PERFORMANCE AGREEMENT

IN TERMS OF THE:-
LOCAL GOVERNMENT: MUNICIPAL SYSTEMS ACT,
2000 (32 OF 2000), AS AMENDED

AND

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

Entered into by and between

The CITY OF MATLOSANA herein represented by

E.T. MOTSEMME

in his capacity as

Municipal Manager
(hereinafter referred to as the Employer)

And

Vacant

As the

Director: Finance
(hereinafter referred to as the Employee)

For the Period

1 July 2014 to 30 June 2015




PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The CITY OF MATLOSANA herein represented by ELIE TSIETSI MOTSEMME (ID NR. 6506135623080)
in his capacity as the MUNICIPAL MANAGER (hereinafter referred to as the Employer) and

C(IDNR. e ) in his capacity as the DIRECTOR

FINANCE of the Mun|C|paI|ty (heremafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

1.1

1.2

1.3

1.4

The Employer has entered into a contract of employment with the Employee in terms of
section 57(1)(a) of the Local Government: Municipal Systems Act 32 of 2000 (“the Systems
Act’). The Employer and the Employee are hereinafter referred to as “the Parties”.

Section 57(1)(b) of the Systems Act, read with the Contract of Employment concluded
between the parties, requires the parties to conclude an annual performance agreement.

The parties wish to ensure that they are clear about the goals to be achieved, and secure the
commitment of the Employee to a set of outcomes that will secure local government policy

goals.

The parties wish to ensure that there is compliance with Sections 57(4A), 57(4B) and 57(5) of
the Systems Act and Section 57(4C) of the Systems Amendment Act.

2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

2.1

2.2

2.3

2.4

2.5

2.6

2.0

comply with the provisions of Section 57(1)(b),(4A),(4B) and (5) of the Systems Act , Section
57(4C) of the Systems Amendment Act, as well as the employment contract entered into
between the parties;

specify objectives and targets defined and agreed with the employee and to communicate to
the employee the employer's expectations of the employee’s performance and
accountabilities in alignment with the Integrated Development Plan (IDP), Service Delivery
and Budget Implementation Plan (SDBIP) and the Budget of the municipality;

specify accountabilities as set out in a performance plan, which forms an Annexure to the
Performance Agreement;

monitor and measure performance against set targeted outputs;

use the Performance Agreement as the basis for assessing whether the employee has met
the performance expectations applicable to his or her job;

in the event of outstanding performance, to appropriately reward the employee; and

give effect to the employer's commitment to a performance-orientated relationship with its
employee in attaining equitable and improved service delivery.



3 COMMENCEMENT AND DURATION

3:1

3:2

3.3

3.4

4.1

4.2

4.3

This Agreement will commence on the 1 JULY 2014 and will remain in force until
30 JUNE 2015 thereafter a new Performance Agreement, Performance Plan and Personal
Development Plan shall be concluded between the parties for the next financial year or any
portion thereof.

This Agreement will terminate on the termination of the Employee’s contract of employment.

The content of this Agreement may be revised at any time during the above-mentioned
period to determine the applicability of the matters agreed upon.

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

PERFORMANCE OBJECTIVES

The Performance Plan (Annexure A) sets out-

4.1.1 the performance objectives 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.
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 key objectives; key performance indicators; target
dates and weightings.

4.2.1 The key objectives describe the main tasks that need to be done.

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

4.2.3 The target dates describe the timeframe in which the work must be achieved.
4.2.4 The weightings show the relative importance of the key objectives to each other.

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.

5 PERFORMANCE MANAGEMENT SYSTEM

5.1

52

5.3

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.

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

te



5.4

5.5

5.6

5.7

5.8

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.

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 (KPAs) and the Core Competency
Requirements (CCRs) respectively.

