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PERFORMANCE AGREEMENT: DIRECTOR TECHNICAL SERVICES 2017/18

THE PARTIES HEREBY AGREE AS FOLLOWS:

1. INTRODUCTION

i1l

1.2

13

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 10 a set of cutcomes that will secure Local Government policy

goals.

2. PURPOSE CF THIS AGREEMENT

The purpaose of this agreement is to:

21

2.2

23

2.4
2.5

2.6

Comply with the provisions of Section 57(1)(b}, {4B) and (5) of the Systems Act, and the
Municipal Performance Regulations for Municipal Managers and Managers directly
accountable to Municipal Managers (2006) as amended by the Regulations on Appointment
and Conditions of Employment of Senicr Managers (2014), as well as the Contract of
Employment 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, Service Delivery and Budget
Implementation Plan (SDBIP) and the Budget of the Employer;

Specify accountabilities as set out in the Performance Plan which is appended to this
agreement as ANNEXURE A;

Monitor and measure perfermance against set targeted outputs;

Use the Perfarmance Agreement and Performance Plan as the basis to assess whether the
Employee has met the performance expectations applicable to his job; and

Give effect to the Employer’s commitment 10 a performance-orientated relationship with the

Employee in attaining equitable and improved service delivery.
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PERFORMANCE AGREEMENT: DIRECTOR TECHNICAL SERVICES 2017/18

COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 1 July 2017 and will remain in force untii 30 June 2018
where after a new Performance Agreement shall be concluded between the parties for the
_next financial year. |

3.2 The parties will review the provisions of this Agreement during June each year. The parties wili
conclude a new Performance Agreement that replaces this Agreement by not later than the
31* July of each successive financial year or any portion thereof.

3.3 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 abovementioned period

to determine the applicability of the matters agreed upon.

PERFORMANCE OBJECTIVES
4.1 The Performance Plan is attached as ANNEXURE A, and sets out:
| 41,1 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.

4.2 The performance objectives 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
performance indicators, units of measure, details of evidence that must be provided to show
that the indicator has been achieved, target dates and weightings which show the relative
importance of key performance indicators to one another.

4.3 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

5.1 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.

5.2 The Employee accepts that the purpose of the performance management system will be to
provide a comprehensive systern with specific performance standards to assist the Employer,
management and municipal staff to perform to the standards required.

5.3 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.
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5.5

5.6

57

PERFORMANCE AGREEMENT: DIRECTOR TECHNICAL SERVICES 2017/18

The Employee undertakes to actively focus on the promotion and implementation of the KPA's

(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

compenents, both of which are contained in this 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 Competencies respectively

5.5.2  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 will
account for 20% of the final assessment.

The Employee’'s assessment will be based on his 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. The

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

Key Performance Area No %
As per the National Key Performance Areas:

Basic Service Delivery

Municipal Transformation and Organisational Developrment KPJI'?S X

Local Economic Developiment 4,21% 80%
Municipal Financial Viability and Management each

Good Governance, Public Participation

Core competencies 20%
Total 100%

The competency framework as set out in the Regulations on Appointment and Conditions of
Employment of Senior Managers {17 January 2014} consists of six leading competencies which
comprise twenty driving competencies that communicate what is expected for effective
performance in local government, and six core competencies that act as drivers to ansure that

the leading competencies are executed at an optimal level.

LEADING COMPETENCIES DRIVING COMPETENCIES

1. Strategic Direction and Leadership » Impact and Influence
» Institutional Performance Management

s Strategic Planning and Managemaent

4
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PERFORMANCE AGREEMENT: DIRECTOR TECHNICAL SERVICES 2017/18

» Organisational Awareness

2. People Management » Human Capital Planning and Development
» Diversity Management
* Employee Relations Management

» Negotiation and Dispute Management

3. Program and Project Management « Program and Project Planning and Implementation
= Service Dellvery Management

» Program and Project Monitoring and Evaluation

4. Financizl Management * Budget Planning and Execution

» Financial Strategy and Delivery

Financial Reporting and Monitoring

5. Change Leadership « Change Vision and Strategy

Process Design and Improvement

Change Impact Maonitoring and Evaluation

6. Governance Leadership » Policy Formulation
e Risk and Compiiance Management
* Cooperative Governance

CORE COMPETENCIES

7. Moral Competence

8. Planning and COrganising

5. Analysis and Innovation

10. Knowledge and information

Management
11. Communication
12 Results and Quality Focus

53 There is na hierarchical connotation to the competencies and all are essential to the role of a
senior manager to influence high performance. All competencies will therefore be considered

as measurable and critical in assessing the level of the Employees performance.

PERFORMANCE ASSESSMENT
6.1 The Employee’s performance will be measured in terms of contributions to the goals and
strategies set out in the Employer’s Integrated Development Plan (IDP)

6.2 The Employee will submit his self-assessment ta the Employer prior to the formal assessment;

6.3 Performance assessments will entail:
6.3.1 Assessment of the achievement of results as outlined in the performance plan

{ANNEXURE A):
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PERFORMANCE AGREEMENT: DIRECTOR TECHNICAL SERVICES 2017/18
6.3.1.1 Each KPI shall be assessed according to the extent to which the specified
standards or performance targets have been met and with due regard to ad-
hoc tasks that had to be performed under the KpI.
6.3.1.2 The assessment of the performance of the Empioyee will be based on the

following rating scale for KPP's:

Rating Terminology Description
Performance far exceeds the standard expected of an employee at this
level. The appraisal indicates that the Employee has achieved above fully
QOutstanding
5 effective results against all performance criteria and indicators as
performance
specified in the Performance Plan and maintained this in all areas of
responsibility throughout the year.
Performance Perfarmance is significantly higher than the standard expected in the
significantly iob. The appraisal indicates that the Employee has achieved above fully
4
above effective results against more than half of the performance criteria and
expectations indicators and fully achieved all others throughout the year.

Performance fully meets the standards expected in all areas of the job.
The appraisal indicates that the Employee has fully achieved effective

3 Fully effective
results against all significant performance criteria and indicators as

specified in the Performance Plan.

Performance is below the standard required for the joh in key areas.

wll Performance meets some of the standards expected for the job. The
Not Tully
2 appraisal indicates that the Employee has achieved below fully effective
effective
results agalnst more than half the key performance ctiteria and

indicators as specified in the Performance Plan,

Performance does not meet the standard expected for the job. The
appraisal indicates that the Employee has achieved below fully effective
results against almost all of the performance criteria and indicators as
Unacceptable
1 specified in the Pedformance Plan. The Employee has failed to
petformance
demonstrate the commitment ar ability to bring performance ug to the

level expected in the job despite management efforts to encourage

improvement.

