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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Thabo Mofutsanyana District Municipality herein represented by Ms.
Takatso Lebenya in her capacity as Municipal Manager (hereinafter referred to
as the Employer)

and

Mr. Selby Mphahlele Lengoabala Director of Community Services Thabo
Mofutsanyana District Municipality (hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

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

1.2 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 within one (1) month after the beginning of each
financial year of the municipality.

1.3 The partiés 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(4A),
57(4B) and 57(5) of the Systems Act.

2. PURPOSE OF THIS AGREEMENT

TMDM | PERFORMANCE AGREEMENT-DIRECTOR
COMMUNITY SERVICES 2
MS M
Nie
Pt



The purpose of this Agreement is to -

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

2.2 specify objectives and targets defined and agreed with the employee and to
communicate to 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 municipality;

23 specify accountabilities as set out in a performance plan, which forms an
annexure to the performance agreement;

2.4 monitor and measure performance against set targeted outputs;

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

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

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

3 COMMENCEMENT AND DURATION

3.1 This Agreement will commence on the 1% of July 2021 and will remain in
force until 30% of June 2022 thereafter a new Performance Agreement,
Performance Plan and Personal Development Plan shall be concluded
between the parties for the next financial year or any portion thereof.

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

3.3 This Agreement will terminate on the termination of the Employee’s contract
of employment for any reason.
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3.4 The content of this Agreement may be revised at any time during the above-
mentioned period to determine the applicability of the matters agreed upon.

3.5 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.

4 PERFORMANCE OBJECTIVES
4.1 The Performance Plan (Annexure A) sets out-

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

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

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

4.2.1 The key objectives describe the main tasks that need to be done.
4.2.2 The key performance indicators provide the details of the evidence
that must be provided to show that a key objective has been

achieved.

4.2.3 The target dates describe the timeframe in which the work must be
achieved.

4.2.4 The weightings show the relative importance of the key objectives to
each other.

4.3 The Employee’s performance will, in addition, be measured in terms of
contributions to the goals and strategies set out in the Municipality’s
Integrated Development Plan.
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5 PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

5.3

5.4

5.5

5.6

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 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 Employer, management and municipal staff to
perform to the standards required.

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

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

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

5.5.1 The Employee must be assessed against both components, with a
weighting of 80:20 allocated to the Key Performance Areas (KPAs)
and the Competency Requirements (CRs) respectively.

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

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

5.5.4 The total score must be determined using the rating calculator.
The Employee’s assessment will be based on his / her performance in terms of
the outputs / outcomes (performance indicators) identified as per attached
Performance Plan (Annexure A), which are linked to the KPA’s, and will
constitute 80% of the overall assessment result as per the weightings agreed to
between the Employer and Employee:
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Key Performance Areas (KPA’s) Weighting
Basic Service Delivery 35
Municipal Institutional Development and Transformation 10
Local Economic Development (LED) 35
Municipal Financial Viability and Management 10
Good Governance and Public Participation 10
Total 100%

5.7 In the case of managers directly accountable to the municipal manager, key
performance areas related to the functional area of the relevant manager,
must be subject to negotiation between the municipal manager and the
relevant manager.

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

COMPETENCY REQUIREMENTS FOR EMPLOYEES
LEADING COMPETENCIES WEIGHT
Strategic Direction and Leadership
People Management 20
: 20
Program and Project Management
Financial Management 0
Change Leadership
Governance Leadership 10
CORE COMPETENCIES
Moral Competence
Planning and Organising
; . 10
Analysis and Innovation
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COMPETENCY REQUIREMENTS FOR EMPLOYEES
LEADING COMPETENCIES WEIGHT

Knowledge and Information Management

Communication

Results and Quality Focus 20

Total percentage - 100%

6. EVALUATING PERFORMANCE
6.1 The Performance Plan (Annexure A) to this Agreement sets out —

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

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

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

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

6.4 The Empldyee’s performance will be measured in terms of contributions to the
goals and strategies set out in the Employer’s IDP.

6.5 The annual performance appraisal will involve:

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

(a) Each KPA should be assessed according to the extent to which
the specified standards or performance indicators have been met
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and with due regard to ad hoc tasks that had to be performed
under the KPA.

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

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

6.5.2 Assessment of the CRs

(a) Each CR should be assessed according to the extent to which the
specified standards have been met.

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

(c) This rating should be multiplied by the weighting given to each CR
during the contracting process, to provide a score.

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

6.5.3 Overall rating

An overall rating is calculated by using the applicable assessment-rating
calculator. Such overall rating represents the outcome of the performance
appraisal.