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

5.6.3 KPAs covering the main areas of work will account for 80% and CCRs will account
for 20% of the final assessment.

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 22.73%
Municipal Institutional Development and Transformation 11.36%
Local Economic Development (LED) 0%
Municipal Financial Viability and Management 38.64%
Good Governance and Public Participation 27.27%
Total 100%

In the case of 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.

The CCRs will make up the other 20% of the Employee’s assessment score. CCRs that are
deemed to be most critical for the Employee’s specific job should be selected (V) from the list
below as agreed to between the Employer and Employee.

CORE COMPETENCY REQUIREMENTS (CCR) FOR EMPLOYEES
CORE MANAGERIAL COMPETENCIES (CMC) v WEIGHT
Strategic Capability and Leadership N 10%
Programme and Project Management N 5%
Financial Management v 10%
Change Management v 5%
Knowledge Management N 5%
Service Delivery Innovation v 5%
Problem Solving and Analysis v 5%
People Management and Empowerment v 5%
Client Orientation and Customer Focus v 5%

: %



CORE COMPETENCY REQUIREMENTS (CCR) FOR EMPLOYEES
CORE MANAGERIAL COMPETENCIES (CMC) N WEIGHT

Communication N 5%
Honesty and Integrity v 5%
CORE OCCUPATIONAL COMPETENCIES (COC)

Competence in Self Management N 4%
Interpretation of and implementation within the J 39
legislative an national policy frameworks °
Knowledge of Performance Management and J 5
Reporting °
Knowledge of global and South African specific J 3
political, social and economic contexts °
Competence in policy conceptualisation, analysis J 49%
and implementation 0
Knowledge of more than one functional municipal J 39
field / discipline ’
Skills in Mediation N 3%
Skills in Governance v 3%
Competence as required by other national line J 39
sector departments °
Exceptional and dynamic creativity to improve the J 49
functioning of the municipality °

TOTAL PERCENTAGE 100%

6. EVALUATING PERFORMANCE

6.1

6.2

6.3

6.4

6.5

The Performance Plan (Annexure A) to this Agreement sets out -
6.1.1 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 intervals for evaluation, the Employer may in addition
review the Employee’s performance at any stage while the contract of employment remains in

force.

Personal growth and development needs identified during any performance review discussion
must be documented in a Personal Development Plan 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.

The annual performance appraisal will involve:
6.5.1 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 performed under the KPA.

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

5



(c) The applicable assessment rating calculator (refer t
must then be used to add the scores and calculate a fir

6.5.2 Assessment of the CCRs

(a) Each CCR should be assessed according to the ext
standards have been met.

(b) An indicative rating on the five-point scale should be pr

(c) This rating should be multiplied by the weighting give
contracting process, to provide a score.

(d) The applicable assessment rating calculator (refer to p
be used to add the scores and calculate a final CCR sc

6.5.3 Overall rating

An overall rating is calculated by using the applicable assessme
overall rating represents the outcome of the performance apprai:

6.6 The assessment of the performance of the Employee will be base

scale for KPA’s and CCRs:

Level Terminology

Description

Outstanding
performance

Performance far exceeds the

expected of an employee at this le
appraisal indicates that the Emplc
achieved above fully effective result:
all performance criteria and indic
specified in the PA and Performar
and maintained this in all a
responsibility throughout the year.

Performance
significantly
above

4 expectations

Performance is significantly higher
standard expected in the job. The :
indicates that the Employee has .
above fully effective results against v
half of the performance criteria and i
and fully achieved all others throug
year.

