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Appendix A
PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN

GREATER TZANEEN MUNICIPALITY
AS REPRESENTED BY THE MUNICIPAL MANAGER

- MABAKANE FRANS MANGENA
AND

- OBBY ZOPHANNA MKHOMBO
THE EMPLOYEE OF THE MUNICIPALITY

FOR THE

FINANCIAL YEAR: 1 JULY 2009 - 30 JUNE 2010



-

PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Greater Tzaneen Municipality herein represented by Mabakane Frans Mangena in his capacity as Municipal Manager -
{hereinafter referred to as the Employer or Supervisor)

and

Obby Zophanna Mkhombo as the Employee of the Municipality (hereinafter referred fo as the Employee).
WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

1.1 The Employer has entered into a contract of employment with the Employee in terms of section 57(1) (a) of the Loc;
Government: Municipal Systems Act 32 of 2000 (“the Systems Act") The Employer and the Employee are hereinaft.
referred to as “the Parfies”, .

12 ~ 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 agresment.

1.3 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 and outputs that will secure local govemment policy goals.

14 The parties wish to ensure that there is compliance with Sections 57(4A), 57(4B) and 57(5) of the Systems Act.
2. PURPOSE OF THIS AGREEMENT '
The purpose of this Agreement is fo -

21 Comply with the provisions of Section 57(1)(b),{4A},(4B} and (5) of the Act as well as the employment contract
entered into between the parties.

2.2 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, Service Delivery and Budget Implementation Plan (SDBIP), the Departmental Business Plan ar(:\
the Budget of the Municipality. -

2.3 Specify accountabiliies as set out in a performance plan, which forms an annexure to the perfarmance agreement.

24 Monitor and measure performance against set targeted outputs
25 Use the performance agresment as the basis for assessing whether the employee has met the performance

expectations applicable to her job.
2.8 in the event of outstanding performance, to appropriately reward.the employee.

2.7 Give effect to the employer’s commitment to a performance-orientated relationship with its employee in attaining

equitable and improved service delivery



COMMENCEMENT AND DURATION

33

341 This Agreement will commence on the 1 July 2009 and will remain in force until 30 June 2010; thereafter a new
Performance Agreement, Performance Plan and Personal Development Plan shall be concluded betwesn the parties
for the next financial year or-any portion thereof.

3.2 The parties will review the provisions of this Agreement during June each year. The parties will conclude a new
Performance Agreement and Performance Plan that replaces this Agreement at least once a vear by not later than the
beginning of the first month of the successive financial year.

This Agreement will terminate on the termination of the Employee's contract of employment for any reason,

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

35 If at any ime 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

4.1 The Performance Plan {Annexure A) sets out-

411 the performance objectives and targets that must be met by the Employee; and
412  the time frames within which those performance objectives and targets must be met,

4.2 The performance objectives and targets reflected in Annexure A are set by the Employer in consultation with the
Employee and based on the Integrated Development Plan, Service Delivery and Budget Implementation Plan (SDBIP)
and the Budget of the Employer, and shall include key objecfives; key performance indicators; targets that may
include dates and weightings. '

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

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

423  The farget dates describe the timeframe in which the work must be achieved.

424  The weightings show the relative imporiance of the key performance areas, key dbjectives and key
performance indicators to each other in terms of the position.

4.3 The Employee’s performance will, in addition, be measured in terms of contributions to the strategic objectives and

strategies set out in the Employer’s Integrated Development Plan as developed per the Balanced Scorecard
methodology.

PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

5.3

The Employee agrees fo participate in the performance managenient 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
required standards.

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

3

0.



54 The Emplﬁyee undertakes to actively focus towards the promofion and implementation of the KPA’s (including special
projects relevant o the employee’s responsibilifies) within the local government framework.

55 The eriteria upon which the performance of the Employee shall be assessed shall consist of two companents, both

of which shall be contained in the Performance Agreement.

551  The Employee must be assessed against both components, with a weighting of 80:20 allocated to the Key

Performance Areas (KPA's) and the Core Competency Requirements {CCR's) respectively.