6.6 The assessment of the performance of the Employee will be based on the
following rating scale for KPA’s and CRs:

m
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Level

Terminology

Description

Rating

1/2]3]4]5

Outstanding
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.

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.

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.

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.

~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
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.

m
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6.7 For purposes of evaluating the annual performance of the municipal manager, an
evaluation panel constituted of the following persons must be established -

6.7.1 Executive Mayor or Mayor;

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

6.7.3 Member of the mayoral or executive committee or in respect of a plenary
type municipality, another member of council;

6.7.4 Mayor and/or municipal manager from another municipality; and

6.7.5 Member of a ward committee as nominated by the Executive Mayor or
Mayor.

6.8 For purposes of evaluating the annualr performance of managers directly
accountable to the municipal managers, an evaluation panel constituted of the
following persons must be established -

6.8.1  Municipal Manager;

6.8.2 Chairperson of the performance audit committee or the audit committee in
the absence of a performance audit committee;

6.8.3 Member of the mayoral or executive committee or in respect of a plenary
type municipality, another member of council; and

6.8.4 Municipal manager from another municipality.

6.9 The manager responsible for human resources of the municipality must provide
secretariat services to the evaluation panels referred to in sub-regulations (d) and

(e).

7. SCHEDULE FOR PERFORMANCE REVIEWS

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

W
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QUARTER PERIOD ASSESSEMENT DATE

13t Quarter July — September 20/10/2021

2" Quarter October - December | 19/01/2022

3 Quarter January - March 20/04/2022

4% Quarter April - June 20/07/2022 J

/7.2 The Employer shall keep a record of the mid-year review and annual assessment
meetings.

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

7.4 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.

7.5 The Employer may amend the provisions of Annexure A whenever the

performance management system is adopted, implemented and / or amended. In
that case the Employee will be fully consulted before any such change is made.

8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressin

attached as Annexure B.

9. OBLIGATIONS OF THE EMPLOYER
9.1 The Employer shall -

g developmental gaps is

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

9.1.3

9.1.5

performance of the Employee;

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

make available to the Employee such resources as the Employee
may reasonably require from time to time to assist him / her to meet

M
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the performance objectives and targets established in terms of this
Agreement.

10. CONSULTATION

10.1 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 10.1 as
soon as is practicable to enable the Employee to take any necessary action
without delay.

11. MANAGEMENT OF EVALUATION OUTCOMES

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

11.2 A performance bonus of between 5% to 14% of the total remuneration
package may be paid to the Employee in recognition of outstanding
performance to be constituted as follows:

11.2.1 a score of 130% to 149% is awarded a performance bonus ranging from
5% to 9%; and

11.2.2 a score of 150% and above is awarded a performance bonus ranging
from 10% to 14%.

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

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

11.3.2 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.

12.DISPUTE RESOLUTION

121 Any disputes about the nature of the Employee’s performance
agreement, whether it relates to key responsibilities, priorities, methods
of assessment and/ or any other matter provided for, shall be mediated

by —

12.1.1 the MEC for local government in the province within thirty (30)

days of receipt of a formal dispute from the Employee; or

12.1.2 any other person appointed by the MEC.

12.1.3In the case of managers directly accountable to the municipal
manager, a member of the municipal council, provided that such
member was not part of the evaluation panel provided for in
sub-regulation 27(4)(e) of the Municipal Performance
Regulations, 2006, within thirty (30) days of receipt of a formal
dispute from the employee;

u
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whose decision shall be fina| and binding on both parties.

12.2 In the event that the mediation process contemplated above fails,
clause 20.3 of the Contract of Employment shall apply.

13.GENERAL

13.1 The contents of this agreement and the outcome of any review
conducted in terms of Annexure A may be made available to the public
by the Employer.

13.2 Nothing in this agreement diminishes the obligations, duties or
accountabilities of the Employee in terms of his/ her contract of
employment, or the effects of existing or new regulations, circulars,
policies, directives or other instruments.