Fully effective

Performance fully meets the s
expected in all areas of the job. The ¢
indicates that the Employee hi
achieved effective results agai
significant performance criteria and ir
as specified in the PA and Performan




Level Terminology Description

Not fully effective | Performance is below the standard re
for the job in key areas. Performance
some of the standards expected for t
2 The review/assessment indicates th
employee has achieved below fully e
results against more than half th
performance criteria and indicato
specified in the PA and Performance P!
Unacceptable Performance does not meet the st
performance expected for the job. The review/asse
indicates that the employee has ac
below fully effective results against aln
1 of the performance criteria and indicat
specified in the PA and Performance
The employee has failed to demonstr:
commitment or ability to bring performa
to the level expected in the job ¢
management efforts to enceld
improvement. ai

6.7 For purposes of evaluating the annual performance of the Municipal M
panel constituted of the following persons must be established:-

6.7.1  Executive Mayor,

6.7.2 Chairperson of the performance audit committee or the at
absence of a performance audit committee;

6.7.3 Member of the Mayoral Committee;

6.7.4  Mayor and/or Municipal Manager from another municipality; and/>

6.7.5 Member of a ward committee as nominated by the Executive Malc

6.8 For purposes of evaluating the annual Performance of Managers direc
Municipal Manager, an evaluation panel constituted of the followiniclc
established:-

6.8.1  Municipal Manager; e th
6.8.2 Chairperson of the performance audit committee or the auolic
absence of a performance audit committee;
6.8.3Municipal Manager from another municipality.
5) «
6.9 The Manager responsible for Human Resources of the municipality mus
services to the evaluation panels referred to in paragraphs 6.7 and 6.8.

7. SCHEDULE FOR PERFORMANCE REVIEWS
7.1 The performance of each Employee in relation to his / her performance

reviewed on the following dates with the understanding that reviews in the f0]
may be verbal if performance is satisfactory: mt

First quarter : July — September 2014

Second quarter : October — December 2014

Third quarter : January — March 2015 Tl
Fourth quarter X April = June 2015 er

ne






11. MANAGEMENT OF EVALUATION OUTCOMES

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

11.2 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:

11.2.1

Performance Seore Performance Bonus Percentage

From To

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%

11.3  In the case of unacceptable performance, the Employer shall —

11.3.1

11.3.2

provide systematic remedial or developmental support to assist the Employee to
improve his or her performance; and

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

1242

12.1.3

the MEC for local government in the province within thirty (30) days of receipt of a
formal dispute from the Employee; or

any other person appointed by the MEC.

In the case of 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  Inthe event that the mediation process contemplated above fails, clause 21.3 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 Directors must be submitted to the municipal
council within fourteen (14) days after the conclusion of the assessment.

14. PERFORMANCE APPRAISALS
141 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 5
of the 2011 Performance Management System Framework and Policy document.

Thus done and signed at KLERKSDORP on this the 27 day of JUNE 2014.

AS WITNE$SES:

EMPLOYEE

Thus done and signed at KLERKSDORP on this the 27 day of JUNE 2014.

AS WITNESSES:

" WM%%V EM%OYER\
2. EQI\%




ANNEXURE “A”

Performance Plan

DIRECTOR: FINANCE
VACANT

CITY OF MATLOSANA
Period 1 July 2014 to 30 June 2015
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ANNEXURE “B”

Personal Development Plan (PDP)

DIRECTOR: FINANCE
VACANT

CITY OF MATLOSANA
Period 1 July 2014 to 30 June 2015



1. Introduction

1.1

ti

Explanatory Notes um | Development Plan

A Municipality should be c<,

opment of its employees to achieve its
tives and empower employees; and
=nt within the ambit of relevant national

(a) the continuous trail
vision, mission and ™
(b) managing training
policies and legislat

1.2 A Municipality should foﬁb, rated approach to Human Resource

Development, that is: r}

(a) Human resource chg hould form an integral part of human
resource planning ar nt.

(b) In order for a munic g and development strategy and plans
to be successful it 1ised on sound Human Resource (HR)
practices, such as tl HR Plan, job descriptions, the result of
regular performance’ career pathing, scarce skills an talent
management and su ning.

(c) To ensure the necy e with performance management, the
municipality’s  Perfc, agement and Development System
should provide for tl, Development Plans of employees to be
included in their ani ance Agreements. Such approach will
ensure the alignmf dual performance objectives to the
municipality’s strate 5, and that training and development
needs are also ide y the performance management and
appraisal process.

