WUPE WINELANDS DISTRICT

- e MUNICIPALITY » MUNISIPALITEIT « UMASIPALA

PERFORMANCE AGREEMENT

MADE AND ENTERED into by and between

CAPE WINELANDS DISTRICT MUNICIPALITY

(hereinafter referred to as “the Employer) as represented by Mr HF Prins in his
capacity as Municipal Manager, duly authorized thereto in terms of section 57(2)(c) of
the Local Government: Municipal Systems Act, 2000 (Act No. 32 of 2000);

AND

PETRO ALLAN WILLIAMS

(hereinafter referred to as “the Empioyee”) in his capacity as Executive Director:
Community Development and Planning Services.
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PREAMBLE

WHEREAS the Employer has entered into a Contract of Employment with the
Employee in terms of section 56(1)(a) of the Local Government: Municipal Systems
Act, 2000 (Act No. 32 of 2000},

AND WHEREAS section 57(1)(b) of the Act, read with the Contract of Employment
concluded between the Parties, requires them to conclude an annual Performance
Agreement:

AND WHEREAS the Parties wish to ensure that there is compliance with
sections 57(4)(a), 57(4)(c) and 57(5) of the Act, that they are clear about the goals to
be achieved and secure the commitment of the Employee to a set of outcomes that

will secure local government policy goals.

NOW THEREFORE THE PARTIES AGREE AS FOLLOWS:

1. DEFINITIONS

1.1 “the Act” shall mean the Local Government; Municipal Systems Act, 2000
(Act No. 32 of 2000),

1.2 “the Parties” shall mean the Employer and the Employee;

1.3 “KPA or KPA’s” shall mean key performance area(s);

1.4 “KPI or KPI's” shall mean key performance indicator(s);

1.5 “competency framework” shall mean leading and core competencies as

contained in regulation 3 of Annexure “A” of the Local Govemment:
Regulations on Appointment and Conditions of Employment of Senior
Managers;




1.6 “PA” shall mean this Performance Agreement;

1.7 “PP” shall mean the Performance Plan attached as Annexure “A” to this
Agreement, which shall be regarded as having been incorporated into the

Agreement by reference;

1.8 “PDP” shall mean the Personal Development Plan attached as
Annexure “B” to this Agreement, which shall be regarded as having been
incorporated into the Agreement by reference: and

1.9 “Regulations™ shall mean the Local Government: Municipal Systems Act,
2000 (Act No. 32 of 2000): Local Government: Regulations on Appointment
and Conditions of Employment of Senior Managers, 2014.

2. PURPOSE OF AGREEMENT
The purpose of this Agreement is to —

2.1 comply with the provisions of section 57(1)(b), 57(4)(a), 57(4)c), 57(4A) and
97(5) of the Act as well as the Contract of Employment 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 and the Budget of the Municipality;

2.3 specify accountabilities as set out in the PP, which forms Annexure “A” to

this Agreement;

24 monitor and measure performance against set targeted outputs; \hb
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2.5

2.6

2.7

3.1

3.2

3.3

3.4

3.5

use the Agreement as the basis for assessing whether the Employee has
met the performance expectations applicable to his job;

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

give effect to the Employers commitment to a performance-orientated
relationship with its Employee in attaining equitable and improved service
delivery.

COMMENCEMENT AND DURATION

This Agreement will commence on the 01 January 2020 and will remain in
force until 30 June 2020, where after a new PA, PP and PDP shall be
concluded between the Parties for the next financial year or any portion
thereof.

The Parties shall review the provisions of this Agreement during June each

year.

The Parties will conclude a new PA, PP and/or PDP that replaces this
Agreement at least once a year by not later than the beginning of each
successive financial year.

This Agreement will terminate on the termination of the Employee’s Contract

of Employment for any reason.
The content of this Agreement may be revised at any time during the period

specified in clause 3.1 above, to determine the applicability of the matters

agreed upon.
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3.6

4.1

4.1.1

4.1.2

4.2

421

4.2.2

423

424

If at any time during the validity of this Agreement the work environment
alters (whether as a result of Government or Council decisions or otherwise)
to the extent that the contents of this Agreement are no longer appropriate,

the contents shall immediately be revised.
PERFORMANCE OBJECTIVES
The PP sets out -

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

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

The performance objectives and targets refiected in the PP are set by the
Employer in consultation with the Employee and based on the Integrated
Development Plan, Service Delivery and Budget Implementation Plan and
the Budget of the Employer, and shall include key objectives, key
performance indicators, target dates and weightings.

The key objectives describe the main tasks that need to be performed or

executed.

The KPI's and means of verification provide the details of the evidence that
must be provided to show that a key objective has been achieved.

The target dates describe the timeframe within which the work must be

achieved.
The weightings show the relative importance of the key objectives to each \Q\
R >
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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.

5. PERFORMANCE MANAGEMENT SYSTEM

5.1 The Employee agrees to participate in the performance management system
of the Municipality, management and staff of the Employer.

5.2 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 Municipality, management and staff to petform to the
standards required.