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

553  KPA's covering the main areas of work will account for 80% and CCR’s will account for 20% of the final

assessment.

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

O

Key Performance Areas (KPA’s) Weighting
Municipal Institutional Development and Transformation 10.

Basic Service Delivery 60

Local Economic Development {LED) 10

Municipal Financial Viability and Management 10

Good Governance and Public Participation 10

Total 100%

5.7 In the case of managers direclly accountable to the Municipal Manager, key performance areas related fo the

functional area of the relevant manager must be subject to negotiation between the Municipal Manager and the

relevant manager.

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

and Employee:

®
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O

Strategic Capability and Leadership

Must be able to provide vision, set the direction o
the municipality and inspire others in order to
deliver on the municipality's mandate

15

Programme and Project Management

Must be able to plan, manage, monitor and
evaluate specific activities in order to ensure that
policies are implemented and that Lacal
Government objectives are achieved

10

Financial Management

Must be able to know, understand and comply with
the Municipal Finance Management Act No 56 of
2003.

15

Change Management

Must be able to initiate and support municipal
transformation and change in order to successfully
implement new initiafives and deliver on service
delivery commitments -

Knowledge Management

Must be able to promote the generation and
sharing of knowledge and leaming in order to
enhance the collective knowledge of the
municipality

Service Delivery Innovation

Must be able to explore and implement new ways
of delivering services that contribute to the
improverent of municipal processes in order to
achieve municipal goals

15

Probiem Solving and Analysis

Must be able o systematically identify, analyse and
resolve existing and anticipated problems in order
to reach optimum soiutions in a timely manner

People Management and
Empowerment

4 goals

Must be able to manage and encourage people,
optimise their outputs and effectively manage
relationships in order to achieve the municipality's

10

Client Orientation and Customer
Focus

Must be willing and able to deliver services
effectively in order fo put the spirit of customer
service {Batho Pefe} into practice

10

Communication

Must be able to exchange information and ideas in
a clear an concise manner appropriate for the
audience in order to explain, persuade, convince
and influence others to achieve the desired
outcomes

Accountability and Ethical Conduct

Must be able to display and build the highest
standard of ethical and moral conduct in order to
promote confidence and trust in the municipality

Section Total:

100%

6. EVALUATING PERFORMANCE

6.1  The Performance Plan (Annexure A) fo this Agreement sets out-

6.1.1 the standards and procedures for evaluating the Employee’s performance; and

6.2  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.

MF,



6.3  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 fo and implementation must take place within agreed time

frames in the Persenal Development,

64 The Employee's performarice will be measured in terms of contributions to the strategic objectives and sfrategies sef out in
the Employer's IDP.

6.5  The bi-annual and annual performance appraisal will involve:

6.5.1 Assessment of the achievement of results as outlined in the performance plan:

el Each KPA should be assessed according to the extent to which the specified standards or performance
indicators have besn 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.

{c) The applicable assessment rating calculator {refer to paragraph 6.5.3 below) must then be used to add
the scores and calculate a final KPA score.

6.5.2 Assessment of the CCRs : o
(a) Each CCR should be assessed according to the extent to which the specified standards have been met,
{b) An indicafive rating on the five-point scale should be provided for each CCR.

(o This rafing should be multiplied by the weighting given to each CCR during the contracting process, to
' provide a score,

(d) The applicable assessment rating calculator (refer to paragraph 6.5.3) must then be used fo add the
scores and calculate a final CCR score.

6.5.3 Overall rating

An overall rating is calculated by using the applicable assessmentrating calculator.  Such o\_.'araﬂ rating
represents the outcome of the performance appraisal,

6.5 The assessment of the performance of the Employee will be based on the following rating scale for KPA’s and
CCR's:
O
Terminology Description Ratin
1]2]34]15

Outstanding Performance far exceeds the standard expected of an

performance employee at this level. The appraisal indicates that the

Employee has achieved above fully effective results

5 . against all performance criferia and indicators as

specified in the PA and Performance Plan and
maintainzd this in alf areas of responsibility throughout
the year.