(d) Career-pathing and planning ensures that employees are
placed and develoj according to aptitude and identified
potential and throug d development acquire the necessary
competencies to pre or future positions. Scarce skills and
talent management s appropriate training, education and
development intervel

2. Competence Modeling
2.1 What does an institution me: s an employee / prospective employee
is competent if he / she fit ¢ ompetency framework or occupational

competency profile? The in fact expressing competence as a

future-oriented ideal that tt achieve their strategic objectives. The

institution is in effect givingg of the desired or required knowledge,
skills and attributes for an in pecific position]. For competence to be
useful, the associated col ould be greater than the observed
performance as it will allow tl jrowth towards this ‘ideal’.

2.2 There is however a risk in ¢ required competence that a current or

) in the future, as the future is, by
bw how an employee will perform in the
ces that they did not select, did not

ight perform.
%

prospective employee shoug
definition, uncertain. Managyj
future nor can they know ),
promote, did not award a que.




2.3

2.4

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

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

2.4.1 A managerial competency framework as an expression of required

managerial competencies.
2.4.2 Occupational competency profiles as expression of occupation / post
competency requirements.

Compiling the Personal Development Plan attached as the Appendix 1.

3.1

3.2

3.3

The aim of the compilation of Personal Development Plans (PDPs) is to identify,
prioritise and implement training needs

The Local Government: Municipal Systems Act: Guidelines: Generic senior
management competency framework and occupational competency profiles
provides comprehensive information on the relevance of items 2.4.1 and 2.4.2
above to the PDP process. The Municipal Finance Management Competency
Regulations, such as those developed by the National Treasury and other line
sector departments’ legislated competency requirements need also be taken into
consideration during the PDP process.

The assessment results of a manager against the minimum requirements
contained in the managerial competency framework and occupational
competency profiles will assist a manager, in consultation with his / her
employee, to compile a Personal Development Plan as follows:-

(a) The identified training needs should be entered into column 1 of the
Appendix 1, entitled Skills / Performance Gap. The following should be
carefully determined during such a process:

a. Organisational needs, which include the following:
o Strategic development priorities and competency requirements, in
line with the municipality’s strategic objectives.
o The competency requirements of individual jobs. The relevant job
requirements (job competency profile) as identified in the job

“‘ T
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(b)

sis to determine the impact of ch:
and economic environment.
others calm and focused during 1
iguity.

rts and encourages new ideas.
ead change efforts outside of own
ersuades all the relevant stakeho
e.
ilds commitment within own area

description should be compared to the cu

of the employee to determine the individua

o Specific competency gaps as identified du

and performance appraisal of the employe

b. Individual training needs that are job / career re|

Next, the prioritisation of the training needs in
be determined since it may not be possible to addr|
needs in a specific financial year. It is however o
training needs be addressed on a phased and pri
that all these needs should be prioritized for purp
critical / strategic training and development ne
Personal Development Plans and the Workplace S

gues on how to manage change.
ks new opportunities for change.
ssists in resolving resistance to ¢

Consideration must then be given to the outcome
of the Appendix 1, so that once the intervention is
had can be measured against relevant output indica

ic projects to enable change that i
nal objectives.
al, legislative and regulatory proc

An appropriate intervention should be identified tcjilll t© drive and implement change ef

/ skills gaps and the outcome to be achieved but
effectiveness. These interventions should be liste
Appendix 1, entitled: Suggested training and / o
The training / development must also be conduct
recognised qualification from a tertiary instituti
registered on the National Qualifications Fram
Qualifications Authority), which could enable

recognition towards a qualification for training unde
determine through the Training / Human Resourc
Development Unit within the municipality whether u
developed with regard to a specific outcome / s
registered with the South African Qualifications Aut
usually have measurable assessment criteria  to

competency. There is more detail on this initem 4 b

te information systems to manage
knowledge.
chnology to stay abreast of worlc

mation from multiple sources and
nfluence decisions.

nisms and structures for sharing ¢
ion.

researchers, knowledge specialist
es appropriately to improve organ

portance of knowledge sharing w
grates information from multiple s

e knowledge management solutic
ledge-enabling environment.

