Performance Agreement for the Chief Financial Officer for the period
01 July 2022 — 30 June 2023.

PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

THE RUSTENBURG LOCAL MUNICIPALITY
REPRESENTED BY

Mr Sello Victor Makona
in his capacity as the Municipal Manager of
Rustenburg Local Municipality

(the “Employer”)

and
Mr Gaadise Godfrey Ditsele
in his capacity as the
Chief Financial Officer
of Rustenburg Local Municipality
(the “Employee”)
(Collectively referred to as the “Parties”)

FOR THE PERIOD 01 JULY 2022 — 30 JUNE 2023
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Performance Agreement for the Chief Financial Officer for the period 01 July 2022
— 30 June 2023

PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Rustenburg local Municipality represented by Mr Sello Victor Makona in his capacity as Municipal
Manager (hereinafter referred to as the Employer or Supervisor)
and

Mr Gaadise Godfrey Ditsele in his capacity as the Chief Financial Officer (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”) for a period ending
01 July 2022 to 30 June 2023. 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.

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(4A) and
57(5) of the Systems Act.

1.5. In the agreement the following terms will have the meaning ascribed
thereto:

a) this agreement- means the performance agreement between the
Employer and Employee and the Annexures thereto;

b) the Municipal Manager- means the Municipal Manager of the
Rustenburg Local Municipality appointed in terms Section 54A of
the Local Government Municipal Systems Act;

¢) the Employee- means the manager appointed in terms of Section 57
of the Systems Act;

d) the Employer- means Rustenburg Local Municipality; and

e) the Parties- means the Employer and Employee.

Page 2 of 14 Q\@

G €0



Performance Agreement for the Chief Financial Officer for the period 01 July 2022

— 30 June 2023

2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to —

254

2.2,

2:3:

2.4.

2.5.

2.6.

2.7.

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

specify objectives and targets defined and agreed with the Employee and to
communicate to the Employee the Employer’s expectations of the
Employee’s performance and accountabilities in alignment with the
Integrated Development Plan, Service Delivery Budget and Implementation
Plan (SDBIP) and the budget of the municipality.

specify accountabilities as set out in the Performance Plan (Annexure A);
monitor and measure performance against set targeted outputs;

use the Performance Agreement and Performance Planas the basis
for assessing the suitability of the Employee for employment and/or to
assess whether the Employee has met the performance expectations
applicable to his job;

appropriately reward the Employee in accordance with the Employer’s
performance management policy in the event of outstanding performance;
and

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

3. COMMENCEMENT AND DURATION

3.1

3.2.

i

Notwithstanding the date of signature hereto, this Amended Agreement will
commence on the 01 July 2022 to 31 June 2023 where after 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.

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

If at any stage during the validity of this Agreement the work environment
alters to the extent that the contents of this Agreement are no longer
appropriate, the contents must by mutual agreement between the parties,
immediately be revised. :
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Performance Agreement for the Chief Financial Officer for the period 01 July 2022

—30 June 2023

4. PERFORMANCE OBJECTIVES

4.1.

4.2.

43.

44,

The Performance Plan (Annexure A) sets out-

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

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

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, Budget and Service Delivery, Budget and
Implementation Plan of the Employer, and shall include key objectives;
key performance indicators; target dates and weightings.

The key objectives describe the main tasks that need to be done. 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 other.

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

8.1.

3.2

%3

5.4.

3.5,

The Employee agrees to participate in the performance management system
that the Employer adopts or introduces for 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 Key Performance Areas (KPAs) (including special
projects relevant to the employee’s responsibilities) within the local
government framework.

The criteria upon which the performance of the employee must be assessed
consist of two components, both of which must be contained in the
performance agreement. 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.
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Performance Agreement for the Chief Financial Officer for the period 01 July 2022

5.6.

—30 June 2023

Each area of assessment will be weighted and will contribute 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 or her performance in terms
of the outputs/outcomes (performance indicators) identified as per the
performance plan which are linked to the KPA’s, which constitute 80% of the
overall assessment result as per the weightings agreed to between the
employer and employee.