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

5.4 The Employee undertakes to actively focus towards the promotion and
implementation of the KPA’s (including special projects relevant to the
Employee’s responsibilities) within the local government framework.

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

Agreement.

5.5.1 The Employee must be assessed against both components, with a weighting
of 80:20 allocated to the KPA’s and the competency framework respectively.

5.5.2 Each area of assessment will be weighted and will contribute a specific part

to the total score. ‘/2\
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5.5.3 KPA’s covering the main areas of work will account for 80% (eighty percent)

and competency framework will account for 20% (twenty percent) of the final

assessment.

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

Key Performance Areas = " |. Weighting
| Municipal Institutional Development and Transformation 0%
Basic Service Delivery 68%
Loca_l Economic Development (LED) - Covered under Basic 0%
Services
Municipal Financial Viability and Management 0%
Good Governance and Public Participation 12%
Total 80%

5.7 The KPA's related to the functional area of the Employee shall be subject to
negotiation between the Municipal Manager and the Employee.

5.8 The competency framework will make up the other 20% (twenty percent) of
the Employee’s assessment score.

5.9 Compulsory competencies are listed as follows:
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6.1

6.1.1

6.1.2

6.2

6.3

6.4

6.5

6.5.1

(a)

(b)

EVALUATING PERFORMANCE

The PP attached as Annexure “A” to this Agreement, sets out -

The standards and procedures for evaluating the Employee’s

performance; and

The intervals for the evaluation of the Employee’s performance.

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

Personal growth and development needs identified during any
performance review discussion shall be documented in a PDP as well as
the actions agreed to and implementation must take place within set time

frames.

The Employee’s performance shall be measured in terms of contributions
to the goals and strategies set out in the Employer's Integrated

Development Plan.

The annual performance appraisal shall involve:

Assessment of the achievement of results as outlined in the PP

Each KPA shall be assessed according to the extent to which the specified
standards or KPI's have been met and with due regard to ad hoc tasks

that had to be performed under the KPA's.

An indicative rating on the 5 (five) point scale should be provided for each
KPA.

/‘%35



(c)

6.5.2

(a)

(b)

(c)

(d)

6.5.3

The applicable assessment rating calculator (refer to clause 6.5.3 below)
must be used to add the scores and calculate a final KPA score.

Assessment of the Competency Framework

Each competency should be assessed according to the extent to which
the specified standards have been met.

An indicative rating on the 5 {five) point scale shall be provided for each

competency.

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

The applicable assessment rating calculator (refer to clause 6.5.1) shall be

used to add the scores and calculate a final competency framework score.

Overall rating

An overall rating is calculated by using the applicable assessment-rating

calculator, which shall represent the outcome of the performance appraisal.

(a)

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

B £
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Level

Terminology

Description

Rating

Outstanding
performance

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

Performance
significantly
above
eXpectations

Performance is significantly higher than
the standard expected in the job. The
appraisal indicates that the Employee
has achieved above fully effective results
against more that 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 all significant performance
criteria and indicators as specified in the
PA and PDP.

Not
effective

fully

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
PDP.

Unacceptable
performance

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

12|Page &



(b) For purposes of evaluating the annual performance of the Employee, an
evaluation panel constituted of the following persons must be established -

(i) Municipal Manager;

(ii) Chairperson of the Performance Audit Committee or the
Chairperson or designated performance management specialist of
the Audit Committee in the absence of a Performance Audit
Committee;

(iii) Member of the Mayoral Committee;

(iv) Member of a ward committee as nominated by the Executive

Mayor; and
(iv) Municipal Manager from another Municipality.

(c) The manager responsible for human resources of the municipality must
provide secretariat services to the evaluation panel referred to in sub-
clause 6.5.3(b).

7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of the Employee in relation to hisfher PA shall be

reviewed on the following dates, with the understanding that the 1st(first)
and 3 (third) quarter review may be verbal if performance is satisfactory:

First Quarter: July — September Before end of October 2020
Second quarter: October - December  Before end January 2021
Third quarter: January — March Before end April 2021
Fourth quarter: April — June Before end July 2021

7.2 The Employer shall keep a record of the mid-year review and annual A ' N I

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

7.4 The Employer shall be entitled to review and make reasonable changes to
the provisions of the PP from time to time for operational reasons, subject
thereto that the Employee shall be fully consulted before any such change

is made.

7.5 The Employer may amend the provisions of the PP whenever a
performance management system is adopted, implemented and/or
amended by the Municipality, as the case may be, subject thereto that the
Employee will be fully consulted before any such change is made.

8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan for addressing developmental gaps, is attached
as Annexure “B” and shall form part of this Agreement.

9. 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 to skills development and capacity building opportunities;

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

9.1.4 on the request of the Employee, delegate such powers reasonably
required by the Employee to enable him to meet the performance ¢1
objectives and targets established in terms of this Agreement; anre




10.

10.1

10.1.1

10.1.2

10.1.3

10.2

11.