%



6.7

6.8

1.

Terminology Pescription Rating

_ 1127345

Performance Performance is significantly higher than the standard
significantly above expected in the job. The appraisal indicates that the
expectations Employee has achieved above fully effective results
4 against more than half 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
Employee has fully achieved effective results against ali
3 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
ih key aveas. Performance meets some of the
standards expected for the job, The review/assessment
2 indicates that the Employee has achieved below fully
efiective results agalnst more fthan half the key
performance criteria and indicators as specified in the
PA and Performance Plan.

Unacceptable Performance does not meet the standard expected for
performance the job. The review/assessment indicates that the
Employse has achieved below fully effective results
against almost all of the performance criteria and
1 indicators as specified in the PA and Performance Plan.
The Employee has failed fo demonstrate the
commitment or ability to bring performance up to the
level expected in the job despite management efforts to
encourage improvement,

For purposes of evaluating the annual performance of managers directly accountable to the Municipal Manager an
evaluation panel constituted of the following persons must be established -

6.7.1 ° Municipal Manager;

8.7.2  Chairperson of the District Performance Audit Committee
6.7.3  Member of the Executive Committee;

6.7.4  Municipal Manager from another municipality; and

8.75  One Head of Division from within the department.

The manager responsible for human resources of the Municipality must provide secretariat services to the evaluation
panels.

SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of the Employee in relation to her performance agreement shall be reviewed within the month following
the quarters as indicated with the understanding that reviews in the first and third quarter may be verbal if performance is

satisfactory:

First quarter ; July — September 2009 (October 2009)
Second quarter : October — December 2009 (January 2010)
Third quarter : January — March 2010 (April 2010)
Fourth quarter , : April - June 2010 {July 2010)

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 aséessment of the Employee's performance.

-



10.

11,

74 The Employer will be enfitied to review and make reasonable changes to the provisions of Annexure “A" from time to time
for operational reasons. The Employee 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.

DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan {PDP) for addressing developmental gaps is attached as Annexure B,

. OBLIGATIONS OF THE EMPLOYER

9.1  The Employer shall -

9.1.1 Create an enabling environment to facilitate effective performance by the Employee.
9.1.2 Provide access fo skills development and capacity building opportunities. (“)
913 Work collaboratively with the Employee to solve problems and generate solutions to common problems that

may impact on the performance of the Employee.

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

9.1.5 Make available to the Employee such resources as the Employee may reasonably require from time to time
to assist her to meet the performance dbjectives and fargets established in terms of this Agreement.

CONSULTATION

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

10.1.1  Adirect effect on the performance of any of the Employee’s functions.
101.2  Commit tﬁe Employee to implement or to give effect to a decision made by the Employer.

10.1.3 A substantial financial effect on the Employer. ('j

102 The Employer agrees to inform the Employee of the outcome of any decisions taken puréuant 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. ~ ‘

MANAGEMENT OF EVALUATION OUTCOMES

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

1.2 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  Ascore of 130% to 149% Is awarded a performance bonus ranging from 5% to 9%.
11.2.2  Ascore of 150% and above is awarded a performance bonus ranging from 10% to 14%.
11.2.3 . Specific bonus percentages will be determined on a sliding scale, proportionately to the points scored, rounded up
to the next 0.25 percentage. eg. 136% score = 6.678% = 6.75% bonus.
11.3 In the case of unacceptable performance, the Employer shall -
Y .



11.3.1  Provide systematic remedial or developmentat support to assist the Employee to improve her performance
11.3.2  After appropriate performance counselling and having provided the necessary guidance andf 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 her duties.
12. DISPUTE RESOLUTION

12.1 Any disputes about the nature of the Employee’s performance agresment, whether it relates fo key responsibilities,
pricrities, 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

12.1.2  Any other person appointed by the MEC
1213 In the case of managers directly accountable to the Municipal Manager, a member of the municipal council,
O 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 recsipt 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, the dispute procedures as per the Contract of
Employment shall apply. ' '

)

MF



13. GENERAL

131 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 . Mothing 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, circutars, policies, directives or other instruments.