KEY PERFORMANCE AREAS WEIGHTING

Basic Service Delivery 0%
Local Economic Development 0%
Municipal Financial Viability 72%
Municipal Institutional Development and Transformation 28%
Good Governance and Public Participation 0%
Spatial Rationale 0%
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.

6. COMPETENCY FRAMEWORK

6.1.

6.2.

6.3.

A person appointed as a senior manager must have the competencies as set
out in this framework. Focus must also be placed on the following key
factors:

a) Critical leading competencies that drive the strategic intent and direction
of local government;

b) Core competencies which senior managers are expected to possess, and
which drive the execution of the leading competencies; and

¢) The eight Batho Pele principles.

The competency framework consists of six leading competencies which
comprise of twenty (20) driving competencies that communicate what is
expected for effective performance in local government.

The competency framework further involves six core competencies that act
as drivers to ensure that the leading competencies are executed at an optimal
level. '
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Performance Agreement for the Chief Financial Officer for the period 01 July 2022

—30 June 2023

6.4. Competency Framework Structure

6.4.1. The competencies that appear in the competency framework are detailed

below:

Six (6) Leading Competencies

CRITICAL LEADING COMPETENCIES

Twenty (20) driving competencies

Strategic Direction and

Leadership

Impact and Influence

Institutional Performance Management
Strategic Planning and Management
Organisational Awareness

15%

People Management

Human Capital Planning and Development
Diversity Management

Employee Relations Management
Negotiation and Dispute Management

10%

Program and Project
Management

Program and Project Planning and Implementation
Service Delivery Management
Program and Project Monitoring and Evaluation

5%

Financial Management

Budget Planning and Execution
Financial Strategy and Delivery
Financial Reporting and Monitoring

15%

Change Management

Change Vision and Strategy
Process Design and Improvement
Change Impact Monitoring and Evaluation

%

Governance Leadership

SIX (6) CORE COMPETENCIES

Moral Competence

Policy Formulation
Risk and Compliance Management
Cooperative Governance

10%

Planning and Organising 10%
Analysis and Innovation 5%
Knowledge and Information Management 5%
Communication 5%
Results and Quality Focus 5%
Total 100%
Page 6 of 14 “\)ﬁ?



Performance Agreement for the Chief Financial Officer for the period 01 July 2022
—30 June 2023

7. PERFORMANCE ASSESSMENT
7.1.  The Performance Plan (Annexure A) to this Agreement sets out

7.1.1. The standards and procedures for evaluating the Employee’s performance;
and
7.1.2. The intervals for the evaluation of the Employee’s performance;

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

7.3.  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;

7.4.  The Employee’s performance will be measured in terms of contributions to
the strategic objectives and strategies set out in the Employer’s IDP.

7.5.  The Annual performance appraisal will involve:
7.5.1. 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 and with due regard to
ad-hoc tasks that had to be performed under the KPA

b) Values are supplied for KPI's and Activities under each KPA as part of the
Institutional Assessment. Based on the Target for an activity or KPI, over or
under performance are calculated and converted to the 1-5-point scale
automatically. These scores are carried over fo the applicable employee’s
performance plan. During assessment, the employee has a chance to submit

evidence of performance for appropriate rating

c) The assessment of the performance of the Employee is therefore based on
the following rating scale for KPIs and subsequent Leading Competencies

and Core Competencies:
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Performance Agreement for the Chief Financial Officer for the period 01 July 2022
— 30 June 2023

Level Rating Terminology  Description

12345

Outstanding | Performance far exceeds the standard expected of an employee at
Performance | 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

4 Performance | Performance is significantly higher than the standard expected in
Significantly | the job. The appraisal indicates that the Employee has achieved
Above above fully effective results against more than half of the
Expectations | performance criteria and indicators and fully achieved al others

throughout the year
3 Fully Performance fully meets the standards expected in all areas of the
Effective job. The appraisal indicates that the Employee has fully achieved

effective results against all significant performance criteria and
indicators as specified in the Performance Agreements and
Performance Plan.