6.3.1.3 The rating will then be multiplied by the weighting to calculate the finai score;

6.3.1.4 An overall rating will be calculated based on the total of the individual ratings

6 _M Y
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PERFORMANCE AGREEMENT: DIRECTOR TECHNICAL SERVICES 2017/18
6.3.1.5 In the instance where the employee could not perform due to reasons outside
the control of the employer and employee, the KPl will not be considered
during the evaluation. The employee should provide sufficient evidence in such
instances; and

6.3.2 Assessment of competencies

6.3.2.1 Each competency shall be assessed according to the extent to which the
specified standards for the required proficiency level have been met;
6.3.2.2 The assessment of the performance of the Employee will be based on the

following rating scale for Competencies:

Rating.  |Achievement level [Description © ©

Applies basic concepts, methods, and understanding of local
2 Basic governmment operations, but reguires supervision and development

intervention

Develops and applies more progressive concepts, methods and

3 Competent understanding. Plans and guides the work of others and exscutes
progressive analyses
Develops and applies complex cancepts, methods and understanding.
4 Advanced
Effectively directs and leads a group and executes in- depth analyses
Has a comprehensive understanding of local government operations,
5 Superior critteal In shaping strategic direction and change, develops and applies

comprehensive concepts and methods

6.2.2.3 The rating will then be multiplied by the weighting to calculate the final score.
Each competency shall carry an equal weighting;

6.3.24 A full description of achievement levels per competency is attached as
ANNEXURE B.

6.3.3 Overall rating

An overall rating is calculated by combining the rating from 6.3.1 and 6.3.2 above. Such

overall rating represents the outcome of the performance appraisal.

6.4 For purposes of appraising the performance of the Employee, an evaluation panel constituted of

the following persons will be established, as mutually agreed upon:
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PERFORMANCE AGREEMENT: DIRECTOR TECHNICAL SERVICES 2017/18
6.4.1 Municipal Manager;
6.4.2 Chairperson of the Performance Audit Committee or the Audit Committee in the
absence of an Performance Audit Committee;
6.4.3 Municipal Manager from another municipality; and

6.4.4 Member of the Mayoral Committee {Portfolic Chairperson}.

7 SCHEDULE FOR PERFORMANCE REVIEWS
7.1 The performance of each Employee in refation to his performance agreement shall be reviewed on the

following dates:

‘Quater " | ReviewPeriod | 'Reviewto be completed by
1 — — July;September 201?. December 2017 {informal assessment by MM}
2 October — December 2017 | March 2018 {Mid-year Panel Assessment}
3 January — March 2018 June 2018 {informal assessment by M)
4 April — June 2018 September 2018 (Year-end Panel Assessment)
7.2 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 emplayment remains in force;

7.3 Performance reviews in the first and third quarter may be verbal if performance is deemed to be
satisfactory by the Municipal Manager. In the event of unsatisfactory performance a panel
evaluation shall be convened.

7.4 The Employer shall keep a record of the mid-year, year-end and any other assessment meetings
where a panel evaluation is convened;

7.5 Perfaormance feedback shall be based on the Employer's assessment of the Employee’s
perfarmance;

7.6 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 Employee will be fully consulted
befare any such change is made; and

7.7 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.
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PERFORMANCE AGREEMENT: DIRECTOR TECHNICAL SERVICES 2017/18

8 DEVELOPMENTAL REQUIREMENTS
8.1 Personal growth and development needs identified during any performance appraisal discussion must
be documented in a Perscnal Development Plan as well as the actions agreed to and implementation
must take place within set time frames;
8.2 The Perscnal Development Plan (PDP) for addressing developmental gaps must be developed, if
deemed necessary in individual cases in consultation with the employee, the Portfelio Councillor and

the Municipal Manager.

9 QOBLIGATIONS OF THE EMPLOYER
9,1 The Emplover shall-

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

9.1.2 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 hy the
Employee to enable him 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 reasonable require
from time to time assisting him tc meet the performance objectives and targets

established in terms of this Agreement.

10 CONSULTATION

10.1  The Employer agrees to consult the Employee timeously whare the exercising of powers will have
amangst 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 subslantial linancial effecl on the Employer.

10.2  The Employer agrees to inform the Employee of the outcome of any decisions taken pursuant to
the exercise of powers contemplated in clause 10.1 as soocnh as is practical to enable the Employee

to take any necessary action.

9




PERFORMANCE AGREEMENT: DIRECTOR TECHNICAL SERVICES 2017/18
11 REWARD
The employer and employee agree that no bonuses will be paid for outstanding performance on condition
that market related remuneration packages are paid, which will nat be less favorable than the current

remunearation.

12 MANAGEMENT OF ASSESSMENT OUTCOMES

121 Where the employer is, at any time during the employee’s employment, not satisfied with the
manager’'s performance in respect of any matter dealt with in this Agreement, the employer will
give notice to the employee to attend a meeting.

12.2  The employee will have the opportunity at the meeting to satisfy Lthe employer in respect of the
measures being taken to ensure that his performance becomes satisfactory and any programme,
including any dates, for impiementing these measurcs.

12.3  Where there is a dispute or difference as to the performance of the employee under this
Agreement, the parties will confer with a view to resolve the dispute or difference,

124 In the case of unacceptable performance, the employer shall —

12.4.1 Provide systematic remedial or developmental suppart to assist the Employee te improve
his perfarmance; and

12.4.2 After appropriate performance counseling and having provided the necessary guidance
and/or support as well as reasonable time for improvement in performance, the Emplayer
may consider steps to terminate the contract of employment of the Employee on grounds

of unfitness or incapacity to carry out his duties.

13 DISPUTE RESOLUTION
13.1  Any disputes about the nature of the employees performance agreement, whether it relates to key
responsibilities, priorities, methods of assessment must be mediated by the Executive Mayar

within 30 days of receipt of a formal dispute from the employee, whose decision shall be final and

binding on both parties .
13.2  Any disputes about the outcomes of the employee’s performance evaluation must be mediated by
a member of the Municipal Council provided that such member was not part of the evaluation

panel within 30 days of receipt of a formal dispute from the employee whose decision shall he

final and kinding on both parties.

10
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PERFORMANCE AGREEMENT: DIRECTOR TECHNICAL SERVICES 2017/18

14 GENERAL
14.1 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.
14,2  Nothing in this agreement diminishes the obligations, duties or accountabilities of the Employee in
terms of his contract of employment, or the effects of existing or new regulations, circulars,

policies, directives or other legal instruments.

