PERFORMANCE AGREEMENT
IN TERMS OF THE:
LOCAL GOVERNMENT: MUNICIPAL 8YSTEMS ACT,

2000 {32 OF 2000), AS AMENDED
AND

LOCAL GOVERNMENT: MUNICIPAL PERFORMANCE REGULATION FOR
MUNICIPAL MANAGERS AND MANAGERS DIRECTLY ACCOUNTABLE TQO
MUNICIPAL MANAGERS, 2006

AND
LOCAL GOVERNMENT: REGULATIONS ON APPOINTMENT AND CONDITIONS
OF EMPLOYMENT QF SENIOR MANAGERS, 2014

Entered into by and between

The CITY OF MATLOSANA herein represented by

LESEGO SEAMETSO

in her capacity as

Municipal Manager
(hereinafter referred to as the Employer)

and

ANTON JAMES STONE MARAIS

as the

Acting Director: Public Safety
(hereinafter referred to as the Employee)

For the Period
1 February 2023 until 30 April 2023
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3 COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

3.5

4.1

4.2

4.3

4.4

5.1

52

This Agreement will commence on the 1 FEBRUARY 2023 and will remain in force until
30 APRIL 2023.

The parties will include a new performance agreement that replaces this agreement at least
once a year not later than 31% of July of the succeeding financial year.

0
This Agreement will terminate on the termingtielvw}m Employee’s contract of employment,
N\

The content of this Agreement may b Q>d at any time during the above-mentioned period
to determine the applicability of thgn&fgs agreed upon.

If at any time during the valirﬁ}g’ this Agreement the work environment alters (whether as a
result of government or council decisions or otherwise) to the extent that the contents of this
Agreement are no longer appropriate, the contents shall immediately be revised.

PERFORMANCE OBJECTIVES

The Performance Plan (Annexure A) sets out-

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

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

4.1.3 The Competencies (Annexure B} — definitions in terms of regulation 21 of 17 January
2014 are required, to operate effectively as senior manager in the Local Government
environment.

The performance objectives and targets reflected in the Performance Plan (Annexure A) are

set by the Employer in consultation with the Employee and based on the Integrated

Development Plan (IDP), Service Delivery and Budget Implementation Plan (SDBIP) and the

Budget of the Employer, and shall include:

4.2.1 Key objectives that describe the main tasks that needs to be done.

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

4.2.3 Target dates that describe the timeframe in which the work must be achieved.
424 Weightings that show the relative importance of the key objectives to each other.

The Personnel Development Plan (Annexure C) sets out the employee's personnel
development requirements in line with the objectives and targets of the employer.

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

PERFORMANCE MANAGEMENT SYSTEM

The Employee agrees to participate in the performance management system that the
Employer adopts or introduces for the Employer, management and municipal staff of the

Employer.
The Employee accepts that the purpose of the performance management system will be to

provide a comprehensive system with specific performance standards to assist the Employer,
management and municipal staff to perform to the standards required.
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53 The Employer will consult the Employee about the specific performance standards and
targets that will be included in the performance management system as applicable to the
Employee.

54 The Employee undertakes to actively focus towards the promotion and implementation of the
KPAs (including special projects relevant to the employee's responsibilities) within the local
government framework.

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

5.5.1 The Employee must be assessed against both components, with a weighting of 80:20
allocated to the Key Performance Areas (KPA's) and the Competencies respectively.

5.6.2 Each area of assessment will be weighted and will contribute a specific part to the total
score.

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

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

Key Performance Areas (KPA’s) Weighting
Service Delivery & Infrastructure Development 12,5%
Municipal Institutional Development and Transformation 20,83%
Local Economic Development (LED) 0%
Municipal Financial Viability and Management 4.166%
Good Governance and Public Participation 62,5%
Total 100%

57 In the case of Senior Managers directly accountable to the Municipal Manager, key
performance areas related to the functional area of the relevant manager must be subject to
negotiation between the municipal manager and the relevant manager.

5.8 The competencies will make up the other 20% of the Employee’s assessment score. The

competencies are spiit into two groups, Leading competencies that drive strategic intent and
direction and Core competencies which drive the execution of the leading competencies.

LEADING COMPETENCIES WEIGHTING
» Impact and Influence
Strategic Direction and ¢ Institutional Performance Management 8.339
H N " . [
Leadership s Strategic Planning and Management
s Organisational Awareness
» Human Capital Planning and Development
s Diversity Management 5
People Management . Employie Relations Management S8
*_ Negotiation and Dispute Management
Program and Project e Program and Project Planning and Implementation
Management * Service Delivery Management ‘ 8.33%
» _Program and Project Monitoring and Evaluation
Financial Management * Budget Planning and Execution 8.33%
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+ Financial Strategy and Delivery
» Financial Reporting and Monitoring
+ Change Vision and Strategy
Change Leadership e Process Design and Improvement 8.33%&
» Change Impact Monitoring and Evaluation
¢ Policy Formulation
Governance Leadership ¢ Risk and Compliance Management 8.33&
e Cooperative Governance
CORE COMPETENCIES WEIGHTING
Moral Competence 8.33%
Planning and Organising 8.33%
Analysis and Innovation 8.33%
Knowledge and Information Management 8.33%
Communication B.33%
Results and Quality Focus 8.33%
TOTAL PERCENTAGE 100%

6. EVALUATING PERFORMANCE

6.1

8.2

8.3

6.4

6.5

6.6

6.7

The Performance Plan (Annexure A) to this Agreement sets out -
8.1.1 The standards and procedures for evaluating the Employee’s performance; and
6.1.2 The intervals for the evaluation of the Employee’s performance.

Despite the establishment of agreed intervais for evaluation, the Employer may in addition
review the Employee’s performance at any stage while the contract of employment remains in
force.

Personal growth and development needs identified during any performance review discussion
must be documented in a Personal Development Plan (Annexure C) as well as the actions agreed
to and implementation must take place within set time frames.

The Employee’s performance will be measured in terms of contributions to the goals
and strategies set out in the Employer's SDBIP as described in 6.6 below.

The Employee will submit quarterly performance reports (SDBIP) and a comprehensive annual
performance report prior to the performance assessment meetings to the evaluation panel
chairperson for distribution to the panel members for preparation purposes.

The Employee will submit quarterly performance reports on the implementation of the Financial
Recovery Plan, on approved thereof.

The annual performance appraisal will involve:
6.7.1 Assessment of the achievement of results as outlined in the Performance Plan:

(a) Each KPA should be assessed according to the extent to which the specified
standards or performance indicators have been met and with due regard to ad hoc
tasks that had to be periormed under the KPA.

(b) A rating on the five-point scale described in 6.7 below shall be provided for each
KPI or group of KPI's which will then be multipiied by the weighting to calculate the
score.

{c) The Employee will submit his/her self — evaluation to the Employer prior to the
final assessment.

L
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(d)

(e)

(M

In the instance where the employee could not perform due to reasons outside the
control of the employer and employee, the KP! will not be considered during the
evaluation. The Employee should provide sufficient evidence in such instances.

An overall score will be calculated based on the total of the individual scores

calculated above.,

The applicable assessment rating calculator must be used to add the scores and
calculate a final KPA score.

6.7.2 Assessment of the Competencies

(a)

(b)

(©)

(d)

Each competency will be assessed in terms of the description provided in

{Annexure B}.

An indicative rating on the five-point scale should be provided for each

competency.

This rating should be multiplied by the weighting given to each competency during
the contracting process, to provide a score.

The appiicable assessment rating calculator must be used to add the scores and
calculate a final competency score.

6.7.3 QOverall rating

An overall rating is calculated by using the applicable assessment-rating calculator. Such
overall rating represents the outcome of the performance appraisal.

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

Rating scale for KPA's

Level

Terminology

Description

Outstanding
performance

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

Performance
significantly
above
expectations

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

Fully effective

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

Not fully effective

Performance is below the standard required for the job in key
areas. Performance meets some of the standards expected
for the job. The review/assessment indicates that the
employee has achieved below fully effective resuits against
more than half the key performance criteria and indicators as
specified in the PA and Performance Plan.
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Level Terminology Description
Unacceptable Performance does not meet the standard expected for the
performance job. The review/assessment indicates that the employee has

achieved below fuily effective results against almost alt of the
performance criteria and indicators as specified in the PA and
Performance Plan. The employee has failed to demonstrate
the commitment or ability to bring performance up to the level
expected in the job despite management efforts to encourage
improvement.