13.3 The performance assessment results of the municipal manager must
be submitted to the MEC responsible for local government in the
relevant province as well as the national minister responsible for local
government, within fourteen (14) days after the conclusion of the
assessment.
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Thus, done and signed at Phuthaditjhaba ] Day of July 2021

As Witnesses:

8
2. _
Director Community/Services
Thabo Mofutsanyana District Municipality
Thus, done and signed at Phuthaditjhaba ;)’g Day of July 2021

As Witnesses:

1. ﬂ Uﬂ?/V_aOm ;;—C/fmﬂ

2. Dot

e

Municipal Managér
Thabo Mofutsanyana District Municipality

TMDM | PERFORMANCE AGREEMENT-DIRECTOR S
COMMUNITY SERVICES 5

NL rP ‘/{'
AP






7
~-N

(CA, f W\Er S3DINHIS ALINNINNOD HOLD3HIA NV 1d JONVINHO443d _ INANL
/
SADIAIAS XALINNWINOD JOLOTIIA
VIVAVOONAT ‘NS “dIIN
Jo

AVHAX TVIONVNIA €202/120¢

NVId HONVINIOJI AL




wd [ n,,a
[ S3AVIAHIS ALINNINWOD HOLD3HIA :NY1d IONVINHOL4H3d | INAINL

i

‘uoljedioilied dl|lgnd PUe 90UBUIBAOK) POOEY)  G'E

Juswebeuely pue Aligel [eloueuld [edioiunpy '€

"(@31) wewdojanag olwouoog B0 €€

Asnjeq @o1nieg 2iIseg 2'e

Juswdojaae( [euonesiueBfiQ pue uonewsosuel] ediounyy  L'g

-MO|2q 8|qe] 8y} ul palsi| saAnoalqo dibslells ay) wiojul (L00Z) suonenbey juswebeuey
dduewWIOlad pue Buluueld [edijunpy :JUBWUIBSACL) [B20T By} Ul PBUIINO SB (SYdM) Sealy aouewlopad Aoy Buimojo) sy

sealy 9ouew.o)iad Ad)j K>

JuBWUIBA0G [BO0] JO S1eBW B} Ul SUOHESIUBBIO AJUNWWOD PUB SBRIUNWILLIOD JO JUBWSAJOAUI BU) ebeinooug gg
‘JuswuoIIAUS Ayjeay pue ajes e 8lowold g

"JusWdojaASp DILIOUODS PUE [BIOOS 8]0WOI €2

"J8UuBW 9|qBUIBISNS B U SBIIUNWIWOD 0} SBJIAISS JO uoisiAoid ay) ainsug 22

"S8IIUNWIWOD [BJ0] 1O} JUBWUIBAOD 8|qBIUNOJOE PUE JJRIOOWSP BPINOId  |'Z

:siojeolpul souewsouad
}os jsuiebe souewuoped ssoneg 8)eIodIo) 10108110 8y} wuojul |IM JudwuIeAob [ed0| Jo sjoalgo Buimojo) sy

saljljiqisuodsal Aoy Z

‘Allenuue pamainal se pue (4q|) ueld uswdojana(
pajesbolu| s Aljedioluny ey ul 18s Sse sioyesIpul souewlopad A8y 8y} uo peseq oq jsnw sjebie} pue seAioslqo
souewlopad ey} sepinoid yoiym 10y swelsAg rediouniy 9yl Jo (G) LS UONO8S pue paydoele S| JUSWNIOP SIYl YdIym
0] Juswoealbe soueulioyed s,801A18S 8jel0dio) JoJoalg ay} JO suonejoadxs s [1ouno) eyl ssulyep ueld eouewiopad ay |

asodind L

SRR RN PR R e s BRI AR O,

7z0z/1202 1OI1SIA YNVANVSLNHOW O8VHL



¥4

~ A1
wid L f_«
€ S30IAHIS ALINNWINOD HOLOIHIA :NV1d IONVYINHOSHI | WAL
i
8dIAIss ‘suoosloid ymoib uonejndod IV EVTERIEEITNER
usamiaq diysuone|as oweuAp pue juawdojanag
B 8 p|noys aisy) ‘lepow pies sy alnjonJseujuj
uj) ‘peuswaldwi japojy JUsWISoAU|
Pue juswdojeAe ainjonisesu| & ge 2
‘pPajuswa|duwi

swalsAs soines Jowoisny &
pasijeuoneiado
pue padnpo.jul sweisAs Juswabeurw
8dInosai uewny pajeiboju| o
pabeuew [1ouno) Jo senuoud [eanjod
pue sAneJsiuiwpe ubjfe o} 1ounon
pue OOX3 usamiaq soeuslUl By
‘Pajusweldwi pue paysijqelss
SwiajsAs uoeounwwos pue
sme|-Aq ‘sslo1j0d |eloueuly ‘seoinosal
uewny Buipnjoul seinpesoid
pue sainjoniis ‘swajsAs [euonnyisul
PUB dAljeIISIUILPE BAN08))T
pesijeuonelado Juswdojanaqg
pue paysijgeise 4q| sy} Jeuonesiuebip
0} paubife ainjonyis [euonesiuebio uy ‘ pue uojnew.ojsuel |
pajusws|dwi pue fedidiunpy
padojenap ‘4q| eys o) paubiie (SNd)
walsAg juswebeue)y souewiouad