Thus done and signed at F:I)Zebé’ef\jl onthisthe |3 day of June 2017.
AS WITNESSES:
. wdlNesin. /#V 7
DIRECTOR
2, mm
Thus done and signed at Mﬁ on this the _13 ‘ day of June 2017.
AS WITNESSES:

1 \X(QK)@)&. )

M MUNICIPAL MANAGER
2

v ¥
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PERFORMANCE AGREEMENT: DIRECTOR TECHNICAL SERVICES 2017/18

ANNEXURE A: PERFORMANCE PLAN

The Performance Plan sets out the performance objectives and targets which are based on the
Integrated Development Plan, Service Delivery and Budget Implementation Plan (SDBIP) and the
Budget of the Employer, and includes key performance indicators, units of measure, details of
evidence that must be provided to show that the indicator has been achieved, target dates and
weightings which show the relative importance of key performance indicators to one another.

The employee's assessment will be based on his/her performance in terms of the outputs/outcomes
(performance indicators) identified as per the performance plan which are linked to the National
KPA's, which constitute 80% of the overall assessment result as per the weightings agreed to

between the employer and employee.

The performance management system automatically rates performance in terms of the key

performance indicators as follows which correlates with the rating referred to in 6.3.1

Category

KP!'s Not Met/
Unacceptable
performance

Colour

Explanation
Performance does not meet the standard expected for the job. The review/assessment
indicates that they employee has achieved below fully effective results against almost all
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.

KPI's Almost Met /
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 results against more than half the
key performance criteria and indicators as specified in the PA and Performance Plan.

KPI's Met /
Fully effective

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

KPI's Well Met /
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 results against more than
half of the performance criteria and indicators and fully achieved all others throughout
the year.

KPI's Extremely Well Met
/

QOutstanding
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.

12



el
1e2A 2yl 104 J0 Jaquinn)} aunf 0g Aq 20T pue a1
anjep sjuUaWaeIS $32|AI8S |T0Z aunf 01 AJ2113-232 | mjanJisedjul Alsnijep | s321M8S
1se78 |eloueuly |eatuyds | 0€ Aq Ma110913 | Joj pajunodoeun | ying Sunsixe ERIVEL |e
%01 %0 %0 %0 siandy | %01 SYiul 210N | %0T 11013341d IV | Paiunoaseun 9 Hwi [ ulejuiew o] | 3|qeuleisng | JUYIRL | L1l
uawelels
128png [ooTX(pa3teao)e
Al-1apenD 8T0Z 2uUnr Of junouse
2 Ajyuo Aq B|j1nie1104 |p10] fiuads
JeRA-U| TL ul Som wnowe [210]}]
uon3S 3y} Juswieasy 8T0Z 3Unr 0g
10 (£ 3|qeL) 121EM Aq a|j1nie1104 Ul
ainypuadxa 215EM M3U | SHJOM Judwlea]}
juess B p|ing 01 JE3A | JU31EM B15EM MU
pue siajsuei} |_IDUBULY B3 e p|ing 03 4eah ainjonas
-juswalels S32IAI3S 10} pajedo|je [BI2UBULY BY] IO} -eJjul jInq Asanippp | saa1ues
anjea 198png |eatuyaa | Buipunj | paledojje Suipuny | apiroid pue ERIINEL e
%56 | %0T | %0 %0 1587 | %56 Alyauony Jopadig | 281 Ol 40 % OIW J0 %56 | dojeasp oL | 3|qeuleisns | UYL | 9L
{00T x patiind {00T x payling
Jo paseyaund 1o paseyaing
131B M S2H|O]IN 1318 SO
Jodaquinp 10 13quinpy
/ (121EM / (1318M DI15EQ
JIseq 8.4 8344 |ouUl) pjos
Buipnpui) pjos 131B M\ S2UH|O|1Y
133\ S3.41| Jo Jaquinpy
-0|1y JO Jaquinp snuiw payling
SNUIW pPaljling o paseyoind
LTOZ aunf o paseyaind I31BMN S2UU|OIY
0€ papua 131BAN S2ANO|1Y jo Jaquinn)} FERITSEN
1eah sy Joy JO Jaquinn)} 8T0Z 2unf 0g pue au
anjep sjuswWalels 53010435 810z 3unf | AQ 90T 01 J2lem | njanJisedul Alamsp | sadlnles
1se12 |eloueuly % | |eawydal 0€ Aq J21em | o) pajunoddeun | jnq Supsixa 2IMI3S e
%0T %0 %0 %0 sianay | %0T SYlUuIdON | [S'2 1030311 II¥ | Pajunaajeun g jwr | ulejuiew ol | Sjqeuleisng | JlUYsl | SH1L

adAL
uon-
e|naen
1d

oupIAg | Bul
j032unos | |9seq

Jaump
Id)