Rating scale for Competencies

Level Terminology

Description

1 Basic

Applies basic concepts, methods, and understanding of
local government operations, but requires supervision and
development intervention.

2 Competent

Develops and applies more progressive concepts, methods
and understanding. Plans and guides the work of others and
executes progressive analysis.

3 Advanced

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

4 Superior

Has a comprehensive understanding of local government
operations, critical in strategic shaping direction and change,
develops and applies comprehensive concepts and
methods.

6.9 For purposes of evaluating the annual performance of the Municipal Manager, an evaluation panel
constituted of the following persons must be established: -

6.9.1
6.9.2

6.9.3
6.9.4
6.9.5

Executive Mayor;

Chairperson of the performance audit committee or the audit committee in the absence of
a performance audit committee;

Member of the Mayoral Committee;

Mayor and/or Municipal Manager from another municipality; and

Member of 2 ward committee as nominated by the Executive Mayor.

6.10  For purposes of evaluating the annual Performance of Senior Managers directly accountable to the
Municipal Manager, an evaluation panel constituted of the following persons must be established:-

8.10.1 Municipal Manager;
6.10.2 Chairperson of the performance audit committee or the audit committee in the absence of
a performance audit committee;

6.10.3 Municipal Manager from another municipality.

6.11  The Performance Management Unit of the municipality must provide secretariat services to the
evaluation panels referred to in paragraphs 6.9 and 6.10.




7. SCHEDULE FOR PERFORMANCE REVIEWS
7.1 The performance of each Employee in relation to his / her performance agreement shall be
reviewed on the following dates with the understanding that reviews in the first and third quarter
may be verbal if performance is satisfactory:
Third quarter : February — March 2023
Fourth quarter : April 2023

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

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

7.4 The Employer will be entitled to review and make reasonable changes to the provisions of
(Annexure A)from time to time for operational reasons. The Em ployee will be fully consulted before
any such change is made.

7.5 The Employer may amend the provisions of (Annexure A) whenever the performance
management system is adopted, implemented and / or amended as the case may be. In that case
the Employee will be fully consulted before any such change is made.

8. DEVELOPMENTAL REQUIREMENTS
The Personal Development Plan (PDP) for addressing developmental gaps is attached as (Annexure
C). Such plan may be implemented and/or amended as the case may be after each assessment.

9. OBLIGATIONS OF THE EMPLOYER

9.1 The Employer shall —

9.1.1 Create an enabling environment to facilitate effective performance by the employee;

8.1.2 Provide access to skills development and capacity building opportunities;

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

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

9.1.5 Make available to the Employee such resources as the Employee may reasonably

require from time to time to assist him / her to meet the performance objectives and
targets established in terms of this Agreement.

10. CONSULTATION

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

10.1.1 A direct effect on the performance of any of the Employee’s functions:

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

10.1.3 A substantial financial effect on the Employer. LM
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10.2

11. MANAGEMENT OF EVALUATION OUTCOMES

111

11.2

11.3

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

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

A performance bonus of between 5% to 14% of the all-inclusive annual remuneration package
may be paid to the Employee in recognition of outstanding performance to be constituted as

follows:

Fr :;ﬁormance Scor.?o Performance Bonus Percentage
130% 133% 5%
134% 137% 6%
138% 141% 7%
142% 145% 8%
146% 149% 9%
150% 153% 10%
154% 157% 11%
158% 161% 12%
162% 165% 13%
166% 169% 14%

In the case of unacceptable performance, the Employer shall —

11.3.1 Provide systematic remedial or developmental support to assist the Employee to

improve his or her performance; and

11.3.2 After appropriate performance counselling and having provided the necessary
guidance and/ or support as well as reasonable time for improvement in performance,
the Employer may consider steps to terminate the contract of employment of the
Employee on grounds of unfitness or incapacity to carry out his or her duties.

12. DISPUTE RESOLUTION

12.1

Any disputes about the nature of the Employee’s performance agreement, whether it relates
to key responsibilities, priorities, methods of assessment and/ or any other matter provided for,

shall be mediated by —

12.1.1 The MEC for local government in the province within thirty (30) days of receipt of a

formal dispute from the Employee; or

12.1.2 Any other person appointed by the MEC.

12.1.3 In the case of Senior Managers directly accountable to the Municipal Manager, a
member of the municipal council, provided that such member was not part of the
evaluation panel provided for in sub-regulation 27(4)(e) of the Municipal Performance
Regulations, 2006, within thirty (30) days of receipt of a formal dispute from the

employee;

whose decision shall be final and binding on both parties.




12.2  In the event that the mediation process contemplated above fails, clause relevant of the

Contract of Employment shall apply.
13. GENERAL

13.1  The contents of this agreement and the outcome of any review conducted in terms of (Annexure
A) may be made available to the public by the Employer.

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

13.3  The performance assessment results of the Employee must be submitted to the municipal

councii by the Employer within fourteen (14) days after the conclusion of the assessment for
information purposes.

14. PERFORMANCE APPRAISALS

14.1

The Employee will be responsible for developing annual performance work plans and
conducting performance appraisals with all staff in the Directorate as stipulated in Section 27

of the 2020 Performance Management System Framework document and Local Government
Municipal Staff Regulations in terms of Gazette 45181, September 2021.

15. MIMIMUM COMPETENCY LEVELS

156.1

The Employee shall ensure to attain the minimum competency levels required for the position
within 18 months after the date of appointment, published in the Local Government Finance
Management Act, 2003 Amendments to Municipal Reguiations on Minimum Competency
levels 2007, Government Notice 41996 of 26 October 2018.

Thus done and signed at KLERKSDORP on this the 01 day of FEBRUARY 2023

AS WITNESSES:

A /me/@%mg/ _‘ /3{@
vl v

EMPLOYEE

14

Thus done and signed at KLERKSDORP on this the 01 day of FEBRUARY 2023

PLOYER'
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ANNEXURE “A”