©%

K/
o0

X3

2

7

W 0l L

M3]A3I JO d)ep
uo ssaibo.id

ealy

sjuawaiinbau aouewIoag Aay|

8921n0osay

10616 40jedipu| aduew.ojiag Bunybiam

zeoz/teoz 1OTHLSIA YNVANYSLNHOW OgVHL



THABO MOFUTSANYANA DISTRICT

2021/2022

Key Performance
Area

Weighting

Performance Indicator

Target

Resource
requirements

Progress on
date of review

7
£ X4

@, )
E X4 00

0,
%4

o

o
%t o

delivery backlogs, revenue
generation capacity and institutional
capacity):

Reduction in reticulation losses for
water and electricity (Rand-value)
% Reduction in number of complaints
from residents

% Increase in response time and
resolution of complaints

% Increase in payment of municipal
services

Asset register for all infrastructure
and municipal property rehabilitated
periodically maintained

The provision of basic municipal
services to the satisfaction of
residents (That is, clear delivery
programmes and projects to
progressively achieve national
service delivery targets in terms of):
Water

Sanitation

Electricity

Refuse removal

Municipal access roads and public
transport

!
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ASSESSMENT REPORT

STRICTLY CONFIDENTIAL

NAME & SURNAME ' Mphahlela Selby Lengoabala

IDENTITY OR PASSPORT NR 7411275286088

' RACE African

o s e 1

GENDER

Male

| DISABILITY - N/A

- QUALIFICATIONS ' Masters’ Degree

' 03 February 2020

MUNICIPALITY Thabo Mofutsanyana District Municipality

' CURRENT JOB TITLE ' Manager: Bethlehem Unit ‘

' POSITION ASSESSED FOR ' Director: Community Services

[ o T |
- FUNCTIONAL AREA - Community Services

In order to comply with the Ethical Code for Psychologists, kindly note that this is a
confidential report, the content of which is only for the information of the assessed and

relevant authority within the Thabo Mofutsanyana District Municipality.

This assessment only relates to the leading and core competencies required for effective
performance of a Senior Manager as outlined in Notice 578 583 of Government Gazette
3894637243, 1 July 2015 and 17 January 2014: Annexure B of "Local Government: Municipal
Systems Act (32/2000): Local Government: Regulations on appointment and conditions of
employment of senior managers” ("Competency Framework”). It does not reflect on the
functional competencies required for specific roles within the Department. The
implementation of the assessment results as contained in this report must be implemented in
accordance with the requirements of the Directive on the use of competency-based

assessments for Senior Manager within the Municipality.

Please note that these results may not be used for any other purpose unless the assessee

consents thereto.
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1. GUIDANCE FOR THE END USER

This report contains an intfegrated discussion of the candidate’s results. The results are based
on candidates completing a series of tools and exercises that have been designed to assess
the competencies in the .Competency Framework, designed exclusively for local

government in South Africa.

A description of the assessment tools and application thereof, as well as proficiency levels is
stipulated below. The results summary provides an overall indication of the candidate's
proficiency levels per competency. An executive summary provides a holistic overview of a
candidate in relation to how they manage themselves, think and reason, and relate to other
people. An overview of the candidate’s strengths and areas of development relative to self
is outlined in detail in relation to the competency framework.

2. ASSESSMENT TOOLS

The methodology applied involves a combination of psychometric tools and competency-

based assessments.

Ass;s)sgtem Assﬁi“émm DESCRIPTOR APPLICATION FOR USER
The CPP measures the way people | This tool that has been
think when dedling with new | designed to simulate the
information and solving problems | manner in which a candidate

Cognitive N of wvarying complexity. It also | solves problems in unfamiliar
Process Profile Cognitive assesses aspects of people's | and novel situations. It also
(CPP) assessment | potential for future cognitive | provides information about the
development and growth. Thereis | level of complexity the
no time limit for completion of this | candidate is able to function
tool. at.

