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PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

THE SOL PLAATJE MUNICIPALITY

AS REPRESENTED BY THE MUNICIPAL MANAGER
MR G H AKHARWARAY

(herein and after referred as Employer)

AND

MANAGER: IDP
MR M STOLS

{herein and after referred as Employee})

FOR THE

FINANCIAL YEAR: 1 JULY 2010 - 30 JUNE 2011




INTRODUCTION

1.1 The Employer has entered into a contract of employment with the
Employee;

1.2 Section 57(1)(b) of the Systems Act 32 of 2000 (“the Systems Act"), read
with the Contract of Employment concluded between the parties, requires
the parties to conclude an annual performance agreement;

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

1.4 The parties wish to ensure that there is compliance with Sections 57(4B)
and 57(5) of the Systems Act;

1.5 In this Agreement the followings terms will have the meaning ascribed
thereto: :

1.5.1 ‘“this Agreement” — means the performance agreement between
the Employer and the Employee and the Annexures thereto;

1.5.2 “the Executive Authority” — means the Mayoral Committee of the
Municipality constituted in terms of Section 55 of the Local
Government: Municipal Structures Act;

1.5.3 “the Employee; means the Manager responsible for Integrated
Development Planning and Organisational Performance
Management;

1.5.4 “the Employer” means Sol Plaatje Municipality represented by the
Municipal Manager; and

1.5.5 “the Parties” means the Employer and Employee.

PURPOSE OF THIS AGREEMENT

21 Comply with the provisions of Section 57(1)(b), (4B) and (5) of the
Municipal Systems Act as well as the Contract of Employment entered
into between the parties;

22 Specify objectives and targets established for the Employee and to
communicate to the Employee the Employer's expectations of the
Employee’s performance expectations and accountabilities;

2.3 Specify accountabilities as set out in the Performance Plan (Annexure A);

2.4 Monitor and measure performance against set targeted outputs and
outcomes:;
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25

26

2.7

Appropriately reward the Employee in accordance with section 11 of this
agreement;

Establish a transparent and accountable working relationship; and
Give effect to the Employer's commitment to a performance-orientated

relationship with the Employee in attaining equitable and improved
service delivery.

COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

This Agreement will commence on the 01 July 2010 and will remain in
force until 30 June 2011 where after a new Performance Agreement shall
be concluded between the parties for the next financial year or any
portion thereof;

The Parties will conclude a new Performance Agreement that replaces
this Agreement at least once a year by not later than 31 of July of the
succeeding financial year;

This Agreement will terminate on the termination of the Employee’s
contract of employment for any reason; and

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

4.2

The Performance Plan (Annexure A) sets out —

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

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

4.1.3 The core competency requirements {Annexure C — definitions) as
the management skills regarded as critical to the position held by
the employee.

The performance objectives and targets reflected in Annexure A are set
by the Employer in consuitation 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:

4.2.1 Key objectives that describe the main tasks that needs to be done;
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4.3

4.4

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

4.2.3 Target dates that describe the timeframe in which the work must
be achieved; and

424 \Weightings showing the relative importance of the key objectives
to each other.

The Personal Development Plan (Annexure B) sets out the Employee's
personal development requirements in line with the objectives and targets
of the Employer; and

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

52

53

54

55

56

The Employee agrees to participate in the performance management
system that the municipality adopted for the employees of the
municipality;

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 employees and relevant
stakeholders to perform to the standards required;

The Employer will consult the Employee about the specific performance
standards and targets that will be included in the performance
management system applicable to the employee;

The Employee undertakes to actively focus on the promotion and
implementation of the Key Performance Areas (including special projects
relevant to the employee’s responsibilities) within the local government
framework;

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

The Employee’s assessment will be based on his/her performance in
terms of the outputs/outcomes (performance indicators) identified as per
attached Performance Plan, 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:
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KPA
No Key Performance Area

-

Service Delivery and Infrastructure
Municipal Transformation and Institutional Development
Local Economic Development

Municipal Financiai Viability and Management
Good Govemnance, Public Participation Accountability and
5 Transparency

A Wk

TOTAL 80%

57 The CCR's will make up the other 20% of the Employee’s assessment

score. CCR's that are deemed to be most critical for the Employee’s
specific job are reflected in the list below as agreed to between the
Employer and Employee:

Cr\?oR Core Competency Requirement
1 Strategic Capability and Leadership
2 Financial Management {(compulsory)
3 Change Management
4 Knowledge Management
5 Problem Solving and Analysis
6 Programme and Project Management
7 Service Delivery Innovation
) People Management and Empowerment (compulsory)
g Client Orientation and Customer Focus (compulsory)
10 Communication
11 Honesty and Integrity
TOTAL 20%

PERFORMANCE ASSESSMENT

6.1

6.2

6.3

The Performance Plan (Annexure A) to this Agreement sets out —

6.1.1 The standards and procedures for evaluating the Employee’s
performance; and
6.1.2 The intervals for the evaluation of the Employee's performance.

