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Performance Agreement

Made and entered into by and between:

THABO MOFUTSANYANA DISTRICT MUNICIPALITY

As represented by the Acting Municipal Manager

Me: T.P.M LEBENYA

AND

Mr HOPOLANG ISHMAEL LEBUSA

Chief Financial Officer

THE EMPLOYEE OF THE MUNICIPALITY

FOR THE

FINANCIAL YEAR: 1 JULY 2012 - 30 JUNE 2013



Parinrmance Agreement: 1 July 2012 to 30 Jude 3013 Craof Financial Cifficer

PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Thabo Mofutsanyana District Municipality herein represented by Me T.PM Lebeya
in her capacity as Acting Municipal Manager (hereinafter referred to as the Employer or
Supervisor)

and

Mr Hopolang Ishmael Lebusa, Chief Financial Officer of the Municipality (hereinafter
referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

5 1

INTRODUCTION

11 The Employer has entered into a contract of employment with the Employee
in terms of section 57(1)(a) as amended 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 as amended, 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 fo a set of cutcomes that will
secure local government policy goals.

1.4 The parties wish to ensure that there is compliance with Seclions 57(4A),
57(4B) and 57(5) of the Systems Act as amended..

PURPOSE OF THIS AGREEMENT
The purpose of this Agreement is to -

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

2.2 specify objectives and targets defined and agreed with the employee and to
communicale 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 !mplementatrun Plan
(SDBIP) and the Budget of the municipality;

2.3  specify accountabilities as set out in a performance plan, which farms an
annexure o the parformance agreement,
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manitor and measure performance against set targeted outputs,

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

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

2.7

and

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

3 COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

3.5

This Agreement will commence on the 1 July 2012 and will remain in force
until 30 June 2013 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.

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,

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 above-
mentioned period to determine the applicability of the matters agreed upon.

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

4.2

The Performance Plan (Annexure A) sets out-

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

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

The performance objectives and targets reflected in Annexure A are sel by
the Employer in consultation with the Employee and based on the
Integrated Development Plan, Service Delivery and Budgst Implementation

—— —Plar (SDBIP} and the Budget of the Employer, and shall inctude key

objectives; key performance indicators; targel dates and weightings.

4.2.1 The key objectives describe the main tasks thal need to be done.
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4.3

4.22

423

4.24

The key performance indicators 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 in which the work must be
achieved.

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

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

51

52

53

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 Employer.

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

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.

5.9:1

5.5.2

553

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

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

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

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

A

- i
"nd
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constitute 80% of the overa!l assessment result as per the weightings agreed
to between the Employer and Employee:

Key Performanci (KPA's) A
Municipal Transformation and Institutional Development
Financial Viability and Management

M, 2 f-.':.q'.'-:.'l mal :-'_I::';

Total 100%

5.7 The CCRs will make up the other 20% of the Employee's assessment score.
CCRs 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 CCRs are compulsory for Municipal
Managers:

Stratﬂgiﬂ Cablhixmand Laadership R 1 mmplsn |

Programme and Project Management -
Financial Management compulsory 20%
Change Management compulsory 20%

Knowledge Management
Service Delivery Innovation
Problem Solving and Analysis
People Management and Empowerment compulsory 20%
Client Orientation and Customer Focus compulsory 20%
Communication
Honesty and Integrity

CORE OCCUPATIONAL COMPETENCIES

(COC)
Competence in Self Management
Interpretation of and implementation within the
| legislative an national policy frameworks
Knowledge of Performance Management and
Reporling
Knowledge of global and South African specific
political, social and economic contex!s B
Competence in palicy conceptualisation, analysis
and implementation
Knowledge of more than one functional municipal
field / discipling
Skills in Mediation
Skills in Governance
Competence as required by other national line
| sector departments — .
Exceptional and dynamic creativity to improve
the functioning of the municipality
Total percentage - 100%
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6. EVALUATING PERFORMANCE

6.1

6.2

6.3

6.4

6.5

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.

Despite the establishment of agreed intervals for evaluation, the Employer
may in addition review the Employee's performance al 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.

The Employee’s performance will be measured in terms of contributions to the
goals and strategies set oul in the Employer's IDP and SDEIP.

The annual performance appraisal will involve:

6.5.1 Assessment of the achlevement 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
and with due regard to ad hoc tasks that had to be performed
under the KPA.