Guidelines regarding the number of training da
the nominations of employees: An employee sho
at least five days of training per financial year and
withdrawn from training interventions.

and stakeholders on ways to imp
ices.

the benefits of service delivery im
stakeholders.

al process improvement opportuni
ull knowledge of principles on ser\

Column 4 of the Appendix 1: The suggested mo
the chosen methodology that is deemed most relev
skills. The training / development activity should im
the workplace. Mode of delivery consists of, amo
[The official takes it upon him / her to read e.g.
external training provision; coaching and / or me

programmes, etc. nalyses opportunities where innov

“Ellroved service delivery.

nisms to encourage innovation an
| area and across the organization
vative service delivery options in
nization.

The suggested time frames column 5 of the
managers to effectively plan for the annum e.g.
employees are away from work within the same per
that the PDP is implemented systematically.

15



3.4

3.5

(h) Work opportunity created to practice skill / development areas, in
column 6 of the Appendix 1, further ensures internalisation of information
gained as well as return on investment (not just a nice to have skill but a
necessary to have skill that is used in the workplace).

(i)  The final column, column 7 of the Appendix 1, provides the employee
with a support person that could act as coach or mentor with regard to the
area of learning.

Personal Development Plans are compiled for individual employees and the data
collated from all employees in the municipality forms the basis for the prescribed
Workplace Skills Plan, which municipalities are required to compile as a basis for
all training and education activities in the municipality, in a specific financial year
and report on progress made to the Local Government Sector Education and
Training Authority (LGSETA).

Funding should be made available for training, education and development, in
line with the Skills Development Act, at least 1% of the personnel budget must be
earmarked for it. Additional funding can also be secured in terms of the
provisions of the Skills Development Levies Act from the LGSETA if:-

(@) A Skills Development Facilitator has been appointed.

(b) The Workplace Skills Plan has been submitted.

(c) A submission, including a Business Plan is submitted for additional
grants.
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Change Initiates, supports and [e  Performs analysis to determine the impact of changes in the
management champions social, political and economic environment.
organizational » Keeps self and others calm and focused during times of
transformation and change or ambiguity.
change in order to o Initiates, supports and encourages new ideas.
successfully » Volunteers to lead change efforts outside of own work team.
implement new » Consults and persuades all the relevant stakeholders of the
initiatives and 'dellver need for change.
on service delivery |, |ngpires and builds commitment within own area for the change
commitments. by explaining the benefits of change, and the process of
implementing the change.
e Coaches colleagues on how to manage change.
e Proactively seeks new opportunities for change.
e |dentifies and assists in resolving resistance to change with
stakeholders.
e Designs specific projects to enable change that is aligned to
the organizational objectives.
e Uses the political, legislative and regulatory processes of the
Public Service to drive and implement change efforts.
Knowledge Obtains, analyses and |  Uses appropriate information systems to manage
management promotes the organizational knowledge.

generation and
sharing of knowledge
and learning in order
to enhance the
collective knowledge
of the organization.

Uses modern technology to stay abreast of world trends and
information.

Evaluates information from multiple sources and uses
information to influence decisions.

Creates mechanisms and structures for sharing of knowledge
in the organization.

Uses libraries, researchers, knowledge specialists and other
knowledge bases appropriately to improve organizational
efficiency.

Promotes the importance of knowledge sharing within own
area.

Adapts and integrates information from multiple sources to
create innovative knowledge management solutions.
Nurtures a knowledge-enabling environment.

Service delivery
innovation

Champion’s new ways
of delivering services
that contributes to the
improvement of
organizational
processes in order to
achieve organizational
goals.

Consults clients and stakeholders on ways to improve the
delivery of services.