Performance Plan

ACTING DIRECTOR:
PUBLIC SAFETY
AJS MARAIS

CITY OF MATLOSANA
Period 1 February 2023 until 30 April 2023




=

S
%

popusye sbugeew 411 z) ¥ N _ W [ 7
popuape Bugeals 4T1z|  © B B 3 |
E g2
5 : 7k z g
SuBLBWes ol H 3 : ] § m
Bynb Ig 64} 0} PENPRYRS| ANV O] 8NP pauodisod sem| B ,m. = i m.m w g
39 |3 BuRaoL [eucEppa Ly | 7202 1590120 (2 Buieew sy papuaye sbuges ] o Papuge sBugess 4172 .m m w & £
sainuy Jsisdal W =z 53
souspusyy pauodjsod asm g L €20z AuGuisey eunpu; ansus m
epuaby ‘saanop | 10q ‘pabuaie e sbuisep ¢ pepuae Bugsew 471} papu Sfusal 471 2 oy aunf* g £q sbuesws 477 g Bupuany | papLRYE sugsa 1] jo JedunN | 0 SBuneat 47 I8 O pusHE 01 %0G 2 5540/ | U
pepucad syndun o e
¥ Q
iz —— | dIBas y2Rzoz siapsio g 2 & | W 5 m z
asuspUBRY S g% 5% 2 4
apEida)| - il am 207 ke it Aq peypugns | Peige; st =) m £ m =
g, - : : £ m m 21 308 PETZIE YRR 84} 202439 | JIBOS FRAETE 94 S0/ peprasd| PRI Bk Sy SeRICIRIE £ gs m &
dIBas Ho-paubig i = 0y Andul 41903 =330 8y Businalg sindul 4180 ssROPeR] 4} 48 843 38y) Bansua 0| %S| & | ¥Eda L]
PaNGS3) SANINGIE J0 1 g
| PaNEI31 ESTIARIB JO 1N ¥ z W
%08 I Z B
penesa: sapagaR o 1y z m 2 = ¢
f Ipanecl oo jo oy § 2 = E = z g
908 w (e Aran0my (eiousury M W W ¥ m
- ; ©
Ivak jeiouBLy ey BU Ul BUSP PUE aWssItse Byl PRUNL] ANgemi ferRinaly uejd Alereaey jerusuly panjosal senga jo “rzns.ﬁwh“ﬂtEn“ wnw.m”,_“ % 3 m k3 .
89 PUB ualISSIEsY IaAPIY| M 0] A0 U 8ok jmiously | £q pe)onpucs aq o) JusWssassD ¥ 48 uswdoanap Ipansaaisaqano oy | L g
gl i 207 auny OF AQ Ltitg Abdnsey |Eroueury Panosal ued Asnassy | edIAN Bl j (1) p9 uogoes E o
94 Buinp panouai aq of |y PRUCROYPMATISEL] B s L0 0 yemisses it 08 Parudde sjjouno] au) sod £e sayMcs|  [eioUeuld panosdde jiouncT a)| 40 Suumy 1 ewsjsks Logasyos % W
el uogy | | b LE] ) 1190 %08 15881 10 Dugosay | sed se senos eyl jo BBepzang| enusal anjse LB aInsu3 o] %05 £3d0 = U
(142271202} parpsal
shiapay yone paulisse,
01 7 pamcal sughay| ¥ . |
e paufisse jo £
%06
m ; o
{rd 221 102) parpses
sBurpun ypne paufissy W . mu |
N [ panoa shupy | E 2 = [
ypne paubisse jo N w m - o
e Fl0E | £ g | §
H (A3 1270202) pongea: F i S M ©
shupuy ypne peufisse, g m 3
Jo £ pamae sbupuy | T 2 g w
PaNB93! \ZIZIE 1| i pasirsse o ay m - w
Buipuy ppne poubisse op %0 e W &
g Apuersituos g >
(i 1zi0202) panesas I8 AN EYE PENORXS,
dvvd s ypns peubisse w (vl EZ07 3Unf o Aq podey U paxnuow pauBisee
oz 102l panpoar sbupuy| & WwawsBeusy pue poday B ZZIZ0Z| PINeS?l Hodey wswsbeueyy pus am gy pewadey
dvvd PRI Z)0702 ) wpne peubisse oy PUB 1Z/0707 24) ul pasie1 sBuspuy yone | Loday G sy u) pesm: suipuy Pu Jodey DY a4} o pasial
24 \ZI0Z0Z| Buipuy ypne peufisse o %001 au Ppaubisss o 9004 iseef e Buinosay ¥pne peubisse o abewsaind | sbuipuy ¥pne e 18y} aMsue o} %05, | 2840 | | i
— v T —_—
B
— ol =
5
s
wiEnd puz Buunp = b .W
[RUEE-OUPNY oY) Woy peawsua souanh| 7 Q 3 E M
panaaa) (SUORROUNLILST ¥PNe Jo JN | panadai w m Fl r .
$ oo uoydaoa) sauent ypaa o ) ] = B @ . g
Sl g on %4004 g E W = w
H g LS
| ;
ot 15} Buunp m 22 RquRzR(] IE A4 sway | 2 m
SION || [BSUSE-ERIPRY 3] ey PRl sausnh b B pa D) Y L (2 suss- Joppny | o w
Siege| uolnaex gy | panEaal {EH0feD Lo ¥PNR jo IN | panSIaI U Lol PAARIEI (SUDEILNWWS wey awy (BUDEEALRLILIGD a
TSWNI0P 1 Unda woidetne) Seusnh ppng o Iy JHoda; uandanka) saLanb upne | pemben Lim paseMsue sausnt | 1 odal uogdeax3) ssased gpne
funyoaly saLsanh ypne o %00} 0| =8jemopam ay) 2 o 800} Busemsuy HPNG (Bl jo BEaaRg | (PRI GOS0 UB ansua o %05 18400 u
e S T oy SFTSHEE: B BN
usunLCy T 12§ noszs Bin (1) Koy = 2
0 o300 bid P b L ENey AR | Bugm | mepefegAmpny | RSO essR) DL, T | ebpeg L Fresvi [ : Lot & mm BET| % E mm M g
pasisay = ES g es .m o
TYNOLLYHIHO
%004
%EG {1y uonedan g ond P sausienDE) poosy
%0 (i} wanobioushy ¢ Aiaetn [erumyl fedaltngy
%0 (0 uswdorensg srwoLaa j2on]
%04 (g} oy 1| puz ey
%0 () yeidoaseg simannsagy) 9 Asaged sxueg SIVHVIN SV 4l
%00} = 1} VIUY JINVKEOIHI A3% U3d DNILHOIIM TWLOL AL34VE 218N ILYHOLIIHIO SNILDY
diRStEeE ALBA¥S J118Nd ¥OLDIHIC



%) | S

osasalen| ¥ ﬂ .JM ‘
) sspzc il -
=
@A PITRIRP 0y g
PRALI JOU 6} Jsanbas 8y ja | suonesidde jo Bquny sy) ynsal : £ _
SUWBT A e Sjuduienipe| B S 318D 0) N 8 0702 YK - H g
whpnG mefmuiual  unumepioo euohey suy Ag 2 W w %
PaRLIGnS 5 yolaey paposiond | pasniea o 9 5350951 8 1BAD g g B @ = §
341 3apa1 0} jeanbal ¥ < | jo spemaua) U0 Boppoeg ay) < S IEREY SEsbY = = = = m
PR 5 | £ H
841 A pasney Bow |y} SSSuBDg W | .W 2
SJSAIP J0 iMBLIRI Lo Bapydeg if) ] i =
< 940G Ui suow A paddaup
38l aBEynaRd s3id i
B2 WS)SAS MU BY) O] POGN 94, ] 2
10U e symadde 18l Susas
1whpng smek-pi B ¥ 8159 R pall » SORGW IRy
a0ijjo wlpng Bu) o} paiuasald| uogEAEIEY) 2y] H3Us REsuswus |
sanbiy a_wn_wm W T h_nbﬂﬁg uwa&ﬂ BARY S95USTT LSS EZ02 26N 0f A (360 Rl Gupniaxe) SPURm 5B PLROS 3INSUG 0 uogos
#2ueEg SILYN BY) 850U39P O USHENON <|  jo Bumss: pus suged|ddy < 567 521 EY SI5 ¥ Y 0S0992 61 88800 SN Wy 2| 19y pa) oA puey NUBADI Op Ao2Ra 0| %05, 181 | hC
p3janpUCy v - M
suledurea Qs 244 2 m_ w_ w
PSjaNpID ¢ '} x W m - =
suliedwe Kajes ang 7 & T 8 = z m.
SO0l pejanpusy g PaINPUY z a W W H H b3 :
T subindwes Aaes 344 7 sufiediien Ajags o114 2 m £207 Bunp [ Aq swwedoid o) Bupicooe m £ -
$o0yTs pajonpuca pagmuos[ | g BalR (B oD UG Ut 5poyas SO0438 §8 PRPAPUTT W
oy sty wbarinen Aajes and 7 subledwes dajs a1 7 04] 0} subedima eps ay g fugonpuo | subiedwea fajes a1) jo Jeguiny Appjes ax sjowar of %0 S x £Yid 8
paianpuoz
SUNESIS UOHEULICHI ¥ = m
uvaguanasd Bil4 £ £ m
Pejanpuga L}
SHISSFE LORBULIDILY 3 m W W m B M
uoquass.d ax4 g =N 5 @2 F3 z
-5 g N H = g
pejnpue: pajonpuoa £ g ]
SUCISSSS LDGBULIOJUI BUNSESS UDNBULICHI [4 : W 2
uonuanaxd a4 £ uoquanawd an4 ¢ W
suodal pslonpuca PALNDUD m €ZOE BURy 0 Aq Spumm petuspl m
Ay sasifias SUDISSS UTHBLLICH EUOISS0S LOFELLInLI L m w puuaBed ¢ bupiosoe suossas PejnpUGa = |
aauBpUaRY uonuaraid and ¢ uonusnasd a4 ¢ 0| uoneuLOj uaiuasaid ay) 7| Bugonouoy EUISSIS FUBM Jo SNy Aeies ax) apumnd of %08 = Zyld L)
PejonpuUoa suogoedsul ¥ m M
a1y BB 577 g
PaRmGS suoRadsu M o] m B a
Bl |[BUSY 527 W W m m | = F]
[r— =
P ———— PaRRpUOS scpad| F @ w m LS g
24 pisuag 522 S jmive ST mw €20z Bunr 5 Aq B8 jedionnu suntaBai pug {SNYS) sapoo 4 2
AMON, pazp I PajanpLOS suogoadsuyl | g e ey u aumBond o) Buposse PRIENPUO3 | 24 Uik Aduicd pue suomenBay W
uogsads Sl fRUSE 522 2y [21sLsg 572 " 0y I sl 0 2 i B jo sBquiny | pue $apeg 81 o GUEyPE 0] %0 = e u
parmpUaa sufiedies b
Apjes Apunwwoes 7 = m
g
paNpUs) subedwes e | w m
Kapes Agunuwog 7 ,W g )
pejanpuos sufiedwes H pajanpuc) subedwes z m * m m a
Amjes Agmunon 7 fapes fyunanwog 7 g W ] =
soioud (Uil ] k) - m =
Busyep 30088 e | 3 7 g H
BAIN Ryslioy Gugeru pus 2js0a) & g -2
woegpas oo paE BpA Jo 839U | | 2 W
owwsfoi|  aneca Auo woupedsg g £207 2N ¢ Ag swumBaid o) Bupage
UoRELSWNIOP, g 50 uwedwes ay Buunp pepnpuas subledwea psjonpuas subiediugs g U jedrzinu oo sy w eu)ediey PaEnpUGs sufiedwes W
e | PORICODI 818 S ON Hojas Apunwwog 7 Asjes Mpunaway 0y Hajes Lunuwio g Buanpuay AppiEs AINWLDS jo Bqwnl | Ljes unwwes spowast o) %05 1840 8|
pajnpues |
stuow grgose| ¢ = g m
panpuoa] s M £ r g
; S6uau dIgas £ m g 3 w, 3 .
st el | et 13 3| 5
ey sSuseul Jaas £ B 1505 ¢ .W o2z sunr f— g2 b g
aauepuaRy pajnpUsa PRIINPLOS } (F Aq 3J2.0FaND UM LI [BUL0S330 JOUES | 32101082 U0 1l |euucsid oiues PRI 88 [2unca L g m
apusdy ssoen sbunesu Jigos ¢ sfugean 4igas ¢ 04]  uw sfugeew 4ig0s z) Busonpuos|  Lam sBugess dIRGS 10 S| o sich 195 Si1 JoUl ainsu o) %05 5940, ]
nteng H g ] o
mm [ 3 2
esuimay onusnay | oA Y oy wiey usuenliy o T N hm. = W g .m.m T
& - [y —— g ro) LRy L ; o s [ocoseg | *T ot Pbptg L ST ey | () i o ] mw m Ej z MM .w:m m
posiany - s &
1
0sL
dIBOSIZEERE i AL34VS 21BN MOLIIUID