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

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

6.5.2 Assessment of the CCRs

(a) Each CCR 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 CCR,

(c) This rating should be multiplied by the weighting given to each
———————CCRduring the contracting process, to provide a score. .
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(d)  The applicable assessment rating calculator (refer to paragraph
6.5.1) must then be used to add the scores and calculate a final
CCR 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 CCRs:

Outstanding Performance far exceeds the standard

performance expecled of an employee at this level. The
appraisal indicates that the Employee has
achieved above fully effective results
against all performance criterla and
indicators as specified in the PA and
Performance plan and maintained this in
all areas of responsibility throughout the

year,

4 Performance FPerformance is significantly higher than
significantly the standard expected in the job. The
above appraisal indicates that the Employee has
expactations achieved above fully effective results

against more than hall of the pedormance
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

( Ferformance Plan.
2 Mot fully Performance is below the standard
effective 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
effeclive results against more than half
the key performance criteda and
indicators as specified in the PA and
Performance Flan.

X
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Unacceptable Perfarmance does nat meet the standard
performance expected far the job. The
review/assessment indicates that the
employee has achieved below fully
effective results against almost all of the
performance criterla and indicators as
specified in the PA and Performance
Plan. The employee has failed to
demonstrate the commitment ar ability to
bring performance up to the ievel
expected in the job despite management

| efforts to encourage improvement. —— J

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

6.7.1  Municipal Manager,

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 Committee; and

6.7.4 Municipal Manager from another municipality.

6.8 The manager responsible for human resources of the municipality must provide
secretariat services to the evaluation panel referred to above.

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
(The Emplayer and Employee will endeavour to conduct such reviews within one
month after the end of each quarter): ;

First quarter : July — September 2012
Second quarter - October — December 2012
Third quarter : January — March 2013
Fourth quarter t April — June 2013

7.2The 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 entitied to review and make reasonable changes to the

- provisions of Annexure "A" from time fo lime Tor operational reasons, The

Employee will be fully consulted before any such change is made.

X%
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7.5The 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.

8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is
attached as Annexure B.

9. OBLIGATIONS OF THE EMPLOYER

9.1 The Employer shall -

9.1.1

9.1.2

create an enabling environment to facilitate effective performance by
the employee;

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
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 reascnably require from time to time to assist him / her to meet
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 decisian

made by the Employer; and

10.1.3 a subslantial 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 detay.

oo
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11. MANAGEMENT OF EVALUATION OUTCOMES

111

11.2

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

A performance bonus of between 5% and 14% of the all-inclusive annual
remuneration package may be paid to the Employee in recognition of
outstanding performance to be constituted as follows:

11.2.1 a score of 130% to 149% is awarded a performance bonus ranging from
5% lo 8%:; and

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

11.2.3 The table below provides a furlher breakdown of the afore-mentioned
scores and performance bonuses:

135 to 139% 6%
140 to 144% 7%
14510 149% 9% B
150 to 154% 10% B
155 to 159% 11%
160 to 164% 12%
Above 165% 14%
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
12,1 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.

12.1.3 In the case of managers direclly 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,

10

i’@'
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12.2

within thirty (30) days of receipt of a formal dispute from the
employee;

whose decision shall be final and binding on both parties.

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

13 GENERAL

131

13.2

13.3

The contents of this agreement and the outcome of any review conducted in
terms of Annexure A must be made available to the public by the Employer
in accordance with the Municipal Finance Management Act, 2003 and
Section 46 of the Act

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.

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.

Thus done and signed at _Pautda DI SHAE on this the_ {2 day of j«.-»!'::;{ 2012

AS WITNESS

CHIEF FINANCIAL OFFICER

(e

ACTING MUNICIPAL-MANAGER




Annexure A: PERFORMANCE PLAN
Chief Financial Officer
Thabo Mofutsanyana District Municipality

This plan defines the Council's expectations of the Chief Financial Officer in accordance with the Chief Financial Officer's performance agreement to|which
this dacument Is attached and Section 57 (5) of the Municipal Systems Act which provides that performance objectives and targets must be based on the kay
perfarmance indicators set out fram time to time in the Municipality's Integrated Development Plan (IDP).