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

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




6.4

8.5

6.6

6.7

6.8

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),

The Employee will submit quarterly performance reports (SDBIP) and a
comprehensive annual performance report at least one week prior to the
performance assessment meetings to the Evaluation Panel Chairperson
for distribution to the panel members for preparation purposes;

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

6.6.1 Each KPI or group of KPI's 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;

6.6.2 A rating on the five-point scale shall be provided for each KP! or
group of KPI's which will then be multiplied by the weighting to
calculate the final score; and

66.3 An overall score will be'calculated based on the total of the
individual scores calculated above.

Assessment of the CCRs:

6.7.1 Each CCR shall be assessed according to the extent to which the
specified standards for the required proficiency level have been
met;

6.7.2 A rating on the five-point scale shall be provided for each CCR
which will then be multiplied by the weighting to calculate the final
score;

6.7.3 Each CCR’s will be assessed in terms of the definitions provided
(Annexure C) on a 360 degree basis during the mid-year and year-
end reviews and will inform the final score awarded by the
evaluation committee; and

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

Overall rating

6.8.1 An overall rating is calculated by adding the overall scores as
calculated in 6.6.3 and 6.7.4 above; and

6.8.2 Such overall rating represents the outcome of the performance
appraisal.
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6.9 The assessment of the performance of the Employee will be based on the
following rating scale for KPI's and CCRs:

Description

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.

Level Terminciogy
5 Qutstanding
performance
Performance

4 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.

3 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.

2 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 helow fully effective results against more
than half the key performance criteria and indicators
as specified in the PA and Performance Plan.

1 Unacceptabie
performance

Performance does not meet the standard expected
for the job. The review/assessment indicates that
they employee has achieved befow 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.

6.10 For purposes of evaluating the performance of the Employee for the mid-
year and year-end reviews, an evaluation panel constituted of the
following persons will be established -

6.10.1 Municipal Manager,

6.10.2 Municipal Manager from another municipality;

6.10.3 Chairperson of the Performance Audit Committee or in his/her
absence thereof, the Chairperson of the Audit Committee; and

6.10.4 The Portfolio Councillor as member of the Mayoral Committee.




6.11

6.12

The Municipal Manager will evaluate the performance of the Employee as
at the end of the 1% and 3™ quarters; and

The Municipal Manager will give performance feedback to the Employee
after each quarterly and annual assessment meetings.

SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2

7.3

74

7.5

The performance of each Employee in relation to his/her performance
agreement shall be reviewed on the following dates with the
understanding reviews in the first and third quarter may be verbal if
performance is satisfactory:

Quarter Review Period Review to be completed by
1 July - September 2010 October 2010

2 October — December 2010 February 2011

3 January — March 2011 April 2011

4 April-dune 2011 September 2011

The Employer shall keep a record of the mid-year and year-end
assessment meetings,

Performance feedback shall be based on the Employer's assessment of
the Employee’s performance;

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 before any such change is made;
and

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

DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is
attached as Annexure B. Such Plan may be implemented and/or amended as the
case may be after the each assessment. In that case, the Employee will be fully
consulted before any such change or plan is made.




9. OBLIGATIONS OF THE EMPLOYER

9.1

The Employer shall-

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

912 Provide access to skills development and capacity building
opportunities;

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

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

9.1.5 Make available to the Employee such resources as the Employee
may reasonably require from time to time assisting him/her to
meet the performance objectives and targets established in terms
of this Agreement.

10. CONSULTATION

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

10.1.1 A direct effect on the performance of any of the Employee's
functions;

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

10.1.3 A substantial financial effect on the Employer.

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 12.1 as soon as is practicable to enable the Employee to take any
necessary action with delay.

11. REWARD
111  The evaluation of the Employee’s performance will form the basis for

rewarding outstanding performance or correcting unacceptable
performance;
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12.