2 Not Fully Performance is below the standard required for the job in key
Effective 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 performances criteria and indicators as specified in the
Performance Agreements and Performance Plan.

1 Unacceptable | Performance does not meet the standard expected for the job. The
Performance | review/assessment indicates that the employee has achieved below
fully effective results against almost all of the performance criteria
and indicators as specified in the Performance Agreements 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.

d) The Employee will submit her self-evaluation to the Employer prior to the

formal assessment with the Panel; and

e) An overall score will be calculated based on the total of the individual scores

calculated above.
75.2. Assessment of the Leading Competencies and Core Competencies:

a) There is no hierarchical connotation to the structure and all competencies are

essential to the role of a senior manager to influence high performance.
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Performance Agreement for the Chief Financial Officer for the period 01 July 2022
— 30 June 2023
b) All competencies must therefore be considered as measurable and critical in

assessing the level of a senior manager’s performance.

c) The competency framework is underscored by four (4) achievement levels that act
as benchmark and minimum requirements for other human capital interventions,
which are, recruitment and selection, learning and development, succession and

planning, and promotion.
7.53. Achievement Levels

7.5.3.1. The achievement levels indicated in the table below serves as a benchmark for the

appointments, succession planning and development interventions.

7.5.3.2. Individuals falling within the Basic range are deemed unsuitable for the
role of senior manager, and caution should be applied in promoting and

appointing such persons.

7.5.3.3. Individuals that operate in the Superior range are deemed highly
competent and demonstrate an exceptional level of practical knowledge,
attitude and quality. These individuals should be considered for higher
positions, and should be earmarked for leadership programs and

succession planning.

Achievement Levels Description

Basic 1

Applies basic concepts, methods, and understanding of local government
operations, but requires supervision and development intervention

Competent 2

Develops and applies more progressive concepts, methods and understanding.
Plans and guides the work of others and executes progressive analyses

Advanced 3

Develops and applies complex concepts, methods and understanding.
Effectively directs and leads group and executes in-depth analyses

Superior 4

Has a comprehensive understanding of local government operations, critical in
shaping strategic direction and change, develops and applies comprehensive
concepts and methods.

7.6. Performance Assessment Panel

7.6.1. For purpose of evaluating the annual performance of managers directly
accountable to the municipal managers, an evaluation panel constituted

of the following persons must be established:
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(—“"‘.“



Performance Agreement for the Chief Financial Officer for the period 01 July 2022

a)
b)

c)

d)

— 30 June 2023

Municipal Manager;

Chairperson of the Performance Audit Committee (PAC) or the Audit
Committee (AC) in the absence of a Performance Audit Committee

Member of the Mayoral or Executive Committee or in respect of a plenary type
municipality, another member of Council.

Municipal Manager from another municipality; and

The Manager responsible for Human Resources of the municipality must

provide Secretariat services to the evaluation panels.

8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1,

8.2.

3.3

8.4.

8.5.

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

15t quarter: Not later than end of the second week of October.
2M quarter: Not later than end of the first week of January.
31 quarter: Not later than end of the second week of April.

4 quarter and annual review: First week of August

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

Performance feedback must 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 on agreement between both parties.

The Employer may amend the provisions of Annexure A whenever the
performance management system is adopted, implemented and/or amended
on agreement with both parties.

9. DEVELOPMENTAL REQUIREMENTS

9.1

The Personal Development Plan (PDP) for addressing developmental gaps
must form part of the performance agreement and will not be affected by
the amendment.

10. OBLIGATION OF THE EMPLOYER

10.1.

The Employer must —
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Performance Agreement for the Chief Financial Officer for the period 01 July 2022

— 30 June 2023

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

b) 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;

d) 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

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

11. CONSULTATION

11.1.

a)
b)

c)

11.2.