11.1

11.2

make available to the Employee such resources as the Employee may
reasonably require from time to time to assist him/her to meet the
performance objectives and targets established in terms of this

Agreement.
CONSULTATION

The Employer agrees to consuit the Employee timeously where the
exerciging of the powers will have, amongst others -

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

commit the Employee to implement or to give effect to (a) decision(s)
taken by the Employer; and

a substantial financial effect on the Employer.

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 soon as is practicable to enable the Employee to take any

necessary action without delay.
MANAGEMENT OF EVALUATION OUTCOMES

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

performance.

A pro-rata performance bonus ranging from 5% to 9% based on a score of
130% to 149% and a maximum of 10% based on a score of 150% and
above, in terms of regulation 32(2) of the Local Government: Municipal
Performance Regulations for Municipal Managers and Managers Directly
Accountable to Municipal Managers, 2008 be paid to the Employee.

A
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11.3  The annual performance bonus contemplated in clause 11.2 shall be
calculated on the Total Cost of Employment of the Employee of the last
working day of the financial year on which the performance bonus is due.

11.4  In the case of unacceptable performance, the Employer shall provide
systematic remedial or developmental support to assist the Employee to

improve his performance; and

11.5  After appropriate performance counselling and having provided the
necessary guidance and/or support as well as reasonable time for
improvement in performance, and performance does not improve, the
Empioyer may consider steps to terminate the contract of employment of
the Employee on grounds of unfitness or incapacity to carry out his duties.

12. DISPUTE RESOLUTION

121  DISPUTES ON PERFORMANCE AGREEMENT

Any disputes about the nature of the Performance Agreement, whether it relates to
key responsibilities, priorities, methods of assessment and/or any other matter
provided for, shall be mediated by a member of the Municipal Council: Provided
that such member was not part of the evaluation panel provided for in sub-
regulation 27(4)(d) of the regulations, within 30 (thirty) days of receipt of a formal
dispute from the Employee, whose decision shall be final and binding on both
Parties.

12.2 DISPUTES ON OUTCOME OF PERFORMANCE EVALUATION

Any disputes about the outcome 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 provided for in sub-regulation 27(4)(d), within
30 (thirty) days of receipt of a formal dispute from the Employee, whose decision
shall be final and binding on both Parties.



13. GENERAL

13.1  The contents of this Agreement shall be made available to the public by
the Employer.

13.2  Nothing in this Agreement diminishes the obligations, duties or
accountabilities of the Employee in terms of his Contract of Employment,
or the effects of existing or new regulations, circulars, policies, directives

or other instruments.

13.3  The performance assessment results of the Employee shall be submitted
to the Minister responsible for local government in the Province of the
Western Cape as well as the National Minister for local government within
14 (fourteen) days after conclusion of the assessment.

THUS DONE AND SIGNED AT . [VOESTER ON THIS THE 2.J DAY
OF FERZUNY 2020 IN THE PRESENCE OF THE UNDERSIGNED WITNESSES:

1.

]
PA WILLIAMS

THUS DONE AND SIGNED AT .. /NORCESTER N This THE 2 Ibay

OF ‘FE@ZW7020 IN THE PRESENCE OF THE UNDERSIGNED WITNESSES:

1. G/ [A] e ~
< i

2. \'\5 L.L(‘)‘\"a .

e

H F PRINS
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“Annexure C”




Competency Descriptions

Cluster Leadi
Competency Name | Stratesic Direction and Leadership
Compete Definition medemﬂimdavisfmfwmeinstﬁuﬂon andmsprrearﬂdapbyohm
ney 1o defiver on the strategic instilutional mandage
ACHIEVEMENT LE}
BASIC COMPETERT [ ADVANCED SUPERIOR
© Undarstand oGMMnhaoEﬂumaummtmmm
instikitional and team in realising tha | determine valve and the institution to local
departmentai institution's  stretegic | alignment o strategic {  government priorities
strateglc mandate end set| intent o Actively use Indepth
objectives, but objectives » Display indepth | knowledge and
lacks the ability | e Has a positive impact and)] wu to
to inspire others snd infiuence on the understanding of strategic |  develop and ithplement
to echieve set morale, emaumnt plnning a comprehensive
mandate and particlpation of | o Align strategy and gosls |  instRutional framework
= Describe  how tearn members across all functional areas {» Mold self accouniabie
specific  tasks |« Deveiop actions plans o Actively Gefine ] for stralegy ewecution
Bnk to | fto execule and guide | performence mesasures to| and resulis
ingtitutional strategy monitor the progress and jo Provide impact and
siralegies  but | implementation effectiveness of the| influence through
has limited | c Asaiet in defining |  instiution buliding and
influence in | performance » Consistently  chalienge | maintaining  strategic
directing megswres fo monitor |  strategic plans to ensure |  rel
siretegy the ce = Creete an envirenment
cHes & basic msmme.mmmmmmmm
understanding of | institution Structures and pelitical | and innovation Display
institutional « Digplays an | factors, and the | & supaerior level of self-
performance awareness of | consequences of actions discipline and integrity
mensgemsnt, i | structures | « Empower others to follow |  in actions
but lecks the | and peliticel factors stralegic  direction &nd {* integrate various
ability b |:E deal with complex| eystems intc a
integrate communicate berriers |  situations collective whole 1o
Systsme int0 8 | to  execution o /cGuide the insttution| optimise institutionai
caliective whole relevant parties through complex and
o Demonstrate @ | ¢ Provide guidance to ambiguous concemn management
basic all stakehoiders in the | » Uge understanding of | Uses understanding of
understanding of | achievement of the power relationships and | competing inferests to
key  decision- | sirategic mandate dynamic tensions among | manoeuvre
tand the @im| key playerse to frame| successtlly o a
and ives of the | communications and | win/win outcome
institution and relate # develop jes,
o oven work positions and alliances