juswiainsesaiy
jonun

8T/L10C dIgds 11

8T0T/LTOT HO4 S13DYVL ANV SHOLVIIANI FIINVINYOIYId ADI
8T/LTOZ SIDIAYAS TVIINHIIL HOLD3HIA ‘" LNIINIIYOV IDNVINYOIYId

annalqo
2183388

|E0H
a1dajens

aiel
o381




8T LT
-IBll | -23@

| adAL
| uon-

ejnajed
| i

198ie]
|
enuuy
pa
1snipy

33UapIAg
jo anunos

1A

Sp
12

JUBLIBINSEIA]
jouun

8T/L10Z d194AS 11
ST//T0Z SIDIAYIS TYIINHIIL HOLD3YIA :LNIWIFYOV IDONVINYO4YId

aApRaigqo
Ji8ajea3s

|e0n
Ji8a1e41s

vl
RIGIUOIA 1834 [00TX(paAI33a1 .\ﬂlwwv
-u| T/ uoi3I=g uoledojje |e3oL
jo(£331qeL) 8107 3unf o /iuads junouwie
aunypuadxa Ag juads juess |e101)] 8102
juesd |euonessdo | sunfog Aqiuads $22INJ3S
19 SI2)Suel} oueualUlew | jueld |euopesado pueas
-Juaw SDIINIRS peol 20uUBUSIUIEW | NIINJISEIIU| Aamsp | sso1M195
anjea -21e15 198png |ealuyda [eUOIIPUOD | PeOJ |BUOIIPUOD | ¥|Ng Bunsixe 20IM3S e
%S6 | %0l | %0 %0 1587 | %56 Ajyiuowy | %00T 110y211Qg I j09% JO%S6 | ulelulRW O] | 2|qeulelsns | 2uydel | BYIL
1UBWIRIS
198png
Aauenn g
Ajqauoy Jesp [ooTX(paniaau
-U| TL U0123S uojjeso)|e
J0{£2331qe1) |e101/1uads
ainypuadxa junowe |e30] )]
jue.d ainjoniselul
9 slajsueny QT0Z aunf Qg | @apes8dn o) 8T0T N1INJ1s
-juaw SIIAIBS Agjuadsiuesd | asunrpg Agiuads -Bau }Ing Alanap | se2insas
anjea -a1e1s 198png |ediuyIaL |euonipuod | juess jeuopipuod | apwosd pue J0IMIDS e
%56 %ST | %0 %0 1587 | %S6 Alyo | %00T Hopa3lig I OIIN J0 % OIN 3Y1 JO %56 | dopAsp 0L | 3jqeuleisns | Jwydal | 8yl
{oot
% (palessusg {o0T
Jo/pue x (pajelauan
paseyaung Jlo/pue
suun paseyaind
Mpuy-oa)3 syun A3p13as3
Jo Jaquinpy jo ssquiny /
/(A1 | ((A2-1303)9 diseq
-J8|2 JIseq 32.4 |pul) pjos
3314 pul) pjos suun A3pL1939|3
suun AjaL3a)g 0 JsguunN
Jo Jaquiny - paleIaUan
- pajeiauan lo/pue
lofpue paseyaind suun
LT0Z 3unf paseyd-ind Apupal3 jo
0€ papua suupn Aja13213 JaquinN)} 8102 EERIIUER

ajed
0122410



Sl
3upjuua
Jo Aewwing 810¢
[99%3 3UNrog pue L10¢
R poday SELWELETgR
DUBWIOMRd 1€ se s1alaweled
Anjenp Jajem 8107 | oJo1w g |eaisyd $3IIAIBS
gupjuug |2Unfog pue TFZ SNVS pue al
waisAs SIS L10Z Jaquiadeq Jad se paulelqo | njonJise.yul Alanjep | saoinles
anjeA Ajddng |ealuyaa L TE 1e5e|an3| |12A3| Ajijenb | yjng Sunsixa ERIUSELH e
%56 %0 %56 %0 15e7 | %S6 Alyuow 140193417 v | Auenb saiem 9 191BM %66 | UIBlUlEW O] | 2|geuleisns | 2uydaL 7571
U3WUIBN0Y
|eiapad Buipuny
wnigjag |euORU-13}UI
0} papiwgns u1 03 329lgns)
suoday pue (00T x (3198png
juawalels panoudde
198png |ero /iuads
Apsuenp g junouwe |e1o]))
Alyauow 1ea 8T0Z 2unf O€
-Uj T/ Uonaas Ag swwesdoud
jo (£D3iqel) 2isem 3y
ainjpuadxa uo uejd ssauisng
juesd panouidde ay} jo S2IINIDS
19 Siajsuesy 8107 | uon-ejuswa|dun pue ai
-uaw LERITVELS aunr g Agq 3yl 104 128png | naNIISRIUI Manljap | ssanies
anjea | Id) -21e15 198png |ealuyaay puads 128png panoidde ayy | yng Bunsixa ERILVEL e
%00T | %09 | %0E | %0 1se7 | MaN Ajyauowy 110302410 v panoudde jo 9 Jo puads %00T| | Uielulew OL | D|GeuleIsnS | dIuydAL 1971
SaAleIlUL
ssauaieme yum
3)sem pjoyasnoy FERIVE
aonpal pue aJ
paingLasip LERIIVELS Sanle|ul 01 SwpAdal | nyonsiseuyul Aanijsp | saamias
annen saoj0u |2a1uyaa| ssauaieme uo ssauaseme | yngBunsixa INIBS e
T 0 T 0 wnay | 3 s19|ydwed 10102417 v 40 13gqUinN olgnd asiey | ulelulew ol | B|qeuleIsns | J1uydsL 05711
uswa1els
198png
Apapuenn g

adA)
uon-
e[nojen
IdA

adie]

I
enuuy

pa

snlpy

8T/£T0T SIDIAYIS TVIINHIIL YOLD3HIA :LNINITHOV IDNVINYOHY¥3d

2suapIng
J0 22in0s§

aul
|aseg

1PUMo
IdX

sp
1B

Ju3WaInses
Jo yun

81/L10Z digas 11

anpalqo
21da3e.38

|eon
Jidajenis




81
-1\

LT
-8

LT
-dag

| gnojey

Id)

po
snipy

8T/LT0T d19aSs 1L
$T/LT0Z SIDIAYIS TVIINHIIL YOLDIHIA :LNINTTUOV IDNVINYOYId

91
adeuew 03
Spoy1al aAllEA S30INISS
8102 -ouul dojanap pueal
sadinasg aunf pg Aq JIN3 0} Afsjesys | nionJiseudjul Aaniap | sea1alas
1310 | |dY I3 |ealuyaay 0} papiwqgns | e jojuawdoPaap | ¥yngSunsixa ERIVEN e
1 0 0 0 Aue) | man JO epuady 140323410 IIv | 4aded youessay 2yl ydieasay | ulplUlEWI O] | BjgBUIRISNS | 2IUYI| S6IL
8T0¢ aunr
0£ Ag DW3I o3
Jaded  yoseasad
jwgns pue
Aiddns a1Em pue
s1ysnoup sfeuew
01 spoyjaw S3DINIBS
8102 anleaouul pueal
S30IAIBS aunr gg Aq JW3 | 10} AS=1ens | manasesul Asanijsp | saommias
1210 | |dN I3 [eatuyda | 01 paniwgns | e jojuswdoPrap | yng Sunsixa EMIVER e
T 0 0 0 Aued | maN J0 epuady o) b1 [Tg] I\ Jaded yoieasy | ayl UoJeasay | UIRUIBW O | S|qeUIRISNS | JUYII| vSTL
sjuawdolansp
jo Jaquinu
|e10}/5,¥1S
pausis yum
sjuawdojnap
10 %)
'sioiseaAul Jo/pue
Jad-ojansp Byl
yum diysiauped
ui  jusawdojprap
$103159AU| ainjanaseljul
Jofpue | 03 2AINPUOI
siadojansp JUBWUOIIAUD
yum s yis | ue ajeyi|ioel 31N12Nnas
$a21M3S paudis yum | o1 juawdojarap -BIJUI YING Alanep | saonaes
auoje | |4y |ealuyaa L sjuswdojanap yoea | apmosd pue ERIVE e
%00T | %00T | %007 | %001 pueis | man s \/1S paudis 1o03eag I J0% | Jo}p sy1s udis dojpaap ol | 8jqeureisng | aluydsaL ES1L
Ajenp 1318
adh) wdie] |
| uon- _ 35uapIng aul JUBLUIINSEIN annaalqo |eon 21k
ALty }0 924no0s§ |9seg jouun 218938038 2ide1eNS 0333410