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

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

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

A substantial financial effect on the Employer.

The Employer agrees to inform the Employee of the outcome of any
decisions taken pursuant to the exercise of powers contemplated in clause
11.1 above, as soon as is practicable to enable the Employee to take any
necessary action without delay.

12. MANAGEMENT OF EVALUATION OUTCOMES

12.1.

12.2.

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

A performance bonus of 5% to 14% of the all-inclusive annual
remuneration package shall be payable to the Employee in recognition of
performance, in determining the performance bonus the relevant percentage
is based on the overall rating, calculated by using the applicable
assessment-rating calculator.
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Performance Agreement for the Chief Financial Officer for the period 01 July 2022
— 30 June 2023

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

Final Per cent Performance Bonus
Score
Below 130% 0%
1 130.0% 5.0%
2 131.0% -135.0% 6.0%
3 136.0% -140.0% 7.0%
4 141.0% - 145,0% 8.0%
5 146.0% - 149.0% 9.0%
6 150.0% -154.0% 10.0%
7 155.0% - 159.0% 11.0%
8 160.0% - 164.0% 12.0%
9 165.0% - 169.0% 13.0%
10 | Above 169% 14.0%

12.3. In the case of unacceptable and/or poor performance, the Employer shall —

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

b) 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.

13. DISPUTE RESOLUTION

13.1. Any disputes about the nature of the employee’s performance agreement,
whether it relates to key responsibilities, priorities, methods of assessment
and/ or salary increment in the agreement, must be mediated by —

a) In the case of the municipal manager, the MEC for Local Government in
the province within thirty (30) days of receipt of a formal dispute from the
employee, or any other person designated by the MEC. whose decision
shall be final and binding on both parties.

13.2. Any disputes about the outcome of the employee’s performance evaluation,

must be mediated by —

a) In 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),
within thirty (30) days of receipt of a formal dispute from the
employee; whose decision shall be final and binding on both parties.
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Performance Agreement for the Chief Financial Officer for the period 01 July 2022
— 30 June 2023

14. GENERAL

14.1. The contents of this performance agreement must be made available to the
public by the Employer;

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

15. SIGNATORIES

Signed at RUSTENBURG on this 01st day of July 2022

AS WITNESSES:
, @V .

2. qu)

7

MR GAADISE GODFREY DITSELE
CHIEF FINANCIAL OFFICER

Signed at RUSTENBURG on this 0| _day of S, 2022

®)
AS WITNESSES: ) /
1. N
L3 N/ ~

2 _FR)bfE
MR SELLO VICTOR MAKONA
MUNICIPAL MANAGER

Page 13 of 14



Page 1 of 20

RUSTENBURG LOCAL MUNICIPALITY

PERFORMANCE PLAN 2022/2023
FOR
Mr. Gaadise Godfrey Ditsele

Chief Financial Officer
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1. BACKGROUND

This Plan defines the council’s expectations of the Chief Financial Officer performance in
accordance with the director's performance agreement to which this document is
attached. Section 57(5) of the Municipal System Act and the Performance Regulations
gazette in Notice No 805, published on 1 August 2006, which provides the performance
objectives and targets must be on the key performance indicators set out from time to
time in the Municipality’s Integrated Development Plan and determined by the Executive
Mayor (as represented of Council).

There are of 5 parts to this plan:

1. A statement about the purpose of the position;
. Performance review procedure;
3. Top Layer Scorecard detailing Key Performance Areas (KPA's) and their related
performance indicators, weightings and target dates;
Competency Requirements;
Consolidated scorecard (Performance Assessment Calculator).

o g

2. DURATION AND CONDITIONS

2.1. The period of this Performance Plan is from 01 July 2022 to 30 June 2023.

2.2. There are no pre-and/or current Employment conditions attached to this
Performance Plan.

Signed and accepted by the,

CHIEF FINANCIAL OFFICER’S PERFORMANCE PLAN FOR THE PERIOD 01 JULY 2022 - 30 JUNE 2023



Page 4 of 20

3. POSITION PURPOSE

The Chief Financial Officer is required to:

(i) Lead and direct the administration of the Municipality through effective
strategies to fulfil the objects of local government provided for in the
Constitution, 1996 and any other legislative framework that govern the
local government;

(ii) Creating an environment that defines the purpose and role of local

government to involve people in shaping the future of communities.