Communicates the benefits of service delivery improvement
opportunities to stakeholders.

Identifies internal process improvement opportunities to SDI.
Demonstrates full knowledge of principles on service delivery
innovations.

Identifies and analyses opportunities where innovative ideas
can lead to improved service delivery.

Creates mechanisms to encourage innovation and creativity
within functional area and across the organization.
Implements innovative service delivery options in own
department/organization. ’

4
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Problem solving
and analysis

Systematically
identifies analyses
and resolves existing
and anticipated
problems in order to
reach optimum
solutions in a timely
manner.

Explains potential i
environment.

Demonstrates logi
rationale for propo
Determines root ¢
solutions address
Demonstrates obje
probing behaviour
Demonstrates the
manageable parts

munication and writing skills and an ability
yze complex information

ng the municipal council with the process
nd making By-laws. This includes

e financial and non-financial impact of

d By-laws OR in the case of a municipal
pporting the board of directors with the
olicies including advising on the financial
act of proposed policies

aging the administrative aspects of the
policies and in the case of a municipality

People
management and
empowerment

Manages and
encourages people,
optimizes their outputs
and effectively
manages relationships
in order to achieve
organizational goals.

Seeks opportunitie
of responsibility.
Supports and resp
recognizes the ben
Delegates and em
level of responsibili
Applies labour and
consistently.
Facilitates team go
Recognizes individ
feedback in accord

ulating and drafting policies and in the
also By-laws in alignment with the

nt plan (IDP), the Constitution, national
tion and policy, and the legislative

local government, having regard to
ent. This process should include
alignment with existing policies and By-
dget constraints.

standing of the municipality’s
and external), the Constitution, national

principles.
Adheres to internal f¥ion and policy, and the legislative
practices. local government as well as the

and policies.

ponsibility, knowledge and understanding
cognizing the varying relations required
the impact on the municipality and the

n its stakeholders.

onsibility, establishing and maintaining
external stakeholder relations. This would
he community, local businesses, public

Deals with labour
Identifies competen
specific tasks.

Displays personal i
Able to manage ow
other stakeholders.
Manages conflict th

Client orientation
and customer
focus

Willing and able to
deliver services
effectively and
efficiently in order to
put the spirit of
customer service
(Batho Pele) into
practice.

nd other spheres of government
municipalities and relations for purposes
ivery mechanisms, outsourced service

in the case of a municipality, Public-
PPPs)

onsibility, ensuring stakeholder

nd external) and advising the accounting
consultation as envisaged and required
ms Act and the MFMA.. This includes

Develops clear and
improvement progr
Identifies opportunit
customers.

Designs internal wo
Adds value to the o
customer service.
Applies customer ri

Communication

Exchanges
information and ideas
in a clear and concise
manner appropriate
for the audience in
order to explain,
persuade, convince
and influence others
to achieve the desired
outcomes.

expectations.

Expresses ideas to
informal settings in
Receptive to alternat
Adapts communicati@e and find creative and innovative solutions
audience, including
Delivers messages i
commitment and agr
Writes well-structureany resistance to change

Communicates contréling the accounting officer with the alignrrrnt

ting change management within the area of

nagement of various stakeholders particular

-1

stakeholders tactfullyf¥ith the need for change.
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e Listens well and is receptiv

* Encourages participation a

anding' performance

execute strategic initiatives.
easures to evaluate the

Honesty and Displays and builds e Conducts self in accordanc
integrity the highest standards conduct.

of ethical and moral ¢  Admits won mistakes and \

conduct in order to others were unable to deliv inst specified performance
promote confidence |s  Reports fraud, corruption,

and trust in the Public |s  Honours the confidentiality lans.

Service. personal gain or the gain o gues and team members.

Discloses conflict of interes
Establishes trust and show
Treats all employees with €
Undertakes roles and res
manner.