The 15 Factor Personality | The 15FQ+ and the Giotto are
Questionnaire (15FQ+) is desighed| self-reported questionnaires
| to assess an individual's broad| that help to provide an
f ‘ range of personality traits interests, | indication of a  person’s
§ 15FQe Personality preferences and feelings. Such| preferences and their likely
f assessment elements assess the candidate’s| behaviour in the workplace.
! \ characteristic ways of behaving| These tools help us to
i i across a wide range of situations. understand  the type  of
i " situations the candidate is likely
| to excel in because he/she
[ - The Giotto was developed to | enjoys it and kind of situations
i | unravel the complex nature of | the .é:onc‘jidofe*hmcy prerf'er ':0
| personal integrity, as it relates to | Avoid, given the opportunity.
! —— § \g:l;?\:%i? the workplace. The limitation of tools such as
| this is that they do not tell us
| assessment what the candidate is able to
do, only what his/her

______ . preferences are.
The competency-based simulation | Candidates must rely on their
assessment  comprises  of  a | knowledge and experience to
combination of written exercises, a | provide the assessors with

Competency- simulati presentation and a role-play and | evidence of how they will go

Based IMUIATION | has been specifically designed to | about solving problems and
Simulation exercises measure the lead and core | dealing with the scenarios
1 competencies which have been | presented in these exercises. As
| identified as relevant within a such, the exercise provides
i hypothetical ~ municipality and | information about a
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outined in the competency
framework for senior managers. A
candidate is given a set of
background documents about a

specific municipality - this
information attempts to simulate a
real municipality - and the
candidate then needs fo

complete the following tasks:

o In Task 1, the candidate is
given time to prepare a
presentation that addresses a
specific scenario posed in the
exercise and he/she then
needs to deliver the
presentation to an assessor.

e InTask 2, the candidate needs
to formally prepare for a
meeting with an important
stakeholder and thereafter
conduct a meeting in the form
of a role-play with an assessor.
In this role-play, the assessor
performs the role of the
stakeholder.

o InTask 3, the candidate needs
to respond to specific issues
that have arisen on a
particular day. This task takes
the form of a case study,
which is a written exercise.

candidate's ability to perform
within the relevant role based
on displayed behaviour.

3. SCORING CRITERIA AND PROFICIENCY LEVELS

DESCRIPTOR

Good demonstration of cmpeteny: proficient in understanding of

- Competent

detailed

concepts and methodologies; responses are suitably integrated and

lolene Geldenhuys
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4. RESULTS SUMMARY

COMPETENCY PROFICIENCY MATRIX ACHIEVEMENT LEVEL
LEADERSHIP COMPETENCIES
Strategic Direction and Leadership Competent
People Management Competent
Program and Project Management Competent
Financial Management EOBe
Change Leadership 3 OIS
Governance Leadership Competent
CORE COMPETENCIES
Moral Competence Competent
Planning and Organising Competent
Analysis and Innovation T e
Knowledge & Information Management Competent
Communication Competent
Results and Quality Focus Competent

OVERALL ACHIEVEMENT LEVEL Competent

The overall achievement level is based on a demonstration of all the competencies.

*Please note an overall achievement score of Basic falls short of the minimum requirements
as stipulated in Notice 583 of Government Gazette 37243, 17 January 2014: Annexure B of
“Local Government: Municipal Systems Act (32/2000): Local Government: Regulations on
appointment and conditions of employment of senior managers”.

The overall achievement level must be considered for offer of remuneration on appointment
taking into account matters stipulated in ltem 9 of Notice 578, Government Gazette 38946, 1
July 2015: Regulations on Total Remuneration Packages payable to Municipal Managers and
Senior Managers in Local Government.
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5. EXECUTIVE SUMMARY

The section provides an overview of the integrated assessment results obtained from the
Psychometric Assessments and Competency-Based Assessment. This includes a description of
the candidate’s self-management; their thinking and working styles; as well as behaviours
and preferences associated with their interpersonal and leadership styles.

Mr Lengoabala’s personality profile indicates that he is quite emotiondlly resilient, and that
he may fake setbacks and disappointments in his stride. During the role-play activity, he
came across as composed despite being under pressure and was able to respond to
quesiions asked even though he was put on the spot, which confirms the aforementioned
findings. This also seems to be aligned with findings from his work styles questionnaire, that
describe him as resourceful and enthusiastic about the future.

Mr Lengoabala is likely to be abstract minded and enjoys focusing on ideas, possibilities and
opportunities when he is navigating through novel data. In his work sample, he mentioned
some innovative strategies to promote community safety, but did not consistently focus on
the presentation of creative ideas to enhance service delivery, or to improve other internal
business processes despite the aforementioned psychometric findings. Instead, he
generated practical solutions that held real-world value, which were feasible and
sustainable over the long run. Inclined to be quite planful in his approach to tasks at hand he
may enjoy forward planning and enjoys paying attention to rules and details in his work. His
" project proposals in the work sample also showcased these tendencies, as they include
specific activities, budgets, funding sources, responsibility frameworks and timeframes. His
priority focus areas were clear across tasks, and specific attention was given to policy
compliance, as well as adherence to legislative prescripts that apply to financial
management in the local government sphere.