& >

pappucal | @ | ]
subeduwen fajes g 9 = - | |
Jequny| PajoNpuc 4
3 2 g
spon e s 1L £ ¢ G m : £ |
Bugayely pajnpuc: paanpua z M m £Z0T SNy [F Ag auwasBaxd .m w -5 m = m
ooy subeduwes Appeg 9| subedues Kapes oL E 7 Bumuaaae gam [edkowin o SAUID pUB m Ed > 3
x.uuﬂmnk paponpuol pRjanpUoa n 7 SUp Ut SaaRID pUB SIE0LS 1 sUliedureo | sp00y08 W pajonpuo sufisduwes -
ussnae“ subledwes s g suiedwes fajes g 0y A1pyB5 poci pus HR0 v Buganpuon | Alayes P pue el jo sequiny Apjes peal spowesd o %0'S w Zvul e
1542019 peey pavnpusal = 1 M [ T
10 s1ag (xo0ig 4201 a0 s (g13) § 2 - |
peci e ssppoy paneaml ¢ g2 E 3 -] =}
ey} vl r 1201 pea o (9130 5 m g » | 2 = -
rn— Py e z B M .m 8 m = m
ﬂwﬂﬁ FYI0 pRO IR0 (94 %) “ 542019 peol i () 9 s £202 sunp (5, Aq was jediauni og H 3 =
PRt1anpuU: HONpUA satausle wawsaoy
SouepUsRY S4904 peT. A (3 ) ¢! $)0/q peci %ﬂsgw i B 04 mw_.__ x ppiachiban v W |
4201q pecd i (9230 67 Buganpuag | syo0ig pea: i (gL ) f Jaquiny Kajes peos sjowand of %05 & b | 8
okbuzry| ¥ =, |
oxpey  E
10798 PRI S 40
uonamsEa Jodn paUsAISIE
20.0) 194 §1 aougLLiopad) g
ol ), SN o ebeyous = g
FOLDS B SEM S0u) Usy 14 | 5 2
Popron saq oaBy | suMO wopand o pesoddo H w
S |EUOHEPS SRAHYM| e paddoup 106) U1 ssy anusnal . o T 5
UONIBYII SNBAE) 0L f ood X} 841 Inq S3|JYIA [eUClIRPE, w. w m m
SUCSESS AY] YSROEISS D) SPU0 | O SNP PAALISLY BRY Suogoadu) M B 8 oW | M
Ul §70g Asenuep | pajUewardun SHEGD| FEANSNG Aif} L0 / by g = z
909 9 1 UEICD | Bl @t 5| 00 pus panasdu 3 g : 8 2
DUIRS U0 SUDOBOSY| | S SPUEES JKILEI Le Lofeged E E} W ES B
FSU0H 10 JaEtin s JoYUOK | BIUIASY 09§ T SPLEIS e 2 £ m
Hipouys of paulisep poyisi v | < 0G4 G I 5950901 Sseueng < [EERE] [44547] m E
a m
i
paACudiu ‘SBELN| S5IUDNG)
2 MNOYS sassawsng| oy Awdde pue B0 Of seuma
U0 sudnoatiely ‘siciIedsu) | SSIUSNY K0 plo ) =seq Aep b
85U83 1o BIgEpEAR ¥ U0 Sdilypumay pug sqnans
S o) el ‘pasedal| S0} HEON U sasssuisng psin
Laeg os(e ansy s3onsr | o) Gaey Sxredsy) sicpadsul
W09 Gy puR ZZ07 quaidas ) 0] 3owRA §0 abeloys. oz
sandly iy g o uBss) SIBpREt [almY)
. i n E:.H_EE __MM ka_u..gn ﬁz . 4 Emﬁ“ﬂsﬁ“& SH+ 002 BLRH)|  £20Z 8NP 0T AQ SPUB)S PUB SISWMBY | SPIMELS PuR SIS 'S3SS3UING BUNDS 8aNSuB O LONSS|00
ey 1 5 1099 ¥ CIEL Y L8Ol Y OFY PEYYH| | sesseursn Wny Enuass) BUROAOD | Way PaioSqos enusA3l BjEn puey anuzAR o AR 0] %0 ¥sn 1
Riggely ¥ [ =l
oszoven| © =
g
B
H "
k] - o El
= F &
Teuonuny KM m m m W»
ek fpucigdim e ssnesaq | = = b g
suedal| 60 sem wadul jey) jo ped ‘00 z M W m W m
10; W3S W3G J0u SEY I0JIBRU03 | £7 IN008 81 JaLend sad enuanal k1 z = B
i JBR0a0 Ui juas sEpugUEIam 5| IS R m 3 =
SB KISSISIE UB pUD 8240 | [0 100 U554 584 pus Jquisnay * g
ovoo) QUS| B o} PRGNS £4%65 14 funsyby Aq y sem, | .m
sanBly smsfioy am wieD BouBnSul Uy <) eludinbe sBpug-yBiom sy « PG PO Y 089 B9 o Rl doii) &
i — TZUE SR (E Aq Buse) B eraian oew PUNSS insun o Lorosiios .
VL0 62 H EFEISY] QZLEGZ | M| SOUSA JOR Woy enueral Bugospap | woy paioaiaa anusAal eneA puey MUl O ARAGORLE 0] %0 | 50 18
wialpy ¥ N 3 3
2 k] = £_3 2
| PEE 52l Y = €202 2unr: 39 |25+ w . g
409 F e g EBE| = g
’ Ay SIS EY sicectou| 2 g2 o hq I 33BA e L0 SOZ & Y Suew jeousyy; | g g5 g |
wnu&_w i e — , - g S{amanal | Buisuor pus UeNsBey | sjewsual | Brsuany pus Logeela; AINGS 2MSUA §) U0Gas02 | &8 |EwE £ w
] $3LEL Y ZLBLLGLY| %o may B aioman woy pusy enuana: op Aanays o) wos| "~ g zsn & B M
1eBpng
FouepIng > ﬂ. -
) e . onusAuy | THOWAR; Y Ky pligy Jusugsnipy - = —
% ol AT B BaaianG 4o Wiy o soroiod fyoreny | 1O |ourtesea | PTOE #ipag 1SORY BN (B | (1)) SeiEopu] soveOpaY Aay 2aRIlD mm m F 8 M .m.m E m
Py & SRR P s ef |1 _
|
IVNOILYHIHO
dIBUSTERE0E
——r AL3SVS JV1BNd HOLITIC