13.3 The performance assessment results of the Municipal Manager must be submitted to the MEC responsible for local
government in the relevant province as well as the national minister responsible for local government, within fourfeen
(14) days after the conclusion of the assessment.

Thus done and signed at . Z}é’ﬁ%yon this the 7. day of @57‘@"‘] 2000

AS WITNESSES:

AS WITNESSES:

EMPLOYER

10
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3. Key deliverables - Key Performance Indicator's (50% of KP

s

j.

>f¢<mmm=.::a

'KPA §. - Strategic - Obj -# Programmes Departmental KPI KPI i Target Sept| Target Dec || Target Mar # Target Jun Evidence
. § Objective |{Weight§ -~ i, Weighti ~ '09 09 M0 ‘10 R
TOD Davelop a high 100% institutional 1% of HOD's with signed performance 50% 3100% 100% Not applicable Not applicable " j;Signed Performance Plans
performance Performance m plans
culture for a " Management i : ,
changed, diverse, sPeriormance "% Quarterly perfarmance reports 50% 1100% 100% 100% 100% IMonthly, quarterly, haif yearly
efficient and EManagement mmccaama on time ; w and annual reports
effective local “xmuonm
BED {Promote- 100% gEnvironmental % progress with the review of the 50% §50% 50% 60% 100%
environmentaly management Environmental management plan
sound praclices i
and social ;
development Environmental % progress with development of the Statef] 50%  i{10% 20% 70% 100% State of the Environment report
management iof the Environment report i , o ‘
FIN Jlincrease financial 100% jiFinancial % of departmental budget spent 50% {25% 50% 75% 100% Monthly financial budget reports
Management and
Budgeting
IFinancial reporting {% of departmental Queries arising from 30%  |;Not applicable {Not applicable #iNot applicable 1100% Records of Audit queries
previous audit repori attended to by the this quarier this quarter  lithis quarter
end of the financial year ) o
GPP gEffective and 100% jiCustomer care Number of departmental visits to Thusongli  25% i1 / 3 4 Detailed Handout on
Efficient centres o create awareness on services Departmental Services and
administration rendered Functions. Proof of Visits to
Thusong Centres
: iAwareness Programme
Council Structures 1% of Council resolutions implemented 20%  [{100% 100% 100% 100% M Departmental Resolution
iiregister
#Mesting 1 of departmental meetings 2% 1 1 i m Minutes and Attendance
Management iregisters of 4 Deparimental
Imeetings
Committee of Cluster committee meetings atlended}i 25% 13 6 9 12 mo_:amq and other commities
Management ; minutes & aftendance registers

mF
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4. Key deliverables - Projects (50% of _A_uh/ xmmm:nm:mu : O

me_p : - Strateglc  Ij“Obf - | Programmes. i Institutional jProject] Target §| . Opex Capex . Qir target . Qtr target - Qtr target Gtrtarget - - Evidence
: ; Ohjective [ iWeight - Project” iWelghti® Date Budget Budget Sept '09 . Dec '09 Mar 10 © Jun'o .
g e 200910 | 200910 : ‘