Cluater Leading Competencies
Cain Nams | People Management
Effectively manage, inspire and encourage pesple, respect diversty,
Comgetency Definition | aptimise talent and build and nurture relationships in order to achieve
institutional o i
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
eParticipate in |oSeek opportunities to oidentify ineffective team | - Devsiop and
team goal- | increase team | and work processes and incorporate  best
setting and contribution end| recommend remedial practce  peopie
problem responsibifity interventions management
solving cRespect and support | « Recognise snd reward procespses,
ointeract and | the diverse natwre of | effective and desired | approaches and
collaborate others and be aware of | behaviour tools across the
with peaple of | the benefits of a diverse | = Provide mentoring and | institution
diverse approach guidance fo others in | o Foster a culture of
backgrounds oEffectively  delegate | order to  increase | discipiine,
< Aware of | tasks and empower| personal effectiveness | responsibdity and
guidelines for | others to increzse o {dantify devatopmeni;. accountability
employee contribution end| and Jearning needs | oUnderstand the
development, execute functions | within the team impact of diversity
but  requires | optimaliy o Build a work | in  performance
support in | eApply relevant | environment conducive ! and ectively
impiementing employee  legisiation | to sharing, innovaiion.i incorporate e
development fairly and consistently ethical bshaviour and | diverslly straegy
initiatives oFacilitate team goal-| professionalism In the institution
selling and problem- | oinspire a culture of | e Develop
solving performance excellence | comprehensive
o Effectively identify | by giving positive and | integrated
capacity requirements | constructive feedback to | sirategies  and
to fulfiil the strategic| theteam - epproaches o
mandate cAchieve agreement or | human  capital
consensus in | development and
adversarial management
environments oActively i
oLead and unile diverse | Yends and predict
teams across divisions | capacity
to achieve institutional | requirements o
ohjectives ‘ facilitate  unified
fransition and
performance
management




Cluster Leading Competencies
Competency Name | Program and Project Man
Able to understand program and project mansgement methodology;
Competency Definition | plan, manage, monitor and evalvate specific activities in order o
deliver on set objectives
ACHIEVEMENT LEVELS
BASIC CORIPETENT ADVANCED SUPERIOR
Initiate projects Estabiish broad | ¢ #anage muitiple Understand and
after approval from stakehoider programs and concaptualise
higher authorities involvement  and balance  priorities the long-term
Understand communicate the and conflicts implications of
procedures of project status and according to desired project
program and key milestones institutional goais oulcomes
project Define the roles Apply effective risk Direct a8
management and responsibiiities management comprehensive
methodology, of the project team strategies  through sirategic macro
implications  and and create clarity Impact assessment and tmicro
stakeholder around and resource analysis  and
fnvoivernent expsctations requirements stope  projecis
Understand  the Find a balance Modify project scope accordingly to
rationai of projects beiween  project and budget when realise
in relation to the dezdline and the required without institutiong!
institution’s quality of compromising  the objectives
strategic objectives deliverables queality and Consider and
Document and Identify appropriate objeclives of the initiate projects
communicate projact resources to pioject that focus on
factors and  risk facilitate the Invohwe top-level achievement of
associated  with effective authorities and the  long-lerm
oW WOork completion of the relgvant cbjectives
Use resuits and deliverables stakeholders in Influence people
approaches of Comply with seeking project buy- in positions of
successful project statutory in authority to
implementation as requirements and idenlify and apply implament
guide apply policies in 2 conteraporary outcomes of
consistent manner projest management projecis
Monitor  progress methedology Lead and direct
and use of influence and tranelation of
resotrces and motivate policy - into
make needed team to deliver workable
adjustments to exceptional results actions plans
timelines,  steps, Monitor Ensures  that
and resource ;  jmplementation and prograrhs  are
aliocation apply procedures to monitored  to
manage risks track progress
and  optimal
resource
utilisation, and
that adjustments
are made as
needed

