistance
approaches Recognise and exploit
knowiledze points in interactions
with internal and external
stakeholders
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Competenciés © ©

[ Basic; " -

Competent. .

Advanced - s T

[ Supetior .

Carmmunicaticn

= Demonstrate an
understanding for
communication levers and
toals appropriate for the
audience, but requires
guidance in utilizing such
toolss Express ideazina
clear and focused manner,

‘but does not always take

the needs of the audience
into consideratione
Disseminate and convey
information and
knowledse adequately

= Express ideas to individuals and
groups in formal and informal setiings
in a manner that is interesting and
mativating= Able to understand,
tolerate and appreciate diverse
perspectives, attitudes and beliefss
Adapt communicatian cantent and
siyle to suit the audience and
facilitate aptimal infarmation
transfers Deliver content ina
manner that gains support,
commitment and agreement from
relevant stakeholderse Compile
clear, focused, concise and well-
structured written decuments

H

» Effectively communicate high-
risk and sensitive matters to
relevant stakeholderss Develop a
well-defined communication
strategy » Balance political
perspectives with institutional
rneeds when communicating
wiewppints on complex spess
Able to effectively direct
negotiations around complex
matters and arrive at a win-win
situation that promotes Batho Pele
principless Market and promate
the institution to external
stakeholders and seek to enhance
a positive image of the institution»
Ahle fo 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 impaciful
and relevanis
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Results and
Chality Focus

¢ Understand quality of
work but requires
guidance in attending to

Uimportant matterse Show

a hasic commitment to
achieving the correct
results+ Produce the
mintrmum [evel of results
required in the rolee
Produce cutcomes that is
of a good standard»
Farcus an the guantity of
output but requires
development in
incorporating the guality
of works Produce quality

work in general

circumstances, but fails to
rneet expectation when
under pressure

* Focus an high-priority actions and
does nat become distracted by tower-
priority activities » Display firm
commitment and pride in achieving
the correct resultss Set quality
standards and design processes and
tasks around achieving set standardss
Produce output of high guality = Ahle
to balance the quantity and qualiry of
results in order to achieve objectivess
Monitors progress, quality of worlk,
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 distracted-
Demonstrate a determined and
commitied approach to achieving
results and quality standards=
Fellow task and projects through to
completiony Set challenging zoals
and objectives to self and team and
display commitment to achieving
expectationse haintain a focus on
quality outputs when placed under
pressures Establishing institutional
systems for managing and
assigning word, defining
responsibilities, tracking,
manitering and measuring success,
evaluating and valuing the work of
. the institution

+ Cpach and guide others to
excesd quality standards and
resultss Develap chatlenging,
client-focused goals and sets high
standards for persanal
performance* Commit to exceed
the results and guality standards,
moniter own performance and
impfement remeadial interventions
when requireds Work with team
to set ambitious and challenging
team goals, communicating long-
and short-term expectationss Take
appropriate risks to accomplizh
goalse Overcome sethacks and
adjust action plans to realise goalss

" Focus people on critical activities

that yield a high impact
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