=g



Me| pue s3ulpul}
Y3m 28131WLW0D

1

Suipuels UBLIUDJIAUD
01 Jodas ywgns 1 Sun
3910 pue suoissald | uawuodiaug pajeidal
I8pIWwo) Buipuels ayy -suetl Suip|ing ing pue
Suipuels SIS 0} paiwgns 10} umoy Jofew | ayiaiensal AAISN|IUL | S30INIBS
anen | |4y eI IVRET |ea1uyda] syiodad Jad suopoadsul | pueafeuew | ‘|geuleisns e
wnady | manN J0 epuasy 110323u41Q nw Jo laquinnN |lenuue-iq og | ‘dojaasp ol ealea) | 2uydal 8511
3}
LIBLUUOJIAUD
810z 3unf 3 Bum|
0€ Ag |1punod | uswuodAu paiesdaiul
810z aunr 011wgns pue Jing pue
Funeaw S22IMBS 0€ Aq 1ouno2 me|-Aq Buipjing | ayialengdal AAISN|IUL | SBJIAIBS
12A0 | 1d) l1auno) |[ealuyIa | 0] paniwgns wajqotd, | pueafeuew | ‘I|geuleisns e
Auey | men Jo epualy 11033311Q v me|-Ag edojprag | ‘dojpasp ol eajeal) | owuyoal IS1L
8TOT 3UN( 0E Aq s
JINT 03 Hw-gns | juswiledap
pue Ajljediaiuniy| 101235 Yim
Pusig | diysssulied
15B0D 1S3, urs
JO ue|d Modsuel] | 2RUNWLWIOD Auanod
pajesdaly) paiejos! 21e1A3)|E
Y1 ym lood 03 yimois
8107 uones-oqe||od jo Ajjigow JILLOUOI3
aunroe AqoNg | W ueld JWodsue) aJueyusa 10413
EEERITVE]S 0] paniwgns pa1-ei@a1u| | pueswWalSAs | UBLWIUOIAUS [ SBIINIDS
J13n0 23 |eauyae ] uejd podsued | Ja1n118129 uodsuen 3uligeus e
Auied 40 epUasY 110128417 1\ paiesdaul edojaaag | snoudwio] | ueajepjoeq | dUydIL 9571l
8T0Z aunf Qg
Aq D3 01 Jaded
ya4easal jwigns
pue A3isua

19die|

40 sueaL anljeu
-121|e Jo/pue
Ajddns A8Jaua

%&m’im

adA)
uoi- . DU3PING aul sp

ejnajed i 40 321N0S§ |aseg 1M
/%l pe

-38Q -das Il 1snipy

annaRigo [gog | 9l
Jidajenls J|da1e018 oyeig

JUBWBINSE3N
JO jun

8T/L10Z d19aSs 11
8T//T0Z SIDIAYIS TYDINHIIL ¥OLDIYIA :LNINFTYOV IDNVINHOIYId




< 7
81 N
01 paniwgns ue
ueid 8T0Z | -qns pue JuppiaA
ssauisng e S3IIAIBS 3unrpeAq (Lg | Jojue|d 1oudald S2IIAIBS
isno | |dy Jo uoissiwugns jeauyas) | £39 0} paywigns B J0 1500 pue e
T 0 0 0 Auied | mapn 40 jooud uopsig | paep ued ssauisng dojansp Jayun4 21UYd3 | 1911
810¢C
Yaew Ag o3
pueE s=3jwwod
ENBEEN S
138png ayy
03 podal Jwgns
pue Sujuueld
|eloueuly 213a1e41s
ysnoioyy
ysnouap
8T0T Yotew passaippe 5
1€ Ag O3 §upgaue 4q | 3uUNWWOD
pue aaniwwo) 3yj ul pauljino a3yl
D3 pue Bupaals | sespasu Alunw | jospasu ey
321WwWo) 198png -Lo3 disiead | uswdojaaap
Buusals $33|AI3S 0} pajlwigns ||e 1By} 2unsua ay1 01 Asanijep | saoiales
1270 | )1d¥ 198png |ealuyaay ABojopoulaw 0} ASojopoyiaw anisuodsal ERIVET e
0 T 0 0 Auted | manN JO epuasy Joyaauag 1\ uo uoday e dojanag 8q 0] | 3|qeuleisns | 2luyda) 091L
Apanod
ELINET]
8T0Z aunr og 0} Yimo.d
Aq awwesdoud JIwouoIs
Atewwng 810C dMd3 ayi jo 1041
uoneald gor S3DINIBS aunf og Aq swaajul(s,314) UBWIUOJIAUS | SBIIAISS
anien JO umopyealg |eaiuyaa) pa1ess0s 314 sjusjeainba Apanod 8ujjgeus e
9t 0 0 0 wnady | 9¢ [23%3 | 9¢ :10y331ig v 40 J3quinN Swil ||njejeal) | ejeins(je oL | uesley|oed | Juydssl | 69IL
pa3Iniisul suoioe
JuUaWaniojus
adAL 1edie] | |
uopl- m_.._._:._d | @souspig || ou Bumg || sp juswainseay | | sandelqo |eon ajes

g|mjen J0 931n0% |aseg Id) I aem jo jun . Ji8ajen1s 21830435 012241

pe
id) 1snlpy

8T/L10C dI1g9ads 1L
“8T/4T0Z SIDIAYIS TVIINHIIL HOLD3HIA :LININIIUOV IINVINYOIYId




ol
10V SwalsAs
B VNI a4yl jo
suois-saugsuely
40 swWia) UL 1
sdajs Aseurdiosip USLWIUOIIAUD
swweisoud jouonadwod | Apjedidunw Suin)|
2JUeIB|0] 0432 juaye EER paiesdajul
2a3IWwwo) 3yl o swuay | aylAg Aisauoysip uondn.aiod pue
oljojod EERITNELS ul pajednsanul | pue uondniiod oy pue SASNPUL | $22IAIBS
auole | |d) o1 spodad |eauuyas L suolssaidsues) | S0uel3|0) 0437 JO | Juasedsuel) | ‘sgeuleisns e
%00T | %00T | %00T | %00T | pueis | man Ayauow 10323110 I J0% | @inynd e dojanaq | eapiaosd oL ealeas) | JuydRL | €91L
saldoo 8T0Z aunr
piey Jo [lewa Ag 1La 01 8uipuny
Agusyue |1 Joj uonedijdde
0} panIwgns ue jwgns
ueid 8107 pue 3||1A1930d
ssaulsng e EERIIVELS aunr g Ag|La | Jo)ueld 1oupald EERIINELS
19A0 | |d) Jo uoissiwgns |eiuydal | 91 03 paniwgns B JO 1500 pue e
T 0 0 0 Aued | man J0 Jooudd 1opsag | piep ue|d ssauisng dojanap Jayun4 Juydal 7971
saldoo 8107 2unf
piey jo |lews Aq L@ 01 Suipuny
Agasyus iLa 10} uoliedijdde