11.2

114

11.5

The payment of the performance bonus is determined by the performance
score obtained during the 4™ quarter and as informed by the quarterly
performance assessments;

The performance bonus will be awarded based on the following scheme:

Performance Rating Performance Bonus Calculation:
00% - 59% 0% of Total package
60% - 66% 5% of Total Package
67% - 68% 6% of Total Package
69% - 70% 7% of Total Package
T1% - 72% 8% of Total Package
73% - 74% 9% of Totat Package
75% - 76% 10% of Total Package
T7% - 78% 11% of Total Package
79% - 80% 12% of Total Package
81% - 84% 13% of Total Package
85% - 100% 14% of Total Package

In the event of the Employee terminating his services during the validity
period of this Agreement, the Employee’s performance will be evaluated
for the portion during which he was employed and he will be entitled to a
pro-rata performance bonus based on his evaluated performance for the
period of actual service; and

The Employer will submit the results of the annual assessment and the
scoring report of the Employee, to full Council for purposes of
recommending the bonus allocation.

MANAGEMENT OF EVALUATION OUTCOMES

12.1

12.2

12.3

12.4

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

The Employee will have the opportunity at the meeting to satisfy the
employer of the measures being taken to ensure that his performance
becomes satisfactory and any programme, including any dates, for
implementing these measures;

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
resolving the dispute or difference; and

In the case of unacceptable performance, the employer shall —

12.4.1 Provide systematic remedial or developmental support 10 assist
the Employee to improve his or her performance; and
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13.

14,

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

DISPUTE RESOLUTION

13.1

13.2

13.3

In the event that the employee is dissatisfied with any decision or action
of the Council in terms of this Agreement, or where a dispute or difference
arises as to the extent to which the employee has achieved the
performance objectives and targets established in terms of this
Agreement, the employee may within 3 working days meet with the
employer with a view to resolving the issue. The employer will record the
outcome of the meeting in writing;

If the parties could not resoclve the issues within 10 working days, an
independent arbiter, acceptable to both parties, should be appointed to
resolve the matter within thirty days; and

in the event that the mediation process contemplated above fails, the
relevant clause of the Contract of Employment shall apply.

GENERAL

14.1

14.2

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; and

Nothing in this agreement diminishes the obligations, duties or
accountabilites of the Employee in terms of histher contract of
employment, or the effects of existing or new regulations, circulars,
policies, directives or other instruments.
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Thus .do?e and signed at (K////’,”/f'f%{cf' Y - on this the _5<°  day
f/ pitiy  of 2010. 7

7

AS WITNESSES:

—7"";

(,,LLWL‘;LJ’V' M“/\ S

Thus done and signed at [ on this the day of

k. 2010,
y

AS WITNESSES: | ) P
/, [ ’CLLLA i
< WL

1. 7,%*5C)C_3-T_—_~ :—’x_ i . *_/
' . " MUNICIPAL MANAGER
2. _ SN C—;,Cé«,,;?--;
N,
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Annexure A

Mr M Stols
IDP Manager
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KEY PERFORMANCE INDICATORS

This Annexure outlines the specific Municipal Key Performance Areas (KPA) as prescribed by Regulation R805, namely:

Local Economic Development (LED)

Sustainable Service Delivery and Infrastructure Development
Municipal Financial Viability and Management

Municipal Transformation and Institutional Development
Good Governance and Public Participation

E I P

The Key Performance Indicators and Targets per quarter for the 2010/11 FY for each KPA are also indicated. In accordance with the Regulations
the weighting has been indicated per KPI and will be 80% of the performance score.

Target Unit/ Q1 Target Q2 Targets Q3 Targets Q4 Targets
Nat. KPI Name KPI Definition argets 3 9 ¢