Mr Lengoabala’s cognitive profile suggests a preference for structured work contexts where
he can capitalise on his previous knowledge and experience to diagnose challenges and
come up with respective solutions. He applies logical and reflective problem-solving
strategies to make sense of unfamiliar, complex information in ambiguous work terrain where
he is not the expert. This implies that he tends to look for logical evidence when processing
novel, complex data and that he may be a disciplined critical thinker who considers the
long-term implications of his decisions. He tends to explore and consider information very
carefully and could revisit previous conclusions due to a need for certainty which may slow

down his work pace and affect his memory functioning at times. The latter was quite evident -

in his first exercise, as he did not complete the task within specified timeframes. He did
however conduct a comprehensive, well classified SWOT analysis even though his cognitive
profile suggests underdeveloped analytical reasoning- and categorisation skills. He also
came up with plans that were likely to have a lasting, strategic impact on the fictional
municipality and community, and attended to global concerns even though his cognitive
profile suggests that he may be predominantly focused at the application of knowledge and
skills within his existing realm of experience and expertise.

Mr Lengoabala describes himself as someone that enjoys teamwork, and he may come
across as quite extraverted in his social interactions. This was apparent in his work sample
where he paid special attention to the creation of licisons and partnerships with
communities, state owned entities and the private sector, to ensure a collaborate approach

oy
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is followed in promoting community safety. As he regards himself to be quite assertive in
nature, it is possible that he could pay more attention to task demands than human
motivations in his management approach. This was also evident in his inputs fowards people
management in the work sample, where he was primarily concerned with transactional
aspects like recruitment, the clarification of roles and responsibilities, capacity building and
skills shortages. As a leader, he is likely fo adopt a Consultative Leadership style, which further
confirms his suggestions for involving key role players in planning, decision-making and
change processes as discussed above.

From a holistic perspective, it appears that Mr Lengoabala performed at a Competent level
during the competency-based assessments. Basic outcomes were achieved in the areas of
Financial Maonagement, Change Leadership, as well as Analysis and Innovation. He
achieved proficient competency ratings in the areas of Strategic Direction and Leadership,
People Management, Program and Project Management, Governance Leadership, Moral
Competence, Planning and Organising, Knowledge and Information Management,
Communication as well as Results and Quality Focus.

6. HIGHLIGHTED STRENGTHS AND DEVELOPMENT AREAS

The purpose of this section of the report is to provide comprehensive information about the
most significant areas of strength and development areas. The remaining competencies
can be discussed in equal depth during the optional feedback session with the candidate.

The information below is bcsed on the individual's results, relative to their own profile —
strengths are therefore based on a candidate's fop 3 highest scoring competencies to
highlight to Municipalities the areas that a candidate can be expected to perform better in.

nature and may pay more attention to idea generation that -execution
according to his psychometric findings, Mr Lengoabala paid attention to the

Project & creation of detailed, concrete action plans that were centred around feasibility

Program and sustainability. He paid attention to the resource requirements associated
Management with his priority initiatives and supported his proposals with clear timeframes,
budgets and responsibility frameworks to ensure successful execution. Emphasis
was placed on fracking and reporting on project progress against set
milestones, whilst the introduction of consequences for project overruns, and
contingency planning was comprehensively discussed. Therefore, a competent
score was achieved in the area of Program and Project Management.

Although he describes himself as more imaginative and abstract minded by

When completing the competency exercise, Mr Lengoabala seemed focussed
on conveying important information to relevant role players and highlighted the
need fo share implementation plans with the community to avoid possible
protests and unrest. Emphasis was placed on conducting community meetings,
to raise awareness of drug related crimes in the community, and he suggested
Knowledge and | getting the mayor, community members and soccer players to partake in the
Information delivery of community radio campaigns in this regard. This seems to align with
Management his personality profile, suggesting that he is unlikely to question others’ agendas
without reason, which may cause him to share information openly and freely
with those around him in the work environment. Therefore, a competent score
was achieved in the area of Knowledge and Infomration Management.

Governance By personality, Mr Lengoabala is inclined to enjoy tasks that require him to pay

Leadership close attention to rules and regulations. His competency exercises included
Jolene Geldenhuys l::;”
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specific suggestions for the formulation of policies using consultative processes,
and he paid attention to the identification and mitigation of risks across tasks.
He made several suggestions for capitalising on local- and socio-economic
development opportunities in his work sample and proposed several ideas for
enhancing intergovernmental relationships to aid service delivery. In addition to
this, he made valuable recommendations for enhanced financial compliance.
Therefore, a competent score was achieved in the area of Governance
Leadersh’p.