& S | T

HADYNYI THdiDINNW AL34YS DIEN MC1I5YID NILOY @
g y SA7HYIN MY
. 2]
b ~y
= v 8L
%00k LAt
T T
RO 5 | EEuEu_ d m _
HogsY eI Bugeaul w4 Aunsag | | M | m
misBay — =1 ,W g . w 7 = o
anuspUSRY € | a§ x »
ol BN Bl Whd Awnoes | i% ( % g m E m
. a St T = ) 3
Wanguoddy o J 4 3 | | S w g M
S wewnoop| saie oo e Shgee) 1 21 nﬂ_uom”m_-:h_maaa _H__Mﬁchunw.i”E Bumsow oy wns;hao 5 m w V20T 2unr [P0 3L ol Swapshs Aunses | 13UNG3 34 m, m W
Wewyss POMPOS PuUaRe O BINfB4| 8431 01 Snbaus w3 —_— chiied ] - et m. AQ pilnes sy un swejeks funoee sy) s vapunns ) siusicledep | SwalsAs Aynas sy Er_u_.ﬁaw_ m
Aoty Aunoag Ppejanpuoa paLnApUCs | a Uay|fiags o] SBUIEdSp 1OUNO3 Y| (INIET0D LU PRISNPUO? sBures o} seskopdun pus Asdoid 3
uonEes2l WiV Bugeew w4 Anasg | Bugssw wniog Ao | 0|  sbueew wuog funsag y Bunanpusg UFLO AN ¢ 0 S| 6003 o pa)ss alf ainsua o) %0'G 2038 |
papnpuoa | m
| | sbugeaw sauewupa © ~
e ! pajanpuoal g m M
e—3 sBujaeu sauBLDYa ] £ 3 m
OHORR O A ———— =T H F E =
Hoday “senuly e Bunesw auy pray aWARS ApN28s ajerud p aundisod siw | ‘paduaue PRlon) sl ;|2 o] ® = g
sy | Ko uea of pasle sapwIon| Jo SIaYEW SUOEEP | swpasg|  auom sDupow souswoped £ BHmRaL FABULONa 7 suneo asueuyad § m. m m M m
BOUBPUSRY | SI00P PROEEE PUE DU & | fapaciouns| 5 g -4
opuely GoioN|  jou e ey siyB B3 ons H 20 13 2} it eougydiueal S YIM BBAUAD UG ERpd | m. | 3
WIS Bpod| o) paed qol B SEW Cf Speau F N OF A9 9 8L Y Samydoi0g Y} AMBUS 0f I9UNoD 8L 208§ AUN9s aeaud M
‘@olnies Aunoss|  welpeda] sl Juswpedag + B Sy} AMELS 0 [[LN00 YA JOB4U00 | A J0RINGS UD SispiAcId B3SS | 1 eouelIGkad ey Bulcyuow -
ejEaLd jo 38| yma jo Apqsucdsa) pajanpuod Pa)anpua E e aapiseud a0iE AUNoes senud g Aymaos sjeaud ypm pajanpuos #Aq saskomda pue Apsdad W
weunuoddy B4 S AMBUSILIRY sBuseW souBLDPS ] £ | sBugeew aouawkLed £ ad sBunaaw asueusioped 24 Bugonpuen|  sBunsew eoumuuopiad jo Bquiny | iounea jo Ajajes sy) amsua o) %G, [NEE] oy
i wreey| Y |
wessey| E
= — - x
11339 58 SWBA| HeIoRds 00 00% 8994 n wziryl ¢ | g
|
.| % | &
3 H g H
] g g E g £
3pA o U pamydes Kfuam, $ & = = z
B 29 026 153 Jo [Bunor a 5 B M & m
‘WeIEAS KOG U0 paInides w m w g
Jou sidienal 007 0Ly panded || | i £ |
S 2uD 2N oY 78 BLT 8L Y | -
10 83UaKLY & L BY 0Z5 | BT | |
H 81 GATRAS RS Ud paundes | | W |
CROD SAOA| WNOWY IRy o jueuey | |
sweoy ey | uo snaq s o) sysigeise £20Z aunp (f Aq 153LE [0 SWBLEM | SRUPW @Iy PUNS |
feucosy Awq|  waoq sey swes) sjenads 008 686 vagiey | 5P LG B S5a08 10 juerem way 0| Wl paaed PUBH|  aMsu3 0} aNUaa [ae0z 0] %05 LTV .
oopooocy| F | |
| onoezzy| ¢ |
. = - - i 1 =
oG U2 paimdes junowy|  sey suoqeoljsads JspUa) e | uoqesado 8304383 LD au) 00§01 4ELH) - [ ooopos iyl 2
=
£
W.
=
g .
= 7 e g |
sucqRmEto ag Busnoy Ul = g w E 2 g
pam owidinbs pus ssuwus Bosd) 2 = L3 z H
BRI 10 sopua) mau i . E & 3 W
8 BusIoNs Jauya 49 spiasd | | £ 2 3 i =
SRANS 60140 HORY L3 b B 3 M
pamnpdea oy a2|da: o} 2q W s o m w
04 sieeinol 10 99 2% 1 SABLET | [@PWal UoGoRoT SRR e, _
32UBI3P € Y WlShs g W44 pay pua paodS 10| 13 oedu aneiau UB ey youm | | E
W0 palngdas 10U sam splE0 | (EILEN 0 Buieg 10 Buinses peu | - _
045 2LH PRioRica amaun | pus BuRsod op 0 DALQ §o6g wswes jo Buysed sesws3 |
B4l oy gys pLY 0 BemYR o fuisnoy u| o Buosar pus | peuncew Jueusuusd § aqeiiod [ ,
wrog saen 5% PUB BLLBICH 3| WaiskG 9040 4ouE o jea| @ Jouoisianid upuisasbe [@re) | ”
Sweal] sjdasy | pamden juann/edan sy BpARK] soies Burcped | soiss pajada ssyj us papey | £202 sunp s3uy ggen Bupueisne SIBPEL (8B RINOS |
rsusoey Areq|  wey junous pajosgoa suL oucL s 45 Jusisaceidey | UsaeIeda asyeyaeq AN 3y 85 BeCY W0 osL Y 000 000 € H| 0F A9 59uy ey woy 0| WOL PRIZSH00 NUIKAL ANJEA PUBY | BINSUS 0] BNUSAI 122003 0| %05 EVHL L
R snusay it iy iy nesgsalpy i i3z i i £F .m : mm
i} ; T
Tn ] SN PN [l e,
1 onepey sl PP pintid SpojAR] 8} Eotuy iy Gepne | Bemu | pasafeid fpepeag | MO [Puesea | T e T | weBeng L i et B | S0 e D kg R Gt B mm 2§ m x| &% 5 _mm
PosuEY = 53 =
¥ ¥ 3 7 TYNOLLVHIHO,

JIBOSEIRTR > Al3dVE 08N ¥oLITRg



EEREEE

Voo sy vema p Qo)

1) el WITEmT
[} Prebi oo S e e gm0 WSS L L O

LILIES




ANNEXURE “B”

Local Government: Competency
Framework for Senior Managers

ACTING DIRECTOR:
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Period 1 February 2023 until 30 April 2023

=

ik G %%‘




LOCAL GOVERNMENT: COMPETENCY FRAMEWORK FOR SENIOR MANAGERS

1. Definitions

In this framework —

“core competencies” are competencies that cut across all levels of work in a municipality and enhance
contextualised leadership that guarantees service delivery impact; and

“leading competencies” means competencies that are required to develop clear institutional strategy,
initiate, drive and implement programs to achieve long-term sustainable and measurable service deiivery
performance results.

2,

2.1

2.2

2.3

2.4

25

2.6

Competency Framework

This competency framework replaces regulation 26(8) of the Local Government:
Municipal Performance Regulations for  Municipal Managers and Managers directly
accountable to Municipal Managers, (Government Notice No. 805) as published in Government
Gazette No. 29089 of 1 August 2006.

A person appointed as a senior manager must have the competencies as set out in this
framework. Focus must also be placed on the following key factors:

(a) Critical leading competencies that drive the strategic intent and direction of local
government;
(b) Core competencies which senior managers are expected to possess, and which drive the

execution of the leading competencies; and
(c) The eight Batho Pele principles.

The competency framework consists of six leading competencies which comprise of twenty (20)
driving competencies that communicate what is expected for effective performance in local
government.

The competency framework further involves six (6) core competencies that act as drivers to ensure
that the leading competencies are executed at an optimal level.

There is no hierarchical connotation to the structure and all competencies are essential to the role
of a senior manager to influence high performance. Ail competencies must therefore be considered
as measurable and critical in assessing the level of a senior manager's performance.