-



Cluster Leading Competencies
Competency Name Financia! Management
Able to compile, plan end manage budgels, control cash fiow,
institute financlal risk managerment and administer procurement
Competency Definition 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
s Understand basic Exhibit knowledge |s Take active Develop planning
financial concepts of general financial ownership of tools to assist in
and methods as concepts, planning, planning, evaluating and
they relate to budgeting, and budgeting, and monitoring fukure
institutional forecasting and forecast processes expenditure
processes and how they interrelate and provides trends
activities Assess, identify credible answers to Set budget
= Display and manage queries within own frameworks for
awareness into financial risks responsibility the institution
the various Assume a cost- * Prepare hudgets Set stratagic
sources of saving approach to that are aligned to direction for the
financial data, financial the strategic institution on
reporting management objectives of the expenditure and
mechanisms, Prepare financial Institution other financial
financial reports basedon |« Address complex processes
govemance, specified formats budgeting and Build and nurture
processes and Consider and financial partnerships to
systems undesrstand the management improve financial
s Understand the financia} concerns management and
importance of implications of = Putsystems and achieve financiai
financial il decisions and pfocesh:es irt\h place savings
accountability suggestions to enhance the Actively identify
+ Understand the Ensure that quality and integrity and implement
importance of delegation and of financlal new methods to
asset control instructions as management improve assst
required by practices control
National Treasury |+ Advise on policies Display
guidelines are and procedures professionalism in
reviewed and regarding esset dealing with
updated controt financial data and
Identify and * Promote National processes
impiement proper Treasury's
monitoring and regulatory
evaluation practices framework for
to ensure Financlal
appropriate Management
spending against
budget




Cluster

Leading Competencies

Competency Name Change Leadarship
Able to direct and inltiate institutional transformation on a8 Jevels in
Competency Definition | order o successfully drive and implement new iniistives and
| deliver sionai and guality services ta the commyn
ACHIEVEMENT LEVELS
BASIC CORPEVENT ADVANCED EUPERIOR
Dispiay an Perform an analysis {o Actively monitor « Sponsor
awareness of change of the change impact change impact and change
interventions, and &n the social, rasults and convey agerts and
the benefits of political and progress to relevant create a
transformation econamic stakeholders network of
inttiatives environment Secure buy-in and change
Able to identify basic Maintain celm and sponsorship for leaders who
needs for change focus during change change initiatives support the
Identify gaps Able to assist team Continuousty interventions
betwoen the current membaears during aveluete change e Actively
and desirad state change and keap strategy end design adapt current
Identify potentiat risk them focused on the and infroduce new strictures
and chalienges to daliverables approaches to and
traneformation, Volunteer to lead enhance the processes to
including resistance chenge efforts instiution's incorporate
{o change faclors outside of own work effectiveness the change
Participate in change {eam Build and nurture interventions
programe ang Able to gain buy-in reletionships with < Mentor and
plloting change and approva} for verious stakeholdars guide team
interventions change from to esteblish strategic members on
Understand the relevant alliance in faciliteting the effacts of
impact of change stakeholders change change,
inferventions on the identify change Take the lead in resistance
institution within the readiness levels ang impactful change faclors and
broader scope of asslst in resolving programs how {o
Hoce! Ggovernment. resistance to change |¢ Benchmark change integrate
factors interventions against |  change
Design change best change ° Motivate and
interventions that practices inspire others
are gligned with the Understand the around
institution’s strategic |  impact and change
objectives and goals psychology of mitiatives
change, and put
remedial
interventions in
place to facilitate
effective
transformation
Take calculated risk
and seek new ideas
from best practice
scenarios, and
identify the potential
for implementation
L .

D



Clusiar Leading Compstencies
Compestency Name Governance Leadership
Able to promote, direct and apply professionalism in managing risk
and compliance requirements and apply a thorough undersianding
Competency Deflnition | of governance practices and obligations. Further, able to direct the
concepluallsation of relevant policies and enhance cooperative
cvernance relationshl
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
Displayabasic | Displaya < Able to link risk o Demonstrate a
awareness of thorough initiatives into ke high levef of
risk, compliance understanding of institutional cbjectives commitment in
and governance govemance and and drivers complying with
factors but Tisk and e |dentify, analyse and govemnance
require guidance compliance measure risk, create requirements
and factors and valid risk forecasts, < implement
development in implement plans and map rigk profiles governance and
implementing toaddress these |« Apply risk control compliance
such ¢ Demonsirate methodology and strategy to ensure
fequirements undaretanding of approaches to prevent achievement of
Understand the the techniques and reduce risk that institutional
structure of and processes for impede on the objectives within
cooperative optimising risk &chievement of the legisiative
povernment but taking decisions institutiona! objectives framework
requires within the < Demonstrate a8 ©  Able to advise
guidance on inatitution thoraugh Local Government
fostering o Actively drive understanding of risk on risk
workabie policy formulation retention plans management
refationships within the o |dentify and sirategies, best
batween ingtitution to implement practice
staksholders ensure the comprehensive risk interventions and
Provide input achievement of management systema complignce
Into policy objectives and procesees management
formutation o Implement and [ Abie to forge
monfor the ive
formuiation of policies, refationships on
identify and =znalyse cocperstive
constreints and govemarice level to
challenges with enhance the
implementation and effectiveness of
provide Hocal government
recommendations for {¢ Able to shape,
improvement direct and drive the
formutation of
policies on a macro
level