Analysis and
Innovation

DEVELOPMENT AREAS

According fo his personality assessment, Mr Lengoabadla is prone to be quite
unconventional in nature and may be relatively open to change. His cognitive
profile, however, reveals that he sfill enjoys a fair degree of structure and
familiarity in his work and that he may not feel entirely comfortable to apply his
judgment in work contexts that are completely removed from his current realm
of experience. This was evident in his work sample as he mentioned some
innovative ideas in the second exercise but did not showcase a consistent focus
on creativity across tasks. Original strategies for enhanced service delivery, as
well as project management and the improvement of human capital structures
would have been beneficial to discuss in this regard. According to his cognitive
results, Mr Lengoabala may be comfortable to analyse data that he is familiar
with, although the evaluation of new, more ambiguous information could be
somewhat challenging to him. This suggests that he may not successfully pull
issues apart or differentiate between relevant subcomponents of information, to
create meaning when solving new challenges in unfamiliar work terrain. While
Mr Lengoabala conducted a well thought-through analysis of the fictional
municipality in his first task, he could have given more consideration to the links
between, and root causes behind seemingly obvious challenges in remaining
tasks as well. Therefore, additional refinement is required in this competency
areaq.

Financial
Management

Even though he is likely to enjoy tasks that require attention to detail, Mr
Lengoabala’s cognitive results indicate that his analytical reasoning skills seem
to be underdeveloped for application in highly strategic work environments. This
suggests that he might struggle to dismantle and subdivide complex information
that he is less accustomed to. Similarly, his examination of the financial risks in his
case study exercise was somewhat limited. His solutions to address the
challenges he did identify were not comprehensively discussed, and his
proposals for enhanced financial management in the fictional department
were not sufficiently explained as to what they may entail. While he recognized
the importance of maximizing adherence to financial policies and allocated
expenditure estimates to his proposals, more detailed budgets and cash flow
projections, to display his understanding of financial planning, budgeting and
forecasting in the local government sphere would have been beneficial.

Change
Leadership

By personality, Mr Lengoabala is likely to be quite unconventional in his attitudes
and opinions, which may lead him to question older, established points of view
and fo be reticent about accepting the status quo. When completing the work
sample, he recognised the need for amending the organisational structure and
realigning internal positions accordingly. However, while he seemed to
understand the principles of engagement, communication, consultation and
participation as critical components of successful transformation, he could have
drafted more comprehensive strategies for maximising change acceptance,
and proactively mitigating resistance amongst key role players. The evaluation
and revision of change strategies could also have received more consideration,
and the provision of change management guidelines in his first task was not
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Change Leadership.

Name

considered, which is why additional development is required in the area of

Jolene Geldenhuys

Registration Category

Industrial Psychologist

Registration Number

PSO118044

Date 07 February 2020
Signature _ Pi\,]
G4

QUALITY ASSURER

Name

Nadia Blay

Registration Category

Independent Psychometrist

Registration Number

PMT0089907

Date 07 February 2020
#
Signature '

Jolene Geldenhuys
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THABO MOFUTSANYANA itris? Huicjpality

STREET, OLD PARLIAMENT BUILDING, PRIVATE BAG X810, WITSIESHOEK 9870, SOUTH AFRICA
W +27(58)-718 1036 @: +27 (58)718 1034 mmadmin@tmdm.gov.za/ kholeka.tmdm@gmail.com

OFFICE OF THE MUNICIPAL MANAGER

ANNEXURE “C”

> Financial Disclosure Form



CLOSURE FORM




FINANCIAL DISCLOSURE FORM(CONFIDENTIAL)

P [\ 1 N R
|, the undersigned §}_ O AN (/"U"\V'\MMW“\"\ 8@3"“/‘%'5 \

~
Mo

\$ =

A at Thabo Mofutsanyana District Local Municipality hereby certify that

the following information is complete and correct to the best of my

knowledge:

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

See information sheet: Note (1)

Number of shares / extent of financial interest Nature Nominal Value Name of Company

or entity
Number of shared value or Nature Nominal value Company
extent of financial interest
1.
2. i
3.
4.
5.
- v

2. Directorships and Partnerships
See information sheet: Note (2)

Name of Corporate entity, partnership or | Type of business
firm

Amount of Remuneration

or Income
/

o
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1. Remunerated work outside the Municipality (As sanctioned by Council)