adA)
uon-

| eynajed

I

1edie}

|
enuuy

pa

snipy

ajuaping
jo adinos

1Bumo
IdX

sp
e

juswiainseaal

JOo uun

8T/L10Z digas 11
8T/£TOZ SIDIAYIS TYIINHIIL HOLDIYIA :LNINIIHOY IDNVINYOLYId

analgo
J1gajens

1ees
219938418

23ed
oyaig

-

D
M



PERFORMANCE AGREEMENT: DIRECTOR TECHNICAL SERVICES 2017/18

ADDITIONAL PERFORMANCE FOCUS AREAS FOR 2017/2018

As agreed between the Director and the Municipal Manager (and in consultation with the Portfolic

Chairperson), the following additional performance focus areas were identified for the 2017/2018
financial year.

1.

The Director will ensure that the KPFs in his Top Level SDBIP and Performance Contract are
trickled down to the Managers and Heads in Technical Services (in conjunction with the
Manager Strategic Services) in the Departmental SDBIP and Performance Agreements of
Managers and Heads and that Annual Performance Evaluations are being conducted.

The filling of vacancies: it is agreed that the Director will ensure that all vacancies within his
directorate will receive urgent attention and the labour requisition form will reach HR within the
first month of the vacancy. Even if the director decides not to fill a specific position, the
requisition will be submitted to the MM mativating the non-filling of the position. {This focus
area will be for all directors and the MM}

The Director will ensure that an effective system is developed and implemented (after
consultation with the CFO) to account for the installation of water and electricity metres.

The director will ensure that any deviation of more than one month on the planning of capital
projects will be reported to the next Technical Services Standing Committee.

The Director will investigate the illegal dumping in WC013 and develop and implement a
strategy to submit to Director’s Meeting and Technical Services. This will include all aspects of
cleansing and waste management. He will further work together with the Director Community

Services whao will focus on the law enforcement aspects of cleansing and illegal dumping in all
cur towns.

The Director will give specific attention to water management within Bergrivier to ensure
sustainable water delivery to all our areas.
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PERFORMANCE AGREEMENT: DIRECTOR TECHNICAL SERVICES 2017/18

ANNEXURE B: COMPETENCY DESCRIPTIONS
COMPETENCY DESCRIPTIONS (ANNEXURE B)

1. Leading Competencies Cluster

Et;sﬁj!petency Name

‘Strategic 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

BASIC

ACHIEVEMENT LEVELS

COMPETENT

ADVANCED

+ Understand institutional
and departmental
stralegic objectives, but
lacks the ability to inspire
others to achieve set
mandate

+ Describe how specific
tasks link to institutional
strategies but has Iimited
influence in directing
strategy

» Has a basic understanding
of institutional
performance
management, but lacks
the ability to integrate
systems into a collective
whoic

+ Demonstrate a basic
understanding ol key
decision- makers

Give direction to @ team in
realising the institution's
strategic mandate and set
objectives

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

Cevelop actions plans to
execute and guide strategy
implementation

Assist in defining
performance measures to
maoniter the progress and
effectivenass of the
instilution

Displays an awareness of
institutional structures
and political factors
Effectively communicate
barriers to execution to
relevant parlies

Provide guidance to all
stakeholders in the
achievement of the
strategic mandate
Understand the aim and
objectives of the
institution and refate it to
own work

Evaluate all activities Lo
determine value and
alignment to strategic
intent

Cisplay in-depth
knowledge and
understanding of strategic
planning

Align strategy and goals
across all functional areas
Actively define
perfarmance measures to
manitor the progress and
effectiveness of the
institution

Consistently challenge
strategic plans 1o ensure
relevance

Understand institutional
structures and political
factors, and the
consequences of actions
Empowaer 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
develup strategies,
positions and alliances

L]

SUPERIOR
Structure and position the
institution to local
government pricrities
Actively use in-depth
knowledge and
understanding to develop
and implemenl a
comprehensive
institutional framewark
Hold self- accountable for
strategy execution and
results
Provide impact and
influence through buifding
and maintaining strategic
relatinnships
Create an environment
that facilitates loyalty and
innovation Display a
superior level of self-
discipline and integrity in
actions
Integrate various systems |
into a collective whole to
oplimise institutional
performance management
Uses understanding of
competing interests to
manoeuvre successfully 1o
a win/win outcome

21
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PERFORMANCE AGREEMENT: DIRECTOR TECHNICAL SERVICES 2017/18

|Competency Name

People Management

Competency Definition

objectives

Effectively manage, inspire and encourage pecple, résbect diversity, obtimise
talent and build and nurture relationships in order to achieve institutional

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

» Participate in team goal-
setting and problem
solving

« Interact and collaborate
with people of diverse
backgrounds

« Aware of guidelines for
employce development,
but requires support in
implementing
development initiatives

Seek opportunities to
increase team
contribation and
responsibility

Respect and suppart 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

Elfectively identify
capacity requirements to
fulfil the strategic
mandate

SUPERIOR

Identify ineffeclive team
and work processes and
recemmend remedial
interventions

Recognise and reward
effective and desired
behaviour

Provide mentoring and
guidance to others in
order to increase personal
ctfectiveness

ldentify development and
learning needs within the
team

Build a work envirenment
conducive to sharing,
innovation, ethical
behaviour and
professionalism

Inspire a culture of
perfermance excellence by
giving positive and
construclive feedback Lo
the team

Achieve agreement or
consensus in adversarial
enviranments

Lead and unite diverse
teams across divisions Lo
achieve institutional
objectives

Develtop and incorporate
best practice pcople
management processas,
approaches and tools
across the institution
Foster a culture of
discipling, respansibility
and accountability
Understand the impact of
diversity in perfermance
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
perfoermance management




PERFORMANCE AGREEMENT: DIRECTOR TECHNICAL SERVICES 2017/18

Competency Name

Program and Project Management

Competency Definition

ohjectives

Able to understand program and project management methodolegy; plan,
manage, monitor and evaluate specific activities in arder to deliver on set