As the head of the Directorate of the municipality, the Chief Financial Officer is

re

(i

sponsible for and performs the following functions:

Good governance and public participation;

(i) Sustainable infrastructure and basic service delivery;

(iii) Local development;

(iv) Municipal transformation and organisation development and,;
(v) Municipal financial viability and management.

4. PERFORMANCE REVIEW PROCEDURE

1.

A performance review will be held on a quarterly basis with a formal
performance review bi-annually in December/January and in June/July after the
financial year with the understanding that review in the first and third quarter
may be verbal if performance is satisfactory

The Municipal Manager may request input from agendas, minutes and
“customers” on the Chief Financial Officer’'s performance throughout the review
period. This may be done through discussion or by asking “customers” to
complete a rating form to submit to the evaluation panel for consideration.
Customers are people who are able to comment on the Chief Financial Officer’s
performance since they have worked closely with him on some or all aspects of
his job.

The Chief Financial Officer to prepare for quarterly performance evaluation by
providing a brief description of achievements, including the reference to
evidence, supporting documentation, (documents, reports and/or resolutions
with dates of submission) in the relevant column in section 4 (KPA) score card
below). Achievement to be reported on cumulatively)

The Chief Financial Officer to provide a rating for himself for the final
assessment against the agreed objectives in the column provided in the KPA
scorecard.

The Chief Financial Officer and Evaluation panel to meet to conduct formal
performance rating and agree final scores. It may be necessary to have two
meetings i,e give the Chief Financial Officer scores and allow him time to
consider them before final agreement. In the event of disagreement, the
evaluation panel has the final say with regard to the final score that is given.

The evaluation panel to provide ratings of the Chief Financial Officer's
performance against agreed objectives as a result of portfolio of evidence
and/or comments and customer input.

CHIEF FINANCIAL OFFICER’S PERFORMANCE PLAN FOR THE PERIOD 01 JULY 2022 - 30 JUNE 2023
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7. Initially the scoring should be recorded on the scorecard then transferred onto
the consolidated score sheet
8. Any reasons for non-compliance should be recorded during the review session
by keeping of minutes of the review session.
9. The assessment of the performance of the Chief Financial Officer will be based
on the following rating scale for KPA's:

Terminology  Description Rating Level
Outstanding | Performance far exceeds the standard expected of the Chief 5
Performance | Financial Officer at this level. The appraisal indicates that the
Chief Financial Officer has achieved above fully effective
results against all performance criteria and indicators are
specified in the PA and Performance plan and maintained this
in all areas of responsibility throughout the year
Performance | Performance is significantly higher than the standard expected 4
Significantly | in the job. The appraisal indicates that the Chief Financial
above Officer has achieved all others through the year
expectation
Fully Performance fully meets the standards expected in the job. 3
Effective The appraisal indicates that the Chief Financial Officer has
fully achieved effective results against all significant
performance criteria and indicators as specified in the PA and
Performance Plan.
Performance | Performance is below the standard required for the job. 2
not fully Performance meets some of the standards expected for the
Effective job. The review/assessment indicates that the Chief Financial
Officer 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 does not meet the standard for the job. The 1
Performance | review/assessment indicates that the Chief Financial Officer
has achieved below fully effective results against almost all of
the performance criteria and indicators as specified in the PA
and Performance Plan. The Chief Financial Officer has failed
to demonstrate the commitment or ability to bring the
performance up to the level of expected in the job despite
management efforts to encourage improvement.
10. Only those items relevant for the review period in question should be scored

11. The assessment of the performance of the Chief Financial Officer on all
Competencies will be based on the rating scale as reflected in section 4 of the
performance plan.