The competency framework is underscored by four (5) achievement levels that act as benchmark
and minimum requirements for other human capital interventions, which are, recruitment and
selection, learning and development, succession planning, and promotion.

Competency Framework Structure

The competencies that appear in the competency framework are detailed below.

LEADING COMPETENCIES

impact and Influence

Institutional Performance Management
Strategic Planning and Management
QOrganisational Awareness

Strategic Direction and
Leadership

Human Capital Planning and Development
Diversity Management

Empioyee Relations Management
Negotiation and Dispute Management

People Management

13
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Program and Project Planning and Implementation
Service Delivery Management
Program and Project Monitoring and Evaluation

Program and Project
Management

Budget Planning and Execution
Financial Strategy and Delivery
Financial Reporting and Monitoring

Financial Management

Change Vision and Strategy
Process Design and Improvement
Change Impact Monitoring and Evaluation

Change Leadership

Policy Formulation
Risk and Compliance Management
Cooperative Governance

Governance Leadership

CORE COMPETENCIES

Moral Competence

Planning and Organising

Analysis and lnnovation

Knowledge and Information Management

Communication

Resuits and Quality Focus

Minimum Requirements

The minimum requirements that accompany the competency framework, but do not govern the
selected competencies, as set out in annexure B of the minimum competency requirements for
Senior Managers, refer to the level of higher education qualification, work experience and
knowledge that are needed to operate effectively in the local government environment.
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Competency Descriptions

Cluster

Leading Competencies

Competency Name

Sirategic Direction and Leadership

Competency Definition

Provide and direct a vision for the institution, and inspire and deploy others to
deliver on the strategic institutional mandate

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
¢+ Understand +  Givedirectionto a » Evaluate all activities Structure and

institutional and
departmental
strategic objectives,
but lacks the ability to

inspire others to .

achieve set mandate
Describe how specific
tasks link to
institutional strategies
but has limited

influence in directing .

strategy
Has a basic
understanding of

institutional .

performance
management, but
lacks the ability to
integrate systems into
a collective whole

Demonstrate a basic .

understanding of key
decision- makers

team in realising the
institution's strategic
mandate and set
objectives

Has a positive
impact and influence
on the morale,
engagement and
participation of team
members

Develop actions
plans to 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
politicai factors
Eifectively
communicate
barriers to execution
to relevant parties
Provide guidance to
all stakeholders in
the achievement of
the strategic
mandate
Understand the aim
and objectives of the
institution and relate
it to own work

to determine vatue
and alignment to
strategic intent
Display in-depth
knowiedge and
understanding of
strategic planning
Align strategy and
goals across all
functional areas
Actively define
performance
measures to monitor
the progress and
effectiveness of the
institution
Consistently
challenge strategic
plans {o ensure
relevance
Understand
institutional
structures and
political factors, and
the consequences of
actions

Empower others to
follow strategic
direction and deal
with complex
situations

Guide the institution
through complex and
ambiguous concern
Use understanding of
power relationships
and dynamic
tensions among key
players to frame
communications and
develop strategies,
positions and
alliances

position the institution
to local government
priorities

Actively use in-depth
knowledge and
understanding to
develop and
implement a
comprehensive
institutional
framework

Hold self accountable
for strategy execution
and results

Provide impact and
influence through
building and
maintaining strategic
relationships

Create an
environmental that
facilitates loyalty and
innovation Display a
superior level of self-
discipline and
integrity in actions
Integrate various
systems into a
collective whole to
optimise institutional
performance
management

Uses understanding
of competing
interests to
manoeuvre
successfully to a
win/win outcome

15




Cluster

Leading Competencies

Competency Name

People Management

Competency Definition

Effectively manage, inspire and encourage people, respect
diversity, optimise talent and build and nurture relationships in
order to achieve institutional objectives

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Participate in team Seek s [dentify ineffeciive Develop and

goal-setting and
problem solving
Interact and
collaborate with
peopie of diverse
backgrounds
Aware of
guidelines for
employee
development, but
requires support in
implementing
development
initiatives

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

Apply relevant
employee
legislation fairly
and consistently
Facilitate team
goal-setting and
problem-solving
Effectively
identify capacity
requirements to
fulfil the strategic
mandate

team and work
processes and
recommend
remedial
interventions
Recognise and
reward effective
and desired
behaviour
Provide mentoring
and guidance to
others in order to
increase personal
effectiveness
Identify
development and
leaming needs
within the team
Build a work
environment
conducive to
sharing,
innovation, ethical
behaviour and
professionalism
Inspire a culture of
performance
excellence by
giving positive and
constructive
feedback to the
team

Achieve
agreement or
consensus in
adversarial
environments
Lead and unite
diverse teams
across divisions to
achieve
institutional
objectives

incorporate best
practice people
management
processes,
approaches and
tools across the
institution

Foster a culture of
discipline,
responsibility and
accountability
Understand the
impact of diversity
in performance
and actively
incorporate a
diversity strategy
in the institution
Develop
comprehensive
integrated
strategies and
approaches to
human capital
development and
management
Actively identify
trends and predict
capacity
requirements to
facilitate unified
transition and
performance
management
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Cluster

Leading Competencies

Competency Name

Pregram and Project Management

Competency Definition

Able to understand program and project management methodology;
plan, manage, monitor and evaluate specific activities in order to

deliver on set objectives

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

SUPERICR

Initiate projects
after approval from
higher authorities
Understand
procedures of
program and project
management
methodoiogy,
implications and
stakeholder
involvement
Understand the
rational of projects
in relation to the
institution's strategic
objectives
Document and
communicate
factors and risk
associated with own
work

Use results and
approaches of
successful project
implementation as
guide

Establish broad .
stakeholder
involvement and
communicate the
project status and
key milestones
Define the roles .
and
responsibilities of
the project team
and create clarity
around
expectations .
Find a balance
between project
deadline and the
quality of
deliverables
Identify
appropriate project
resources {0 .
facilitate the
effective
completion of the
deliverables
Comply with
statutory .
requirements and
apply policies in a
consistent manner
Monitor progress
and use of .
resources and
make needed
adjustments to
timelines, steps, .
and resource
allocation

Manage multiple
programs and
balance priorities
and conflicts
according to
institutional goals
Apply effective risk
management
strategies through
impact assessment
and resource
requirements
Modify project
scope and budget
when required
without
compromising the
quality and
objectives of the
project

Involve top-level
authorities and
relevant
stakeholders in
seeking project
buy-in

Identify and apply
contemporary
project
management
methodology
Influence and
motivate project
team to deliver
exceptional results
Monitor policy
implementation
and apply
procedures to
manage risks

Understand and
conceptualise the
long-term
implications of
desired project
outcomes

Direct a
comprehensive
strategic macro
and micro analysis
and scope projects
accordingly to
realise institutionat
objectives
Consider and
initiate projects that
focus on
achievement of the
iong-term
objectives
Influence people in
positions of
authority to
implement
outcomes of
projects

Lead and direct
translation of policy
intc workable
actions plans
Ensures that
programs are
maonitored to track
progress and
optimal resource
utilisation, and that
adjustments are
made as needed

17




Cluster

Leading Competencies

Competency Name

Financial Management

Competency Definition

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

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

SUPERIOR

Understand basic
financial concepts
and methods as
they relate to
institutional
processes and
activities

Display awareness
into the various
sources of financial
data, reporting
mechanisms,
financial
governance,
processes and
systems
Understand the
importance of
financial
accountability
Understand the
importance of asset
control

Exhibit knowledge | »
of general
financial concepts,
planning,
budgeting, and
forecasting and
how they
interrelate
Assess, identify
and manage .
financial risks
Assume a cost-
saving approach
to financial
management .
Prepare financial
reports based on
specified formats
Consider and
understand the .
financial
implications of
decisions and
suggestions
Ensure that
delegation and
instructions as .
required by
National Treasury
guidelines are
reviewed and .
updated

Identify and
implement proper
monitoring and
evaluation
practices {o
ensure
appropriate
spending against
budget

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

Address complex
budgeting and
financial
management
concerns

Put systems and
processes in place
to enhance the
quality and integrity
of financial
management
practices

Advise on policies
and procedures
regarding asset
control

Promote Naticnal
Treasury's
regulatory
framework for
Financial
Management

Develop planning
tools to assist in
evaluating and
monitoring future
expenditure irends
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
control

Display
professionalism in
dealing with
financial data and
processes
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Cluster Leading Competencies