H
1

et 100% $30/06H9 iMonitor the allocation of vehicles

20% | Fleet Managem

lonilar he allacation of vehicles te Manilor the allocation of vehicles to &Monitor the allocation of vehicles to fiConsalidated
anagement the department by ensuring hal  iithe depariment by enswring that ~ ithe depariment by ensuring that  ithe depariment by ensuring that . Emonthly fleet
logbooks are completed and bocks are completed and loghooks are complefed and fogbooks are completed and ” repert. Records of
L - ; B S— melies Iravelled verified. . ... hilometres travelled verified____ Hilomstres travelled verified.._ ... ikilomeires fravelled varified. mmmcm_w_;mmmcam‘mmp
LED 10% i Poverty Reduction iiJob creation 100% £30106M0 ! lonilor job creation through r job creation through {Monitor job creation tirough - - jiMonthiy reporis
and empowerment £ . W%nm;dm_:m_ Capilal projects and :departmental Capital projects and Mamum_._am:a_ Capital projects and iidepartmental Capital projects and
eneficiation and | i report monthly in terms of jobs port monthly in tems of jobs report monthly in terms of jobs repert monthly in ferms of jobs
moowernent ] sereated for women. vouth and...._izreated far women.vouth.and__ ealed for women. vouth.and.. . fcreated for women, youth.2nd........ !

et L LU

Estehlish baseline information for Hicoordinata departmental inputs for SCoardinale the review and
eparimental functions. Coordinate jilhe stralegy phase of the IDP, cost idavelopment of sector refated plans

i

S0% 335 LI006M0

{iRecords of
nto the drafting of the SOBIP and  jisubmissions

planning eparimental inputs into the rojects and submit to IDP office forzand programmes as per the Scorecard for 2090/11.
nalysis phase of the 1DP,ensuring ; rioritisation on the relevant approved projects to be submitled
omplinace o all statutory iHemplate by 16 Novemnbey for inclusion in‘ihe draft IDP by 15
equirements, and submit o IDP March '10, Coordinate
fiice. Investigate community ) deparimental inputs into the
needs raised frough CBP and drafting of the SDBIP and
B ik ) L anaciier.as odierts " Seoesand Jor 2001 - y
HInlegrated UShratecic Thrust § 33% 1070610 {Arrange Slrategic Thrust Team Arrange Strategic Thrust Team M nge Stralegic Thrust Team ‘Amange Strafegic Thrust feam  iMinules and
:Davelopment Team : meetings as per the approved TOR pmeelings as per the approved TOR gmeetings as per the approved TOR Emeeiings as per the approved TOR JAtterdance
Planning and submit minutes to MM (PMS  lland submit minutes to MM (PMS WMMQ submit minutes to MM (PMS  {and submit minutes fo MM (PMS M Registers
ffice) for menitoring. office) for mosiloring. ofiice) for monitoring. office) for menitoring.
. i

IServiced siles forl{ 33%  PA0/06/10
alienation

In and budgst for the provision 2n and budget for the provisicn ofiPlan and budget for e pravision ofPlan and budget for the provision ofiiService plans =
ste collection Senvices fo newly  iwaste callection setvices 10 newly WW aste collection services fo newly  {waste collection services o newly
S sdemarcated sites as submitted. lamarcaterd sites.as.subrmitted by whmsmﬂmﬂma..%mﬂﬁ%amﬁg.El demarcated sites.as submitted by

age and repcrion (eveniies  {Manage and feporf on revenuies 1ma__m===&mm=q.mmm:l&_n revenues  }Manags and report on revenues

FIN™ Hincrease financialll 100% bRevenue 20% 13000610

i

\Fees, Tines, Financial reparis

iabilily :Management | eneraled from fees, fines, licensesfigeneralad from fees, fines, _am_._mmwm%mq_msan from fees, fines, licensesiigenerated from fees, fines, licenses
Inermits income and pemits :and permils nd permits and permits
Revanue iRevenue 20% 3010610 ‘Coordinale e progess of allowing |{Ceordinale the pracess of Alowing JCoMMUAqUES
-Management nkancement e use of parks for business {he use of parks for business
Parks & Wm.n,ca%mm to generale revenue. purposes o generaie fevenug,
Licensing) méﬂmsmmm the activation Manzge the activation
[outsourcing) of the Vehicle testing !{outsourcing) of the Vehicle testing
£ alo.......... stafon
{iBudgetdrafing §f 20% §31/05110 Manage and co-ordinate the anage and co-ordinata the "Manage and co-ordinate te Manage and co-ordinate the Appraved
_T_ma__m of the Bepariments budget {drafting of the Depariment's budgetidrafting of the Depariment's budget !idrafiing of the Depariment's budgetiiDeparimental
o ensure that the budaet is drafied 140 ensure that the budoet s drafied.Zio ensure that the budget is drafied Jto ensure fhat the budoet is drafied MW udoet 3 May__.