045
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Cluater Core Competencies
Competency Name | Moral Competence
Competency Abie fo identify moral triggers, apply reasoning that promotes honesty
Definition and integrity and consistently display behaviour that reflects moral
oo
ACHIEVEMENT LEVELS ‘
BASIC COMPETENT ADVANCED SUPERIOR
¢ Reafise the Conduct self in + identify, develop, and Create an
impact of alignment with the apply measwres of self- environment
&cting with velues of Local correction conducive of
integrity, but Government and * Able to gain frust and morel practices
raguires the institution respect through aligning Actively develop
guidance and Able lo openiy actions with and implement
development in admit own commitments measures to
implementing mistakes and © Make proposals and combat fraud
principles weaknesses and recommendeations that and corruption
o Foliow the seek assistance are transparent and gain Set integrity
basic riles and from cthers when the approval of relevant standards and
regulations of unebie to deliver stakehoiders shared
the Institution Actively report ¢ Present values, bellefs accountability
c Able to identify fraudulent activity and ideas that are measures
basic moral and corruption congruent with the across the
situations, but within jocal institution’s rules and institution lo
requires govemnment regulztione support the
guidance and Undarstand and o Takes an active stance objectives of
development in honour the &gainst coruplion and local
underetanding confidential nature dishonesty when noted governrent
and reasoning of matters without | o Actively promote the Take
with moral seeking personal vaiue of the institution to responsibility for
intent gain intemal and external own actions and
Able to deal with stekeholders decisions, even
situations of o Able o work in unily with i the
conflict of inferest & team and not saek consequences
promptly end in the personal gain are
best interest of © Apply universal moral unfavourable
local government principles consistendly to
achieve moral decisions
\,



Cluster Core Competencies
Com Rame | Planning and Organising
Competency Able to plan, prioritise and organise information and resocurces effectively
to ensure the quality of service delivery and build efficient contingency
Oefinition lans to ma risk
ACHIEVEMENT LEVELS
BASIC COWMPETENT ADVANCED SUPERIOR
Abte to follow ¢ Actively and s Able lo define o Focis on broad
basic plens and &ppropriately Instifutionat strategies and
organise tasks organise ohjectives, develop initiatives when
around set informetion and comprehensive developing
objectives resources plans, integrete and plans and
Understand the required for a coordinate activities, actions
process of task and essign = Able to project
planning and e Recognise the appropriste and forecast
omganising but urgency and resources for short, medium
requires imporiance of suceessful &nd long term
guidance and tasks implementation reqguireaments of
developmentin {0 Baiance short e [dentlfy In sdvance the institution
providing and leng-term required stages and and local
defalled and plans and goals actions 1o complete govermninent
comprehensive and incorporste tasks and projects o Transtate poticy
pizns into the team’s |0 Schedule realistic into reievant
Able to follow performance timelines, objectives projects to
exising plans objectives &nd milsstonee for facilitate the
andensurethat o Schedule tesks to iasks and projects achievement of
ohjectives are ensure theyare  |©  Produce clear, institutional
met performed within detailed and objectives
Focus on short- budget and with comprehensive
termn objectives efficient use of plans to achieve
in B fime and institutional
plans and resources chjectives
actions e Measures e Identify possible risk
Arange progress and faciors and design
inrformation and monitor and implement
resources performance &ppropriate
required for a resuits contingency plans
task, but require o Adapt plens in liight
further structure of changing
and organisation circumstances
« Prioritise tasks and
projects according to
their velevant
urgency and
importance




Ciuster Cora Competencies
Competency Mame | Analysis and innovation

Able to crifically analyse information, challenges and trends to
Competency establish and implement facl-based solutions that sre innovative

Definition to improve institutional processes in order to achieve key strateglc
o ACHIEVEMENT LEVELS
BASBIC COWPETENT ADVANCED SUPERIOR
v Understand the |+ Demonstate logical |+ Coaches team ¢ Demonstrate complex
basic operation problem solving members on analytical and problem
of analysis, but technioues and analytical and solving approaches
lack detail and approaches and innovative and techniques
thoroughness provide rationale for approaches and |- Create an environment
e Able to balence recommendations techniques conducive to analytica!
independent e Demonstrate « Engage with and fact-based
enatysis with objectivity, insight, appropriate problem-solving
requesting and thoroughness individuals in o Analyse, recommend
assistance from | when analysing analysing and solulions and monitor
others - problems resolving complex | trends in key
© Recommend © Able to break down problems challanges to prevent
new ways to complex problems | identify solutions and manage
perform tasks into manageable on various areas occurTence
within own parts and identify In the inefitution | o Create an environment
function solutions « Formulate and that fosters Innovative
= Propose simple {0 Consult internal and implement new thinking and follows &
remedial externzl ideas throughout lsaming organisation
interventions stakeholders on the instituion approach

that marginally opporiunities to o Able fo gain Be a thought leader on
challenges the improve processes approval and buy- | innovative customer