Competency Name Change Leadership

Able to direct and initiate institutional transformation on all levels in
order to successfuliy drive and implement new initiatives and deliver
professional and quality services to the community

Competency Definition

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
Display an awareness Perform an analysis | ¢ Actively monitor *  Sponscr change
of change of the change change impact and agents and create a
interventions, and the impact on the social, results and convey netwark of change
benefits of political and progress to relevant leaders who support
transformation economic stakeholders the interventions
initiatives environment ¢  Secure buy-in and s Actively adapt current

Able to identify basic
needs for change
Identify gaps between
the current and
desired state

ldentify potential risk

Maintain calm and
focus during change
Able to assist team
members during
change and keep
them focused on the

sponsorship for
change initiatives
Continuously
evaluate change
strategy and design
and introduce new

structures and
processes to
incorporate the
change interventions
Mentor and guide
team members on

and challenges to deliverables approaches to the effects of change,
transformation, Volunteer to lead enhance the resistance factors
including resistance to change efforts institution's and how to integrate
change factors outside of own work effectiveness change

Participate in change
programs and piicting
change interventions
Understand the

team

Able to gain buy-in
and approval for
change from

Build and nurture
relationships with
various stakehoiders
to establish strategic

impact of change relevant alliance in facilitating
interventions on the stakeholders change
institution within the Identify change + Take the lead in

broader scope of local

readiness levels and

impactful change

government assist in resolving programs
resistance to change | »  Benchmark change
factors interventions against
Design change best change
interventions that practices
are aligned withthe | «  Understand the
institution's strategic impact and
objectives and goals psychology of

change, and put
remedial
interventions in place
to facilitate effective
transformation
Take calculated risk
and seek new ideas
from best practice
scenarios, and
identify the potential
for implementation

Motivate and inspire
others around
change initiatives
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Cluster

Leading Competencies

Competency Name

Governance Leadership

Competency Definition

Able to promote, direct and apply professionalism in managing risk
and compliance requirements and apply & thorough understanding of
governance practices and obligations. Further, able to direct the
conceptualisation of relevant policies and enhance cooperative
governance relationships

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
Display a basic Display a thorough | «  Able to link risk Demonstrate a
awareness of risk, understanding of initiatives into key high level of

compliance and
governance factors
but require
guidance and
develocpment in
implementing such
requirements
Understand the
structure of
cooperative
government but
requires guidance
on fostering
workable
relationships
between
stakehoiders
Provide input into
policy formulation

governance and
risk and
compliance factors
and implement
plans to address
these
Demonstrate
understanding of
the techniques
and processes for
optimising risk
taking decisions
within the
institution
Actively drive
policy formulation
within the
institution to
ensure the
achievement of
objectives

institutional
objectives and
drivers

Identify, analyse
and measure risk,
create valid risk
forecasts, and map
risk profiles

Apply risk control
methodology and
approaches to
prevent and reduce
risk that impede on
the achievement of
institutional
objectives
Demonstrate a
thorough
understanding of
risk retention plans
ldentify and
implement
comprehensive risk
management
systems and
processes
Implement and
monitor the
formulation of
policies, identify
and anaiyse
constraints and
chailenges with
implementation
and provide
recommendations
for improvement

commitment in
complying with
governance
requirements
Implement
governance and
compliance
strategy to ensure
achievement of
institutional
objectives within
the legislative
framework

Able to advise
Local Government
on risk
management
strategies, best
practice
interventions and
compliance
management
Able to forge
positive
relationships on
cooperative
governance level to
enhance the
effectiveness of
local government
Able to shape,
direct and drive the
formulation of
policies on a macro
level
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Ciuster

Core Competencies

Competency Name

Moral Competence

Competency Definition

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

competence

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
¢ Realise the impact Conduct self in ¢ ldentify, develop, Create an
of acting with alighment with the and apply environment
integrity, but values of Local measures of self- conducive of moral
requires guidance Government and correction practices

and development in
implementing
principles

Follow the basic
rules and
reguiations of the
institution

Able to identify
basic moral
situations, but
requires guidance
and development in
understanding and
reasoning with
moral intent

the institution .

Able to openly
admit own
mistakes and
weaknesses and

seek assistance .

from others when
unable to deiiver
Actively report
fraudulent activity
and corruption
within local
government

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 |

Able to gain trust
and respect
through aligning
actions with
commitments
Make proposals
and
recommendations
that are
transparent and
gain the approval
of relevant
stakeholders
Present values,
beliefs and ideas
that are congruent
with the institution's
rules and
regulations
Takes an active
stance against
corruption and
dishonesty when
noted

Actively promote
the value of the
institution to
internal and
external
stakeholders
Able to work in
unity with a team
and not seek
personal gain
Apply universal
moral principles
consistently to
achieve moral
decisions

Actively develop
and implement
measures to
combat fraud and
corruption

Set integrity
standards and
shared
accountability
measures across
the institution to
support the
objectives of local
government

Take responsibility
for own actions and
decisions, even if
the consequences
are unfavourable
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Cluster

Core Competencies

Competency Name

Planning and Crganising

Competency Definition

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

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
Able to follow basic | «  Actively and * Able to define Focus on broad
pians and organise appropriately institutional strategies and
tasks around set organise objectives, develop initiatives when
objectives information and comprehensive developing plans

Understand the
process of planning
and organisingbut |
requires guidance
and development in
providing detailed
and comprehensive | o
plans

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

resources required
for a task
Recognise the
urgency and
importance of
tasks

Balance short and
long-term plans .
and goals and
incorporate into
the team's
performance
objectives ]
Schedule tasks to
ensure they are
performed within
budget and with
efficient use of )
time and
resources
Measures
progress and
monitor
performance .
results

plans, integrate
and coordinate
activities, and
assign appropriate
resources for
successful
implementation
Identify in advance
required stages
and actions to
complete tasks and
projects

Schedule realistic
timelines,
objectives and
milestones for
tasks and projects
Produce clear,
detajled and
comprehensive
plans to achieve
institutional
objectives

ldentify possible
risk factors and
design and
implement
appropriate
contingency plans
Adapt plans in light
of changing
circumstances
Prioritise tasks and
projects according
to their relevant
urgency and
importance

and actions

Able to project and
forecast short,
medium and long
term requirements
of the institution
and local
government
Translate policy
into relevant
projects to facilitate
the achievement of
institutional
objectives

22




Cluster

Core Competencies

Competency Name

Analysis and Innovation

Competency Definition

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

objectives

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
Understand the Demonstrate Coaches team Demonstrate
basic operation Logical technigques members on complex analytical
problem solving of and approaches analytical and and problem
analysis, but lack and provide innovative solving approaches
detail and rationale for approaches and and techniques
thoroughness recommendations techniques Create an
Able to balance Demonstrate Engage with environment
independent objectivity, insight, appropriate conducive to
analysis with and thoroughness individuals in analytical and fact-
requesting when analysing analysing and based problem-
assistance from problems resolving complex solving
others Able to break problems Analyse,
Recommend new down complex Identify solutions recommend

ways to perform
tasks within own
function

Propose simple
remedial
interventions that
marginaily
challenges the
status quo

Listen to the ideas
and perspectives of
others and explore
opportunities to
enhance such
innovative thinking

problems into
manageable parts
and identify
solutions
Consult internal
and external
stakeholders on
opportunities to
improve
processes and
service delivery
Clearly
communicate the
benefits of new
opportunities and
innovative
solutions to
stakeholders
Continuously
identify
opportunities to
enhance internal
processes
Identify and
analyse
opportunities
conducive to
innovative
approaches and
propose remedial
intervention

on various areas in
the institution
Formulate and
implement new
ideas throughout
the institution
Able to gain
approval and buy-
in for proposed
interventions from
relevant
stakeholders
Identify trends and
best practices in
process and
service delivery
and propose
institutional
application
Continuously
engage in research
to identify client
needs

solutions and
monitor trends in
key challenges to
prevent and
manage
occurrence
Create an
environment that
fosters innovative
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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Cluster

Core Competencies

Competency Name

Knowledge and Information Management

Competency Definition

Able to promote the generation and sharing of knowledge and
information through various processes and media, in order to enhance

the collective knowledge base of local government

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
Collect, categorise Use appropriate Effectively predict Create and support
and track relevant information future information a vision and culture
information required systems and and knowledge where team
for specific tasks technology 1o management members are
and projects manage requirements and empowered to
Analyse and institutional systems seek, gain and
interpret information knowledge and Develop standards share knowledge
to draw conclusions information and processes to and information
Seek new sources sharing meet future Establish
of information to Evaluate data knowledge partnerships
increase the from various management across local
knowledge base sources and use needs government to
Regularly share information Share and promote facilitate
information and effectively to best- practice knowledge
knowledge with influence knowledge management
internal decisions and management Demonstrate a
stakeholders and provide solutions across various mature approach {o
team members Actively create institutions knowledge and

mechanisms and
structures for
sharing of
information

Use external and
internal resources
to research and
provide relevant
and cutting-edge
knowledge to
enhance
institutional
effectiveness and
efficiency