Calcutation

Weight

KPA Meth. Jul Aug Oct Nov Dec Jan Fob _!V_Iar Apr May ____an _
] | Pobic. pnrstish o copnpuore T A —— —— " | { T— | |
5 : participation for 5 comments on the adopted ¢ o ﬁ)imptl'lince Adverlisement 1 | ; i ; . 100 : : |
the adopted | draft within 14 days from . ! : ! : : i . !
: ; : timeframe . : ! : { :
; draftreport ¢ ...adoption | : i
! Re-assess : : _ i ) ; : | : {
: ¢ Alternative ; j ; . i : : ! : i {
i ¢ Service Delivery i % ASDF ! ; i . : ! ! i ;
| 5 | Frameworkang | ASDFforcoreandnoncore - repeceqseq  RePOM 5 1 29 50 © 75 © 85 | 100 - 100 © 100 400 | 100 . 100 | 100 2
; g prioritise actions : -and prioritised ! ' ; f : 5 : ? : : i
! to be : i : : ! : : : i i : 3
melemented i e e e e e e ]
; Preparation, submission and . % progressin o 5 o f ‘ , ; ;
: i i 1 [ i ; i : i : : ; ; | ' ] :
5 ~ |DPprocess i adoptionbyGouncilofofthe - preparation. | "5 ™7 o9 409 © 100 100 100 | 100 100 ¢ 100 100 : 100 : 100 | 100 [ 7
plan . IDP process plan by 31 5 submission submitted . ‘ : ; : ; : ;
4 9 August 2010 i and adoption : i : | : f : ; : 5 1
e e e R e A ,. .
. * Agree on maodel for community . preparing ’ 5 ‘ : . : ;
5 Bacszg‘gl‘;’r‘]';l{n : based planning by 31 March  model and Apﬁ;g‘ég'lf"r 0 5 . 10 20 . 4 50 ' 75 ! 80 100 . 100 100 , 100 3
i ) 9 201 ; submission to ; : : : : : : :
: Development of a project ;
. Devaeiorpomei?t of prioritisation model to prioritise Model . : : : :
5 rio?itisjation projects for implementation % progress developed 20 50 65 70 80 100 - 100 100 100 100 100 : 100 2
P model purposes by 31 December :
2010
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e Targot Unit / Q1 Targets Q2 Targets
KP! Definition Calculation
Meth. Aug Sep Qgt Nov  Dec
Compitation of Complete at least 2 ward ! |
the ward : development plans for o Plans
development . adoption by Ward by 30 June % progress developed 0 o 0 0 0 0
plans ; L2 - R
: Submission of a draft IDP to Coungcil
‘ g : Council as per legal draft approved : :
Complaionof® - requirementandthe  submitedend  DraftlDP © 0 O 5 20 50 | 60
§ timeframe specified inthe | of February {Council : : i
‘ : _ process plan ; . Resolution) - ) !
Public i Publish 1o obtain public . ) : ;
i ; | % compliance : : : : ;
participation for comments on the adopted ! . ‘ . : : : : :
the adopted E draft within 14 days from tiaﬂgrgﬁe - Advertisement 0 : 0 0 0
Faciltate iDF™ : §
g i ) |
Represer_ltatrve i Facilitate meetings to present - % co_mphance ‘ {
and Business | draft IDP and to obtain inputs with the Input as per ¢ : ;
Forum meetings | by the community as per the timeframe in minstesof | 0 ° 0 | O 0 0 0
for community ; i the process meeting ; : ;
involverment in timeframes in the process plan % plan ! ; !
LB e I SN SO SONES SO SR A i
; ; % progressin : : : : :
{ - : ; ; i : :
: Drafting & Submissionofa | com;rlllgtlon :;:I;z'(lj : * f : E
Approval of IDP |  credible IDP to Council for s . o : 0 0 0 o 0
§ approval by the end of May | submission by : IDP{Council : {
: i theendof Resolution) ; : |
r: a-::giiagg of Prepare and submit Annual i EMT adopted
R f nF:.u ai Report Report Process Plan to EMT % progress Process Plan 100 : 100 ;. 100 100 | 100 { 100
Process PFl)an ; for adoption (Minutes) : ; : :
L nTORSSSEER L T %progressm H
| Facilitate the drafting & compilation SDBIP : : :
Approval of Submission of a Top Layer and approved by 0 0 : 0 0 0 0
sSDBIP SDBIP which is aligned with | submissionby =~ Executive
the IDP and Budget\ the end of Mayor
W - - o PRI June IR TR P TN PRI
: % progress
Per’?c?r?rllj;ce Submission of Annual Repont Report
Repor (MSA. - Performance Report to the submitted by ~ submitted (AG 20 100 - 100 100 100 100
epos4é) " . Auditor- General by 31 August © the end of Register} .
August i
3.

Jan

20

70

100

100

Q3 Targets
Feb Mar Apr
0 60 . 70
B0 - 100
0 100 100
L
0 20 | 80
i
0 0 | 50
100 © 100 | 100
0 25 30
100 100 © 109
e

Q4 Targets

May

80

100

100

100

100

B0

100

Jun

100

100

100

100

100

100

100
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Nat.

5

KPA

. Supportforthe

Performance | Provide input to PAC :
| Audit Committee | according to the PAC Charler |
Co-ordination | Co-ordination and compilation
and compilation ©  of the quarterly performance
of the quarterly :  information pack for audit
performance : purposes within 30 days afler
L.report i theend of each quarer =~ .