-]

status guo and service gefivary in for proposed esrvice delivery, and
c {isten to the o Claariy interventions from | process optimisation
idees and communicste the relevant ¢ Play an active role in
perspectives of benefite of new stakeholders sharing best practice
others and opportunities end o identify trends and | solutions and engage
explore innovative solutions best practices in in national and
opportunities {o to stakeholders process and international local
enhance such 1o Continuously identify | service delivery government seminars
innowvative opportunities to and propose and conferences
thinking enhance internsi institutional
processes application
o Identify and analyse |e Confinuously
opportunities engage in
conducive o resegrch to
innovative identify client
approaches ang needs
propose remedial

intervention




Cluster Core Compstencies
Competency Name | Knowledge and Information Management
Able to promote the generation and sharing of knowiedge and
Competancy Deflnition | information through vasious processes and media, in order to
gnhance the collective knowiedge base of local government
ACHIEVEMENT LEVFLS
BASIC COMPETENT ADVANCED SUPERIOR
+ Collect, Useappropriate | « Effectivelypredit | = Create and
categorise and information future information Support a vision
track relevant systems and and knowledge and culture where
informaltion technology to ma {eam members
reguired for manage requirements and are empowered {o
specific tasks institutional systems sesk, gain and
and projects knowledge and « Develop standards ghare krnowledge
¢ Analyse and information and processes to and information
interpret sharing meet future s Establish
information to Evaluate data knowledge partnerships
draw from various management across local
congclusions sources and use needs government to
e Seek new information + Share and facilitate
sources of effactively to promote best- knowledge
information to influence practice management
increase the decisions and knowledge * Demonstrate a
knowledge provide solutions management malture approach
base Actively create across various to knowledge and
+ Regulary mechanisms and institutions information
share structures for + Establish accurate sharing with an
information sharing of measures and &bundance and
ang knowledge information monitoring assistance
with internal Use external and syatems for approach
stakeholders internel knowiedge and * Recognise and
and team resources to information exploit knowledge
members research and management poiats in
provide relevant | « Create a culture interactions with
and cutting-edge conducive of internal and
knowledge to learning and external
enhance knowledge sharing stakeholders
ingfitutional * Hold reguiar
effectiveness and knowledge and
efficiency information
sharing sessions
fo elicit new ideas
and share best
practlice
approaches

NS
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Cluster | Core Competencies
Competency Name | Communication
Able to share information, knowledge and ideas in a clear,
Competency focused and concise manner appropriate for the audience in
Definition order fo effectively convey, persuade and influence stakehoiders
to achieve the desired outcome
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
+ Demonstrate an + Expressideas | e Effectively Regarded as a
understanding to individuals communicate high- specialist in
for and groups in risk and sensitive negotiations
communication formal and matters to relevant and
levers and tools informal stakeholders representing the
appropriate for settings in an Develop a well- institution
the audience, manner that is defined Able to Inspire
but requires interesting and communication and motivate
guidance in rnotivating sirategy others through
utilising such Able to Balance political positive
tools understand, perspectives with communication
= Express ideas in tolerate and institutional needs that is impactful
aclear and appreciate when communicating and relevant
focused manner, diverse viewpoints on Creates an
but does not perspeciives, complex Issues environment
always take the attitudes and Able o effectively conducive lo
needs of the beliefs direct negotiations ransparent and
audience into Adapt around complex productive
consideration communication matters and arrive at tommunication
= Disseminate anc content and a win-win situation and critical and
convey slyle to suit the that promotes Batho appreciative
information and audience and Pele principles conversations
knowledge facilitate Market and promote’ Able to
adequately optimal the Institution to coordinate
information external stakehoiders negotiations at
transfer and seek to enhance different levels
Deliver content a positive image of within local
in a manner the institution government and
that gains Able to communicate externally
support, with the media with
commitment high tevels of moral
and agreement competence and
from relevant discipline
stakeholders
Compile clear,
focused,
concise and
well-structured
written
documents




Cluster Core Competencies
Competency Name Resuits and Quality Focus
Able to maintain high guality standards, focus on achieving
resulls and cbjectives while consistently  striving to exceed
Comgpetency Definition expactations and encovrage others to meet guelity stendards.
. Further, fo actively moniior and messure results &nd quality
ainst identified object
ACHIEVEMENT LEVELS
BASIC COWPETENT ABDVANCED SUPERIOR )
e Understand Focus on high- ¢ Consistently verify Coach and
quality of work priority actions own standerds guide others to
but requires and does not and oufcomes to exceed quality
guidance in become ensure quality standards and
attending to distracted by output resuits
Important lower-priority Focus on the end Develop
matters activities result and avoids challenging,
¢ Show a basic Dispisy firm being distracted client-focused
comitrment to commitment Dentonstrate a gosls and seis
achieving the and pride in determined and high standards
correct results achieving the commitled for personal
& Produce the correct resulls approach o performance
minimum leve! Set quality achieving results Commilt to
of results standards and and guality exceed the
required in the design standards resulls and
fole processes and Follow task and quality stendards,
° Produce tagks around projects through manitor own
outcomes that achieving set to completion performance and
is of a goad standards Set challenging implemient
standard Produce output goals ang remedial
© Focus on the of high quality objectives to self interventions
Quantity of Able {o bajance 2nd team and when required
output but the quantity and display Work with team
reqtires qualty of resuits commitment to to set ambitious
development in in order to achieving and chalienging
incorporating gchieve expectations team pgoals,
the quality of objectives Maintain a focus communicating
worl Monitors on quality outputs iong- and short-
© Produce quality progress, qualty when placed term expectations
work in general of work, and use under pressure Take appropriate
circumstances, of resources; Estabiishing risks to
but fails to meet provide status institutional accompfish goals
expectation updates, and systems for QOvercome
when under make managing and setbacks and
prassure adjustments as assigning work, adjust action
needed defining plans to realise
responsibilities, goals
tracking, Focus people on
monitoring and critical activities
meastiring that vield a high
success, impact
evaluating and
valuing the work
of the institution
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ANNEXURE A