Establish accurate
measures and
monitoring systems
for knowledge and
information
management
Create a culture
conducive of
learning and
knowledge sharing
Hold regular
knowledge and
information sharing
sessions fo elicit
new ideas and
share best practice
approaches

information sharing
with an abundance
and assistance
approach
Recognise and
exploit knowledge
points in
inferactions with
internal and
external
stakeholders

24




Cluster

Core Competencies

Competency Name

Communication

Competency Definition

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 to achieve

the desired outcome

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
Demonstrate an Express ideas to Effectively Regarded as a
understanding for individuals and communicate high- specialist in

communication
levers and tools
appropriate for the
audience, but
requires guidance
in utilising such
tools

Express ideas in a
clear and focused
manner, but does
not always take the
needs of the
audience into
consideration
Disseminate and
convey information
and knowledge
adequately

groups in formal
and informal
settings in an
manner that is
interesting and
motivating

Able to
understand,
tolerate and
appreciate diverse
perspectives,
attitudes and
beliefs

Adapt
communication
content and style
to suit the
audience and
facilitate optimal
informaticn
transfer

Deliver content in
a manner that
gains support,
commitment and
agreement from
relevant
stakeholders
Compile clear
focused, concise
and well-
structured written
documents

risk and sensitive
matters to relevant
stakeholders
Develop a well-
defined
communication
strategy

Balance political
perspectives with
institutional needs
when
communicating
viewpoints on
complex issues
Able to effectively
direct negotiations
around complex
matters and arrive
at a win-win
situation that
promotes Batho
Pele principles
Market and
promote the
institution to
external
stakeholders and
seek to enhance a
positive image of
the institution
Able to
communicate with
the media with high
levels of moral
competence and
discipline

negotiations and
representing the
institution

Able to inspire and
motivate others
through positive
communication that
is impactful and
relevant

Creates an
environment
conducive to
transparent and
productive
communication and
critical and
appreciative
conversations
Able to coordinate
negotiations at
different levels
within local
government and
externally




Cluster

Core Competencies

Competency Name

Resuits and Quality Focus

Competency Definition

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

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

SUPERIOR

Understand quality
of work but requires
guidance in
attending to
important matters
Show a basic
commitment {o
achieving the
correct resuits
Produce the
minimum level of
results required in
the role

Produce outcomes
that is of a good
standard

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

Focus on high-
pricrity actions
and does not
become distracted
by lower-priority
activities

Display firm
commitment and
pride in achieving
the correct results
Set quality
standards and
design processes
and tasks around
achieving set
standards
Produce output of
high quality

Able to balance
the quantity and
quality of results in
order to achieve
objectives
Monitors progress,
quality of work,
and use of
resources; provide
status updates,
and make
adjustments as
needed

Consistently verify
own standards and
outcomes to
ensure quality
output

Focus on the end
result and avoids
being distracted
Demonstrate a
determined and
committed
approach to
achieving results
and quality
standards

Follow task and
projects through to
completion

Set chalienging
goals and
objectives to self
and team and
display
commitment to
achieving
expectations
Maintain a focus on
quality outputs
when placed under
pressure

institutional
systems for
managing and
assigning work,
defining
responsibilities,
tracking,
monitoring and
measuring
success,
evaluating and
valuing the work of
the institution

Coach and guide
others to exceed
quality standards
and results
Develop
challenging, client-
focused goals and
sets high standards
for personal
performance
Commit to exceed
the results and
quality standards,
monitor own
performance and
implement
remedial
interventions when
required

Work with team to
set ambitious and
challenging team
goeals,
communicating
long-and short-
term expectations
Take appropriate
risks to accomplish
goals

Overcome
setbacks and
adjust action plans
to realise goals
Focus people on
critical activities
that yield a high
impact
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Achievement Levels

The achievement levels indicated in the table below serve as a benchmark for appointments,
succession planning and development interventions.

6.1

6.2

Individuals falling within the Basic range are deemed unsuitable for the role of senior
manager, and caution should be applied in promoting and appointing such persons.

Individuals that operate in the Superior range are deemed highly competent and
demonstrate an exceptional level of practical knowledge, attitude and quality. These
individuals should be considered for higher positions, and should be earmarked for
leadership programs and succession planning.

Level Terminology

Description

1 Basic

Applies basic concepts, methods, and understanding of
local government operations, but requires supervision and
development intervention.

2 Competent

Develops and applies more progressive concepts, methods
and understanding. Plans and guides the work of others and
executes progressive analysis.

3 Advanced

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

4 Superior

Has a comprehensive understanding of local government
operations, critical in strategic shaping direction and change,
develops and applies comprehensive concepts and
methods.
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ANNEXURE “C”

Personal Development Plan (PDP)

ACTING DIRECTOR:
PUBLIC SAFETY
AJS MARAIS

CITY OF MATLOSANA
Period 1 February 2023 until 30 April 2023

:
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ANNEXURE “D”

S0\
4 /
f~—
CITY OF
MATLOSANA

DISCLOSURE FORM FOR BENEFITS AND INTERESTS

, the undersigned (Surname and Initiais)

Marais . A 79

Postal Address

Residential Address 7 E\IZG\DGH\ %MS “Heet
menq‘m\h Oaneq

= - R
Position Held A(hnj; Diveekov il Cﬂa%

Name of Municipality C}l-_-_n!' ol Nl |osmnq

Tel: O%22%9535¢3 Email: amettuséa kb[l(‘ﬂm[‘.orq
I

hereby certify that the following information is complete and correct to the best
of my knowledge:

1. Shares, securities and other financial interests {Not bank accounts with
financial institutions.)

Number of Nature Nominal Value Name of
shares/Extent of Company/Entity

financial interest L

/’#—— |

2. Interest in a trust

Name of trust Amount of Remuneration! Income

L i

/ N /

/

3. Membership, directorships and partnerships

Name of corporate entity, Type of business Amount of
partnership or firm Remuneration/ Income
- \ N —
\ \ ]

U

= e




4. Remunerated work outside the Municipality (Must be sanctioned by Council.)

Name of Employer

Type of Work

Amount of remuneration/
Income -

_/

—"-/

/

—

LN
A\

/

/

Confidential

Date: 1 February 2023

Signature by Municipal Manager:

5. Consultancies, Retainer ships and Relationship

Name of Client Nature Type of business | Value of any
activity benefits received
/ N L A /

6. Subsidies, grants and sponsorships by any organisation

Source of assistance

Descriptions of
assistance

Value of assistance

st

/

—

Y
=

]

_—

7. Gifts and Hospitality from a source rather than a family member

Description Value Member L
L .\'[_\A /
8. Land and Property
Description Extent Area Value
Rendence QQEEL?\\W) Okl R1.3 millen
= S )

S TN

~=FF]

= 4

DATE: 1 February 2023

SIGNATURE OF SENIOR MANAGER

PLACE: Kilerksdor
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OATH/AFFIRMATION

1. | certify that before administering the oath/affirmation | asked the deponent the
following questions and wrote down her/his answers in his/her presence:

)] Do you know and understand the contents of the declaration?

Answer Yes

i) Do you have any objection to taking the prescribed oath or affirmation?

Answer No

iii) Do you consider the prescribed oath or affirmation to be binding on your

conscience?
Answer Yes
2. | certify that the deponent has acknowledged that she/he knows and understands

the contents of this declaration. The deponent utters the following words: “| swear
that the contents of this declaration are true, so help me God.” / I truly affirm that
the contents of the declaration are true”. The signature/mark of the deponent is
affixed to the declaration in my presence.

o,
[ %ﬁﬁwwféwzzmj
Commissigher of Oath /Justice of the Peace

Full first names and surname: ___Cherél Jansen van Rensburg (Block letters)

Designation (rank) __Manager Performance Management Ex Officio Republic of South

Africa

Street address of institution  C/o Bram Fischer and Emily Hobhouse Streets

Klerksdorp

Date 01 February 2023 Place Klerksdorp

01 February 2023

CON TS NOTEPD: Municipal Manager DATE
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