The following Municipal Key Performance Areas, IDP priorities and Strategic Objectives as per the approved IDP and SDBIP will inform the Chief Financial
Officer’s performance against set performance indicators:

IDP priorities "Stratagic objectives Weight]

Municipal transformation and Corparae To ensure a working environment that enables good slaff morals, hrgh perfommance, sound
institutional development Governance and empioyment and customer relations and sustainable service dalivery

public administraton
Financial viability and financial | . To implement an effective, efficient and econemical system of supply chan managamant (SCh)
managerneant [ system that is 100% compliant with MFMA and Treasury regulations

_ *  Toensure full compliance with MFMA and GRAP with regard to financial management and reparting

The period of this plan is from 1 July 2012 to 30 June 2013

- |
Signed and accepted by the Chief Financial Officer: ﬁ Date: ref 27 _._‘ .ﬁl.ﬂ| £
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| Key
perfommante
A

Institutional

| Strategic

objectives

Toensure a

Weighting | Taret

1. Key Performance Areas

date

Key Performance Indicators

Departmental Employment Equity Plan Inputs compiled and submitted to

Copy of EE nputsto |

Capacity and working 2013 _ Comorate Services by end of September 2012 Carporate Services
[ t : - _
( Development Mwmﬂﬁ%ﬁﬂﬂw _ b}  Skil needs assessment inputs submitted o Corporats Services for purposes Copy of skills inputs fo _
marale, figh of compiling the Annual Werkplace Skits Plan and Ansiugl Tralning Report Corporate Servicss
E;ﬁj..mscmh S oy 100% af skills development of stall in accordance with approved WSP, Copy of direciorate training
amplayment and M
s
Mwwﬂwﬂ mm___mgm _ di 100% of Human Resources policies and procedures as agreed and acceptad by Register signed by staff
mm?nm.nm_“ very | Council to be implamented and available fo staff
el 100% of staf grievances or complaints received, handied as per appmved Copies of grievances
standard procedures issued by Corporate Services Submitted to Comporate
7 SBMices
_ N 100% of funded vacancies filed in ine with approved budget and organisaiona Copies of vacancy requedts to
structure, Corporate Sarvices
8) Deparmental management/staf maetings held st lsast on a monthly basis Copies of minutes and
_ aftendance registars .
Financial T ensure full 10% _ 30 June | al  Manthly departmental parformance revisws and reports conducted and compiied Copies of monthly reports
Viability and compliance with 2013 _| in ling with approved SDBIP, PMS policy and MFMA ”
——— Hﬂcﬁmﬂﬂmwﬁ, : | B} 100% of MFMA compliance template/register Implemented Copy of template & repotis
financial c)  100% funchonality of District CFO Farum Coples of programme and
mznagement and atiendance registers | |
"BRorting d)  Municipal expenditure accurrad as planned: Copies of axpenditure reports
= 590% of Capital Budget spent
=  B0% of Operating Budget
To supplement L. a) Revenue Management: (1 o)
| the existing wu _,_Em
ﬁmmﬁmﬁuﬁi i 100% of VAT review completed by end of Juns 2013 .
exploiting new VAT review repor
palential sources |
of revenus
L -
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Key | Slrategic . Weiahting | Tamet
porformance objectives date

Key Performance Indicators Performance evidence

Expenditure and Supply Chain Management (15%)

i 100% of creditor payments mada wilhin 30 days afler receipt of invoice or Monthly creditor payments
slatemant rapors

il 100% of personnel expenditure managed effectively (accurats capturing and Payroll reports & statutory rstums
payment of valid salaries; SARS & stalutory retums completed and submitted |

an time) [
i Manage the municipality's available working capdal effectively and Manthly financial reports
econamically as per NT prescribed cash managemant and investmart policy
guidelines _
" 100% of manthly and quarterly SCM reports submitted as per SCM policy Copies of reports submitted
_ W 100% of supplier database updated by end of December 2012 Caopy of report _
i wi. 100% of 5CM palicy reviewed by and of March 2013 Coopy of council resclutioh
4] Asset management (10%:) | |
i Develop asset management palicy and guidelings in line with MFMA, Copy of approved policy
GRAP and Mational Treasury guidelines by end of March 2013 |
_ i 100% of fixad asset register updated by end Jung 2013 (including re-evaluation Copy of repart
of cutstanding assets) |
" .qn_ ensura full _ 35% .,H._U_A,.,qm: ne: | a) Budget and financial management (15%)
. - L 100% of MTREF prepared and approved in lems of MEMA and GRAP Capy of council rasalution
il fegand 16 reguiremeants by end of May 2013
finanial i 100% of Budgel-related policies developed, reviewed and approved as per Copy of council resolution
managemet and MFMA and National Treasury quidelines
repartin
S i, 100% of Monthly reports are compiled and submitted as per MFMA, DoRA Copias of monthly reports:
and National Treasury prescripts 571 monthly budgeted ststements:
FMG and MSIG refurns!
Monthly repads to MM and
!
_ _ Paortfolio Committes