2019/2020 Key Performance Indicators
EXECUTIVE DIRECTOR: COMMUNITY DEVELOPMENT & PLANNING SERVICES - PA WILLIAMS

Targets
Key Performance tnit of A Pl weight
Nr S0 mmpa Tndteator (KPY rmeasyrsment Baseline o & & & Target eight (%}
Effective management | 80% of the KPls of 90%
1 3 Basic Service and supervision of the sub-directorate 0% Mot 80% {cumulative Not (camulative 20% 8
Delivery Municipal Heatth | have been met as Applicable | forQ1and G2) | Applicable | o gy
Servicas caleulated -
- " 0% of the KPis of
5 . | Basicservico | ETectve manSGement ling sub-diroctorate g0, Not | somcumuisve | Not. | 20 | o .
Delivery Disaster Management have been met as Applicable | for Q1 and Q2) | Applicabie for all Qg)
9 catoulated o
90% of the KPIs of
Effective management 90%
Basic Service the sub-directorate Nat BO0% (cumulative Not
3 ! Delivery | o™ SURSTVISON GFG | v been met as B0% ] ppplicable | for@1and Q2) | Applicable (;‘T’“a‘l’l'a;? 0% =
ces _ caloulated )
. 90% of the KPls of -~
Local Effactive management - 90%
4 1 Economic | and supervisionof | e oo ot g% Ap:i:.me agr“éf":‘ﬂ‘f'g"f Aw’:{gm {cumotative|  20% 6
Development Planming Services calculated for all Qs)
Local Effective managemant | 80% of the KPls of 0%
and supervision of Local | the sub-directorate Not "80% (cumuiative Not
5 ' Economio Econormic Development | have been metas 0% Applicable | for @1 and Q2) | Applicable (cumulative 90% g
Development | ™ 4 eny & Tourism calculsted for all Qs)
. 0% of the KPls of
Local Effective managament b-direch 80%
6 1 Economlc | and supervision of Rural tI".l':\.ve been matmat: g Applble Bf?é?ﬁ I:lt;")e AppNN:He (cumulative 80% 7
Devalopment | & Social Davetopment cateuiated i for all @s)
Govemance |/\chiovement of quarterly | o oty targets Not | 80% (cumutative | Mot s
7 ! and Publlc | TBrisaion! (Pis on achieved 9% | Applicable | for Q1 and G2) | Applicale | (SUmuawvo) 5% T
Participation - : ah &)
Project expenditure as a | % of total quartery 85%
Basic Sarvice Mot 80% {cumulative Mot N
a8 1 N percentage of the project|  project spend 90% " i {cumulative 85% 5
Delivery bud get target Applicable | for @1 and Q2) | Applicatie for all Om)
Key Parformance Unit of Targets Annual
N 50 National KPA Basaline
r indicatar (KPh measurement al oz o) ol Target Weight (%)
Quanfities achleved on Cuantities
Basic Service | proj as 8 per higved as a % of
9 1 Delivery of quarterly project quarterty project 100% 95% 95% 95% 95% .95% 5
targsts targets
The percentage of the 50 1 capltal
CDPS department's budget spent vs 95%
Basic Service Mot Not
10 1 capital budgst actually | SO 1 total capital 80% 25% {eumulative] curnulative
Delvery | o s e of o Rl " | Applicable ¢ ) | Appiicatte |¢ ) %% §
fi | year fi ial year
Number of work
=i opporfunities created
in person days) Days worked by
1 t Egonomic (
Development through the peraons empioyed | NI ! 800 2600 3600 - 7 200 3
mumicipality’s varous
iniiatives
Quarterly reports by
Disaster Management io
Basle Service Quarterly report to
12 1 Coundll regarding water New KPI 1 1
Delivery scarcity in the Cape Cauncil ! 1 4 3
Winelands area
Quartetly repart on water
13 1 Baslc Service quality In the Cape Quarterly report to 4 1
Devery | Winelands District to MAYGCO 1 1 1 4 3
MAYCO .
Good Obtain a clean audit y
14 1 Governance | report from the Auditor- No:':.ingsspemﬁ:
and Public General as at end eciats 1 0 1 0 0 1 5
Farticipation | November/D ralsed by AG
80
<
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