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

SUPERIOR

= |pitiate projects after
approval fram higher
authorities

¢ Understand procedures of
program and project
management
methodology, implications
and stakeholder
invalvement

« Understand the raticnal of
projects in relation to the
institution's strategic
objectives

+ Dacument and
communicate factors and
risk associated with own
work

» Useresults and
approaches of successful
project implementation as
guide

Establish broad
stakehalder involvement
and communicate the
project status and key
milestones

Befine 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 to
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

L]

Manage multiple
programs and balance
priorities and conflicts
according to institutional
goals

Apply effective risk
management strategies
through impact
assessment and resource
requirements

Maodify 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
Meoenitor 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 institutional
objectives

Consider and initiate
projects that focus on
achievement of the long-
term objectives

Influence people in
positions of authority to
implement cutcomes of
projects

Lead and direct translation
of policy inte workable
actions plans

Ensures that programs are
monitored to track
progress and optimal
resource utilisation, and
that adjustments are
made as needed
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PERFORMANCE AGREEMENT: DIRECTOR TECHNICAL SERVICES 2017/18

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 [« Exhibit knowledge of » Take active ownership of [« Develop planning tools to

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

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  |e
based on specified formats
Consider and understand
the financial implications |
of decisions and
suggestions

Ensure that delegation and
instructions as reguired by
National Treasury .
guidelines are reviewed
and updated

Identify and implement e
praper monitoring and
evaluation practices to
ensure appropriate
spending against budget

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
pracedures regarding
asset control

Promaote National
Treasury's regulatory
framework for Financial
Management

assist in evaluating and
monitoring future
expenditure trends

» 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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PERFORMANCE AGREEMENT: DIRECTOR TECHNICAL SERVICES 2017/18

Competency Name

Change Leadership

Competency Definition

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

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

SUPERIOR

= Display an awareness of
change interventions, and
the benefits of
transformation initiatives

« Able ta identify basic
needs for change

« |dentify gaps between the
current and desired state

« Identify potential risk and
challenges to
transformation, including
resistance to change
factors

» Participate in change
programs and piloting
change interventions

» Understand the impact of
change interventions on
the institution within the
broader scope of Local
government

*

Perform an analysis of the
change impact on the
social, political and
economic environment
Maintain calm and focus
during change

Able to assist team
members during change
and keep them focused on
the deliverables
Volunteer to lead change
efforts outside of own
work team

Able to gain buy-in and
approval for change from
relevant stakeholders
Identify change readiness
levels and assist in
resolving resistance to
change factors

Design change
interventions that are
aligned with the
institution's strategic
chjectives and goals

Actively monitor change
impact and results and
convey progress to
relevant stakeholders
Secure buy-in and
sponsorship for change
initiatives

Continuously evaluate
change strategy and
design and introduce new
approaches to enhance
the institution's
effectiveness

Build and nurture
relationships with various
stakeholders to establish
strategic alliance in
facilitating change

Take the lead in impactful
change programs
Benchmark change
interventions against bast
change practices
Understand the impact
and psychology of change,
and put remedial
interventions in place to
facilitate effective
transformation

Take calculated risk and
seek new ideas from best
practice scenaries, and
identify the potential for
implementation

Sponsor change agents
and create a network of
change leaders who
support the interventions
Actively adapt current
structures and processes
ta incorparate the change
interventions

Mentor and guide team
members on the effects of
change, resistance factors
and how to integrate
change

Maotivate and inspire
others around change
initiatives
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PERFORMANCE AGREEMENT: DIRECTOR TECHNICAL SERVICES 2017/18

Competency Name

Governance Leadership

Competency Definition

BASIC

+ Display a basic awareness
of risk, compliance and
governance faclors but
reguire guidance and
development in
implementing such
requirements

¢ Linderstand the structure
of cooperative
government but requires
guidance on fostering
warkable relalionships
between stakeholders

» Provide inpul into policy
formulation

COMPETENT

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

ACHIEVEMENT LEVELS

ADVANCED

SUPERIOR

s Display a thorough
understanding of
governance and risk and
compliance faclors and
implement plans to
address these

» [Demonstrate
understanding of the
tachnigues and processes
for optimising risk taking
decisions within the
institution

= Actively drive policy
formulation within the
institution to ensure the
achievement of ohjectives

*

Ahle to link risk initiatives
Inte key institutional
abjectives 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
institutionat objectives
Demonstrate a thorough
understanding of risk
retention plans

Identify and implement
comprehensive risk
management systems and
processes

Implement and monitor
the formulation of
policies, identify and
analyse constraints and
challenges with
implementation and
provide recommendations
for improvement ‘

Demanstrate a high level
of commitment in
complying with
governance requirements
Implement governance
and compliance strategy
to ensure achievement of
institutional objectives
within the legislative
framewark

Able to advise Local
Government on risk
management strategies,
best practice interventions
and compliance
mandgement

Able to forge positive
relationships on
cooperative governance
level to enhance Lhe
effectiveness of local
government

Able to shape, direct and
drive the formulation of
policies on a macro level




PERFORMANCE AGREEMENT: DIRECTOR TECHNICAL SERVICES 2017/18

2. Core Competencies Cluster

Compet_ency Name

Moral Competence

Competency Definition

BASIC
« Realise the impact of
acting with integrity, but
requires guidance and

development in
implementing principles

« Follow the basic rules and
regulations of the
institution

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

ACHIEVEMENT LEVELS

Able to identify moral triggers, apply rcasonihg that pro:;no-tcs honesty and
integrity and consistently display behaviour that reflects moral competence

COMPETENT

ADVANCED

Conduct self in alignment
with the values of Local
Government and the
institution

Able to openly admit own
mistakes and weaknesses
and scak assistance from
others when unable to
deliver

Actively report frauduient
activity and corruption
within local government
Understand and honour
the confidential nature of
matters without seeking
personal gain

Able Lo deal with
situations ol conflict of
interest promptly and in
the hest interest of local
government

Identify, develop, and
apply measures of self-
correction

Abte to gain trust and
respect through aligning
actions with commilrments
Make proposats and
recommendations that are
transparenl and gain the
approval of relevant
stakeholders

Present values, beliefs and
ideas that are congruent
with the institution's rules
and regulations

lakes an active stance
3gainst 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