Name of Employer

Type of
work

Amount of Council sanction
Remuneration or confirmed:
Income Resolution

—3

/

R

—
,/'//’///
See information sheet: Note (3)
CONFIDENTIAL
2. Consultancies and retailer ships
Name of client Nature Type of business | Value of benefits
activity received
——L\*E‘:Q’%\’> Foc Uande Yot = il :\"V" ==
h SUOLCRA Wit Theed b \solal = 983N c\e:\uwwuw\ bu\ <K
\\\*\\\__\
\\
See information sheet: Note (4)
5. Sponsorships
See information sheet: Note (5)
Source of sponsorship Description of Value of sponsorship
sponsorship
/
//
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3. Gifts and hospitality from a source other than a family member

Gift or Hospitality Description | Value —
//‘
- /.MM/
See information sheet: Note (6)
Description Value Source
7. Land and property
See information sheet: Note (7)
Description Extent Area Value
% 3 . —%’7\ o P - /7‘1/ ", s
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CONFIDENTIAL
OATH/AFFIRMATION

it | certify that before administering the oath/affirmation | asked the deponent the following
questions and wrote down her/his answers in his/her presence:

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

Answer: \\Q 3

(i) Do you have any objection to taking the prescribed oath or affirmation?
Answer:
NO
(iii) Do you consider the prescribed oath or affirmation to be binding on your conscience?
Answer: ) \
Hles
2. | certify that the deponent has acknowledged that she/he knows and understands the contents

of this declaration. The deponent utters the following words: “l swear that the contents of this
declaration are true, so help me God.” / “I truly affirm that the contents of the declaration are
t@hésignatur_e/mark of the deponent is affixed to the declaration in my presence.

Commissioner of Oath /Justice of the Peace

Full first names and surname:

N - (hoee

(Block letters)

Designation(rank):
fj:)\ g

Ex Officio Ré‘pjublic of South Africa

Street address of institution: (2.
SRes MO Y0 Xﬁb% Seeet- L rocans
Date 20D (O K Place: E—lfc Hiolk ond,

CONTENTS NOTED: MUNICIPAL MANAGER
DATE: A% -C71- 20

Lok
SOUTH AFRICAN POLICE SERVICE

- STATION COMMANDER
T 2021 -07- 28
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CONFIDENTIAL

INFORMATION SHEET FOR THE GENERIC FINANCIAL DISCLOSURE FORM
The following notes are a guide to assist with completing the Financial Disclosure form
(Annexure E):

NOTE 1: Shares and other financial interests
Designated employees are required to disclose the following details with regard to
shares and other financial interests held in any private or public company or any other
corporate entity recognised by law:
* The number, nature and nominal value of shares of any type;
« The nature and value of any other financial interests held in any private or public
company or any other corporate  entity; and
* The name of that entity.

NOTE 2: Directorships and partnerships

Designated employees are required to disclose the following details with regard to
directorships and partnerships:

e The name and type of business activity of the corporate entity or partnership/s;
and the amount of any remuneration received for such directorship or
partnership/s.

e Directorship includes any occupied position of director or alternative director,
or by whatever name the position is designated.

e Partnership is a legal relationship arising out of a contract between two or more
persons with the object of making and sharing profits.

NOTE 3: Remunerated work outside the Municipality (As sanctioned by Council)
Designated employees are required to disclose the following details with regard to
Remunerated work outside the public service:
* The type of work;
* The name and type of business activity of the employer; and
* The amount of the remuneration received for such work.
Remuneration means the receipt of benefits in cash or kind, and work means rendering
a service for which the person receives remuneration.

NOTE 4: Consultancies and retailer ship
Designated employees are required to disclose the following details with regard to
Consultancies and retailer ship:
* The nature of the consultancy or retailer ship of any kind;
* The name and type of business activity, of the client concerned; and
« The value of any benefits received for such consultancy or retailer ship.

NOTE 5: Sponsorships
Designated employees are required to disclose the following details with regard to
Sponsorships:
* The source of the sponsorship;
* The description of the sponsorship; and
* The value of the sponsorship.



NOTE 6: Gifts and hospitality from a source other than a family member
Designated employees are required to disclose the following details with regard to
Gifts and hospitality:
* A description and the value and source of a gift with a value in excess of
R350.00;
* A description and the value of gifts from a single source which cumulatively
Exceed the value of R350.00 in the relevant 12-months period; and
« Hospitality intended as a gift in kind.

Designated employees must disclose any material advantages that they received from any
source e.g. any discount prices or rates that are not available to the general public. All personal
gifts within the family and hospitality of a traditional or cultural nature need not be disclosed.

NOTE 7: Land and Property
Designated employees are required to disclose the following details with regard to their
ownership and other interests in land and property (residential or otherwise both inside
and outside the Republic):
* A description of the land or property;
» The extent of the land or property;
* The area in which it is situated; and

* The value of the interest.
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