Incorporates organizationajsg
e Uses work time for organiz't

omes for all concerned.
g their goals.
- 'walks the talk'.

e organization.
s and tools.

matters. } olvement and communicates
e Shares information openly,” nes.
confidentiality. 5 for project team members

ations.
CORE OCCUPATIONAL COMPETENCIESn

dlines and budget.
e project by assessing

Criteria Description Generic standards forgﬁ gencies into project plan.
Interpretation of |The ability to e Implementing and overseeini reeséments with certrastsns
and implement, manage enforcement of policies and ¢ 9 ’
implementation  [and oversee the o Establishing and maintaining ral concepts of financial
within the implementation of legislative requirements and g and how they interrelate
legislative an legislation and policy municipal council and other o888 '
national policy instances of non-compliance " ;

———— reported to the National Treq unities to obtain and save

e Regularly monitor and reportg
implementation of policies alg
requirements ot

e Regularly reviewing and, whig
municipal council amendmet
municipality also By-laws to pg
alignment with the strategiesy

e Monitor and ensure enforcer
including penalties and fines
municipality’s area of jurisdige

e Regularly consider the impad;
Constitution, national and prj
the legislative framework goy

delines based on prescribed
ial implications of

rs financial reports.

goals and objectives.
ojections.

ncial resources.

ions to ensure alignment of

e strategic objectives of the

municipality’s By-laws and p«
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ANNEXURE “C”

CONFIDENTIAL
FINANCIAL DISCLOSURE FORM

[, the undersigned:

(Postal address):

(Residential address):

Tel: Fax:

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

1. Shares and other financial interests (Not bank accounts with financial

institutions.)
See information sheet: note (1)

NUMBER OF
SHARES/EXTENT OF NATURE NOMINAL VALUE COMI'\iixlf/g:TlTY
FINANCIAL INTERESTS

2. Directorships and partnerships
See information sheet: note (2)
NAME OF CORPORATE AMOUNT OF
ENTITY, PARTNERSHIP OR TYPE OF BUSINESS REMUNERATION/
FIRM INCOME

T/

24



3. Remunerated work outside the Municipality
Must be sanctioned by Council. See information sheet: note (3)

NAME OF EMPLOYER TYPE OF WORK AMOUNT OF REMUNERATIONS
INCOME
Council: City of Matlosana
Signature by Municipal Manager: Date ‘2‘7! 6l ( 20l

4. Consultancies and retainerships
See information sheet: note (4)

VALUE OF ANY
TYPE OF B
NAME OF CLIENT NATURE E GF BUSINESS BENEFITS

ACTIVITY RECEIVED

5. Sponsorships
See information sheet: note (5)

DESCRIPTION OF
SOURCE OF VALUE OF

ASSISTANCE/
ASSISTANCE/SPONSORSHIP SPONSORSHIP ASSISTANCE/SPONSORSHIP

25



6. Gifts and hospitality from a source other than a family member
See information sheet: note (6)

DESCRIPTION VALUE SOURCE
7. Land and property
See information sheet: note (7)
DESCRIPTION EXTENT AREA VALUE

SIGNATURE OF EMPLOYEE

DATE: 27 o, [201

PLACE: [Cegnus00 e
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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:

(i) Do you know and understand the contents of the declaration?

Answer ?55

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

Answer b

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

conscience?
Answer V’é)

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 thel contents of this declaration are true, so help me God.” / “I truly affirm that
the congents of the declaration are true”. The signature/mark of the deponent is
affixed {¢ the declaration in my presence.

Commissioner of Oath /Justice of the Peace

Full first names and surname:

(Block letters) MR.0O.C ) POWRIE
PMS Co-URDINATOR
CITY 0F MATLOSANA

Designation (rank) Camicsroney or (IATHEX Officio Republic of South Africa

Ex OFFICO

Street address of institution

Date 2 ° (0 b l 20 9 Place (LLEM 5@@(2{9

// 77(0&»!16"7

CONTEMTI'S NOTED: Municipal Manager DATE

¥
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