SUPERIOR

Create an environment

conducive of moral
practices

Actively develop and
implement measures to
combat fraud and
corruption

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

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

Planning and Organising

Competency Definition

manage risk

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

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

SUPERIOR

« Able to follow basic plans
and organise tasks around
set objectives

« Understand the process of
planning and organising
but requires guidance and
development in providing
detailed and
comprehensive 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 reguired for a
task, but require further
structure and organisation

Actively and appropriately |«
organise information and
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

Sthedule tasks to ensure |«
they are performed within
budget and with efficient
use of time and resources
Measures progress and .
meniter performance
results

Able to define Institutional
objectives, develop
comprehensive 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, detailed
and comgprehensive plans
to achieve institutional
objectives

Identify 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

Focus on broad strategies
and initiatives when
developing ptans and
actions

Able to project and
forecast short, medium
and long term
reguirements of the
institution and local
government

Translate policy into
relevant projects to
facilitate the achievement
of institutional objectives
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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 basic
operation problem solving
of analysis, but lack detail
and thoroughness

» Able to balance
independent analysis with
requesting assistance from
others

« Recommend new ways to
perform tasks within own
function

« Propose simple remedial
interventions that
marginally challenges the
status quo

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

Demonstrate Logical
techniques and
approaches and provide
rationale for
recommendations
Demonstrate objectivity,
insight, and thoroughness
when analysing problems
Able to break down
complex problems inte
manageabie 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
stakehalders
Continuously identify
opportunities to enhance
internal processes
Identify and analyse
opportunities conducive to
innovative approaches and
propose remedial
intervention

+ Coaches team members
on analytical and
inngvative approaches and
technigues

« Engage with appropriate
individuals in analysing
and resolving complex
problems

« ldentify solutions 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

Demonstrate complex
analytical and problem
solving approaches and
techniques

Create an environment
conducive to analytical
and fact-based problem-
solving

Analyse, recommend
solutions and monitor
trends in key chzllenges to
prevent and manage
OCcurrence

Create an environment
that fosters innovative
thinking and follows a
learning organisation
approach

Be a thought leader an
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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Competency Name

Knowledge and Information Management

Competency Definition

Able 1o 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

SUPERIQOR

» Collect, categorise and
track relevant information
required for specific tasks
and projects

« Analyse and interpret
information to draw
conclusions

» Seek new sources of
information to increase
the knowledge base

» Regularly share
information and
knowledge with internal
stakeholders and team
members

*

Use appropriate
information systems and
technology to manage
institutional knowledge
and information sharing
Evaluate data fram various
sources and use
information effectively to
influence decisions and
provide solutions
Actively create
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

L]

Effectively predict future
information and
knowledge management
requirements and systems
Develop standards and
processes to meet future
knowledge management
needs

Share and promote best-
practice knowledge
management across
various institutions
Establish accurate
measures and monitoring
systemns for knowledge
and information
management

Create a culture conducive
of learning and knowledge
sharing

Held regular knowledge
and information sharing
sessions to elicit new ideas
and share best practice
approaches

Create and supporta
vision and culture where
team members are
empowered to seek, gain
and share knowledge and
information

Establish partnerships
across local government to
facilitate knowledge
management
Demonstrate a mature
approach to knowledge
and information sharing
with an abundance and
assistance approach
Recognise and exploit
knowledge points in
interactions with internal
and external stakeholders
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Competency Name Communication o
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
understanding for
communication levers and
toals appropriate for the
audience, but requires
guidance in utilising such
tools

» Expressideasin a clear
and focused manner, but
does not always take the
needs of the audience into
consideration

» Disseminate and convey
information and
knowledge adequately

Express ideas to
individuals and groups in
formal and infarmal
setfings 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 information
transfer

Deliver contentin a
manner that gains
support, commitment and
agreement from relevant
stakeholders

Campile clear, focused,
concise and well-
structured written
documents

Effectively communicate
high-risk and sensitive
matters tc 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 ta
enhance a positive image
of the institution

Able to communicate with
the media with high levels
of moral competence and
discipline

Regarded as a specialist in
negotiations and
representing the
institution

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

Creates an environment
conducive to transparent
and productive
communication and
critica! and appreciative
conversations

Able to coordinate
negotiations at different
levels within local
government and externally
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Competency Name Results and Quality Focus
Competency Definition Able to maintain high quality standards, focus on achieving results and objectives
while consistently 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
to achieving the correct
results

» Produce the minimum
level of results required in
the role

= Produce outcomes that is
of a good standard

» Focus on the quantity of
autput but requires
development in
incorporating the guality
of work

+ Produce guality work in
general circumstances, but
fails to meet expectation
when under pressure

« Focus on high- priority
actlons and does not
bhecome distracted by
lower-priority activities

« Display firm commitment
and pride in achieving the
correct resulis

= Set guality 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 arder 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 gquality 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 challenging goals and
objectives to self and team
and display commitment
to achieving expectations
Maintain a focus on
quality outputs when
placed under pressure
Establishing 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 guality
standards, monttor own
performance and
implement remedial
interventions when
required

Work with team to set
ambitious and chalfenging
team goals,
communicating long-and
shart-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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ANNEXURE C: PERSONAL DEVELOPMENT PLAN: HENDRIK KRGHN

Background

This Personal Development Plan {PDP) is drafted in terms of Section 8 of the Performance Agreement

entered into annually between the Bergrivier Municipality (Employer) and the Director Technical Services

(Employee H Krohn).
Application
This is the PDP for the financial year 1 July 2017 to 30 lune 2018.

Agreement

The Employer acknowledges and agrees that the Employee is fully qualified and skilled to perform the
current requirements of employment. But in the spirit of continues learning and building experiences the

Employer will support the Employee in the following endeavors during this period:

1. The Employee is registered with IMISA [Institute of Municipal Engineers of South Africal. The
Employer will allow the Employee to participate in courses/workshops within the approved budget
for 2017/2018 in order to keep the Employee updated on the newest developments.

2. The Employer will allow the Employee to do a course in order to register with ECSA (Engineering
Council of South Africa] as a professional engineering technaologist.

3. Whenever the opportunity arise and in line with the required CPI point system the Employer will
allow the Employee fair time off to attend the necessary courses / training within the approved
budget for the financial year.

4. The Employee will give attention 1o his personal development by:

a. Having quarterly membership meetings with the mentor identified by the employee in the
field of Engineering;
b. Making sure that the Employee spends time to create, develop and strengthen the six rolls
needed in a manager’s professional armor namely a Mentor, a Prayer Warrior, a Motivator,
a Supporter (Cheerleader), a Joker and a Conscious.
5. The Employee is in the process of registering as a Professional Engineer over the next 12 months

and expressed his interest to complete his B Tech Structural Design on a later stage.
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