L
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100% of Quarterly and Mid-year reparts are compiled and submitted as per Copies quarerly reports:
MFMA, DoRA and National Treasury prescripts | 552 quarterly repors
| ‘ST2 mid-year budgel &
performance assessment report

b Annual audit management (20%)

i Annual audit strategy/plan is developed and approved in consuliation with ) :

the Auditor-General Copy of signed-off aud

e sirategy/plan

i, 100% of Auditor-General's pricr-year issues addressed as per action plan Copy of AG report
iii.  100% of action plan implemented 1o achieve a Clean Audit by 2013 Copy of implementation report
iv.  GRAP complant Annual Financial Statements submitied Io the Audiior- General | Acknowiedgament of receipt

no later than end of August 2011 (a5 per National Treasury exemptions) from AG
' 100%: of audit queries responses submitied to the Auditor-Geaneral within 10 Audit query log sheetirepart

working days of receipt thereofHinked to response days of departments where
applicable (as agreed in audil strateqy with AG).

_ vl.  Improved 201172 audit report by reducing the number of audil issuss (emphasis | Copy of AG report
| | of matter in 2010/11)

Clean auditin 201212013] Uune 2013 | Achieve unqualified audit report in 2012/2013 financial year Copy of AG report
financial vear 100% |

TOTAL 100%
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2. Core Competency Requirements (CCRs)

" Core Compatency

Requirerments

! Compées and manages budgels, controls

I "Siratogic objdctives

Tormet
data

Financial a) Confinuously iooks for new opportunilies 1o obisin and save funds:
management cash flow, institutes risk management and 2013 by Manages and moniters financial risk;
admengslens iender procuremant processes in c) Undersiands; analyses and monitors financial reparts
accoyance wilh genarally recogrised financial d) Aligns expenditure lo cash flow projections:
practicas in order 1o ansune the achievemant &) Ensurss sffective ulilisation of financial resources:
of strategic organsational objeclives fI Propares own budget in line with the sitateqic objectives of the orgamsation
Prople ianages and encouragess 20% A dune | a) Delegates and empowers othars fo increase contribution and tevel of responsibility;
management pecple, optimises their culpuls 2013 b} Applies labour and employmant legislation and ragulalions consistently;
and effeclvely manages €} Recognises individuais and leams and provides developmental fsadback in accordance with
relafionsnips In ordar fn achiove performanca management prncipas;
organisational goals d) Dispiays personal infterest in the wall-being of colleagues;
2) Manages canflict through a participatory transparent approach.
Client orientation and | Williag and abis to deliver senvices ofiectey Falpd 30 dune a)  Develops clear and implamentable service dalivery improvement programmes
Customar and efficienty m order to put (e split of 23 b)  Idenlifles apporiunities to exceed the expeciafions of customers,
focus customer service (Satho Pele) into c) Designs inlamal wark processes 1o Improve customer servles:
| praciice d)  Adds value to the crganisation by providing exemplary cusiomer service; and
&) Applies customer rights in own work environmant
Strategic Capability Provides & viston, sats i dieshan for the 20% 30 June 2) Develops detailed action plans ta execute strategic mitiatives
and Leadership organisaton andior N3 £} Assists indefining pesformance messures 1o evaluste the success of sirategies
direcionata and inspires others 1o defiver c) Achigvas stralefic abjeclives against spacified pedformance measures
on he organisational mandate | d) Communicates strategic plan o \he organisation; and
e) Ulilises stralegic planning methods and tools
Change Indtiztes, supports and champians 20 30 June a) Imitiales, supporls and ANCOUFAQes new idaas
Management arganizatonal fransformation amd change in 213 bl Voiunteers to lead change efforts oulside of own work 1eam
oodar o succetsiully mplemen new &) Inspires and beilds commitmant within cwn area for this change by explaining the banefits of change, |
fndliatives and defiver on service delwery and the process of impearmenting the change [
_ comimilments d) Coaches calleagues on how fo manage thange
e] Proactively seaks new opportunities for change
f)  Desqns speciic piojects In enable changs $at s algnad o the organisatons
objeciives; and
TOTAL | 100% )

xrf
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