20% ¥30/06M0

m:mmmmaagsg_cmum&_m%_gmsmugs__on.:qo_u%m;sm:m_gm=mmmm=nno=§_omuma=m_.__m_ %Sg_q m_s:n_
udget to avoid overspendingin - £Budget to avoid overspendingin  {Budget to avold overspending in En.mﬂ reports -
ccordance wilh the. Financial___ accordanca with the Finangial, . #accordance with fhe Financial__, :with the Eingocial

lanage Deparimental assats by _ anage Deparimental assets by w@w._m@ws Deparimental assets ﬂ Wianage Departmenial assets by {iDeparimental
onitoring movement of assels andmonitoring movement of assets ma,.w.:oa_o:é movement of assets and:imonitoring rmovement of assefs and:}Asset verification
o

20% 530Q6A0

erify that new equipment is erify that new equipmentis verify that new equipment is report
aplured on deparimental asset ‘caplured on deparimental asset
i er...Co-ordinate denarimental

GPP " iiDevelop effeciive a&l_ 50% 3040610 it Quarterly report
iland sustainzble i ilh regard fo
raplementation plans and submit  zimplementation of
uarterly progress reporis to quarterly progress reporis to m IGR resolutions

iCnmnrale.Sanvices for, Gomrate Senvires for.

iCoenarata Senvicas for.
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[5. Competency Requirements'¢

Strategic Omnmg_z and _.mm%as_o

20% of Performance Plan wWdi m_.:“_:m

Must be able to provide vision, set the direction for the municipality and inspire others in order to deliver
ion the municipality's mandate : 15
Programme and Project Management Must be able to plan, manage, monitor and evaluate specific activities in order to ensure that policies are
implemented and that Local Government objectives are achieved 10
Financial Management Must be able to know, understand and comply with the Municipal Finance z_m:mmmsma Act No 56 of
2003, 15
Change Management . “mgcﬂ be able to initiate and support municipal transformation and change in order to successfully
_Bu_mama new initiatives and deliver on service delivery commitments 5
Knowledge Management __gcﬂ be able to promote the generation and sharing of knowledge and learning in order to enhance the
. collective knowledge of the municipality 5
Service Delivery Innovation Must be able to explore and implement new ways of delivering services that contribute to the
improvement of municipal processes in order to achieve municipal goals 15
Problem Solving and Analysis =§:ﬂ be able o systematically identify, analyse and resolve existing and anticipated problems in order to
reach optimum selutions in a timely manner 5
People Management and Empowerment ma_:ﬂ be able to manage and encourage people, optimise their outputs and effectively manage
relationships in order to achieve the municipality's goals 10
Client Orientation and Customer Focus Must be willing and able to deliver services effectively in oamq to u_: the spirit of customer service {Batho
_ z_um_& into practice 10
Communication Must be able to exchange information and ideas in a clear an concise manner appropriate for the
audience in order to explain, persuade, convince and influence others to achieve the desired oufcomes
5
Accountability and Ethical Conduct Must be able to display and build the highest standard of ethical and moral conduct in order fo promote
onfidence and trust in the municipality i 5
Section Total: I - 1 100%

*-As published-and defined within the Draft Compelency Guidelines; Government Gazette 23 March 2007 S T

1%
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7. -Summary Scorecard

mnv @, ﬁﬂ.ﬂ—-—

st Assessme

ASSESS|

ey Performance Areas 80
Municipal Transformation and Organisational Development 10 i i
Basic Service Delivery . 0 1 i
LED 10 mm
Financial Viability 10 i
Gooed Governance and Public Participation 10

ﬂosumﬁazn_mm 20 B

Overall Rating = 100

|

10

m
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