;

© Management of |

KPl Name KFP1 Definition

Submission of the Mid-year
performance report ta
Executive Mayor {Council) in
terms service delivery
performance during the first
half of the financial year, and
the service delivery targels
and performance indicators

Mid- Year
Performance

Report, MFMA, ©

S72 {ia)i) |

: Timeous submission of
. complete & signed-off agenda
items to Admin within
timeframes as specified

Submission of
Agenda items

implementing

assignments Assignment implemented
from municipal within required timeframes
manager :
Imglfe(r:noeunl:ii!!lon © Decisions implemented within
resolutions required timeframe

No of audit queries
responded/attended to within

audit queries 30 days
Operational Expenditure within budget
Expenditure

. % progress in

é

setin SDBIP by 25 January

! % compliance :

! % compliance
monthly

. % compliance .

Target Unit /
Calculation
Meth.

preparation
and

submission of |

report
submitted by
the end of

January 2011

% input
provided per

with the
timeframe

monthly

% compliance

monthly

R's of planned
budget spent

meeting -

Reponri
submitted
{Council
Resolution))

Minutes of
meeting

Reports
submitted

Submissions

! Responsesto
% compliance

minutes and
other written

" assignments

Reports
submitted

Responses to
queries

Minutes of .
meetings; and 100%

submitted
reports

Juld

100

100

100

. 100%

Q1 Targets

Aug Sep

100

100 |

100%

100% © 100%

Oct

100

100

100

100

100%

Q2 Targéts

Nov

100

e 100% : 100% . 100% |

100% :

100

100

100

100%

100%

Q3 Targets

Feb

100 100

100 100

S 100 -

100 © 100
i

100 100

100 100

100%  100%

100% © 100%

Q4 Targets

Mar Apr

100

100

100

100

- 100

100

100

100

100

100 100

100% | 100% '

100% : 100%

May Jun

100

100 ¢ 100
100 | 100
|
100 | 100
|
100 © 100

100%

100%

100% 100%

SN



Target Unit/ Q1 Targets Q2 Targets Q3 Targets Q8 Targets
l'z;k KP1 Name KPI Definition Calculation POE 9 9 9 q

Weight

Meth, Jul Aug Sep  Oct Nov Dec NE: Fgh Mar Apr May Jun
. % compliance ' ’ “ ! '
; : : : with ! :
| . Effective Supply : Compliance with municipal @ timeframes : : : B ) : : ; : ‘
s Chain - supply chain management {projectlife © SCMreports ¢ 95 95 @ 95 . 95 95 ' 95 | 95 | 95 : 95 ' 95 . 95 . 95 & 2
: ! Management policy and timeframes . cyclesyand i ‘ : : ' : : ' '
; : devialions - : ;




CORE COMPETENCY FRAMEWORK

Select prof.
Core Managerial Skill level Definition
(refer
Annexure C)

Strategic Leadership and A Skills to be able to provide a vision, set the direction for the municipality or department and inspire others in order to 4
Management deliver on the municipality's mandate
Programme and project c Skills to enable the individual to plan, manage, monitor and evaluate specific activities in order to ensure that 4
management policies are implemented and that local government objectives are achieved

Skills required to manage projects and/or department work within the constraints of a budget. This includes being
Financial Management B able to plan a budget at the beginning of the financial year, controlling costs throughout the year by allocating 3

resources appropriately and understanding and anticipating the impact of other departments on own budget and

adopting where necessary.
Problem selving and c Be able to systematically identify, analyse and resolve existing and anticipated problems in order to reach optimum 3
analytical thinking solutions in & timely manner

Skills to manage and encourage pecple, optimise their outputs and effectively manage relationships. This includes

holding regular meetings with his/ her team so that information can be shared and so that the team is aware of
People and diversity c decisions that may affect them. 1t also involves distributing workloads so that individual skills are used appropriately 2
management and so that the work is evenly spread, making sure that the team has the necessary tools and resources in order to

do their work and motivating the team so that they are committed to achieving the goals of the department and

ultimately the municipality

Whether providing a service to an internal or external customer this means trying to determine the needs of the

customer and then meeting those needs. At a minimum employees are required to react to queries, keeping
Client orientation and c promises, being honest in all their dealings, adhering to policies, procedures and delegations, keeping the client up 4
customer focus to date, being friendly and helpful and solving problems quickly and without argument. Ideally managers are

required to be proactive by trying to understand needs of the customer and providing an appropriate service based

on these underlying needs

TOTAL 20
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