The Municipal Manager and the Chief Financial Officer to prepare and agree on
a personal development plan (PDP) for addressing developmental gaps.

12.

13. The Municipal Manager and the Chief Financial Officer to set new objectives,
targets, performance indicators, weighting and dates etc. for the following
financial year.

Poor work performance will be dealt with in terms of regulation 32 (3) of the

Performance gazetted in Notice No 805, Published on 1 August 2006.

14.

CHIEF FINANCIAL OFFICER’S PERFORMANCE PLAN FOR THE PERIOD 01 JULY 2022 - 30 JUNE 2023
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5. FUNCTIONAL ALIGNMENT OF THE INDIVIDUAL PERFORMANCE

SCORECARD TO THE INTERGRATED DEVELOPMENT PLAN (IDP) OF THE
ORGANISATION.

The Integrated Development Plan (IDP) 2022/2023 of the Rustenburg Local
Municipality is aligned to the prescribed National Key Performance Areas, viz:

1) Basic Service delivery and Infrastructure Development;

2) Local Economic Development;

3) Municipal Financial Viability and Management;

4) Good Governance and Public Participation;

5) Municipal Institutional Development and Transformation; and
6) Spatial Rationale.

All Directorates within the Municipality are accountable for the successful of fulfilment
of the IDP’s specific programmes as espoused under each of the above National Key
Performance Areas.

CHIEF FINANCIAL OFFICER’S PERFORMANCE PLAN FOR THE PERIOD 01 JULY 2022 - 30 JUNE 2023 &&O



€20Z ANNF 0 - 220Z ANC L0 AOIY3d FHL HO4 NV 1d FONVINHOJYId S43D1440 TVIONVNIA 43IHD
[n21sepn | INISISENN INJOISEM [Ni2ISEAN | INJRISEN IN}2ISEAA ssapini4 | jo uonebisaaul § 8PIM Addng yam JSSTES]
¥ ssopntg | ssauniy ssafjin4 ssa|jnI4 ssafjn4 q e ssepnId aUON Ho paubis apnjouod | 0Lg | rediounpy aoue|dwo) ‘1L Y09
ue|d gyo uo
ueld yo ueld yo paubis nebisaaul 049 Aq podal
paubis 1ad | peaubis jad Jad el uonebisaul
ueld se podal se yodal se podal pue o.Lg
yo  paubls ssalboid ssalboid ssaibosd | yo paubis Ho paubig ‘sieak Joud au} ‘suone|nbal juswabeuew
Jad se yodai uo uo uol} ue|d uc ueld ueld | u ainppusdxe pue sme| 20lnosal
ssaifoisd | neBnsenul | nebnseaul | ebiseaul | pebnsaaul o paubis Jad uonebsanul Je|nBaul| walabeuey juslolye pue
uonebnsanul a 2 ain al se pajeblisanul alnypuadxa papodal ureyn a|geulelsns
ainypuedxa | Inypusdxe | inypusdxe | ypusdxe | nypuadxe ainypusdxa JeinBauy | jo uopebnssAul ¥ 3pIM Addng yum 10 1D
¥ 1ejnbau Jejnbal) JgnBall| Je|nbau) Je|nbaul| qLy Je|nBaly SUoON Ho paubig apnjouon | 0L1g | lediounpy oue|dwo) L1 IVOD
ue|d yo uo
ue|d yo ue|d yo paubis nebisanul
paubis 1ad | paubis ad Jad ayeniul 049 Aq podal
ued se yodal se Jodal se yodal pue uonebisaul
yo  paubis | ssesboid ssalboud ssaiboid | yo peubls olL18
Jad se podal uo uo uol} ueyd uo 4o paubig ‘sleak Joud ay) ‘sucne|nbal Juswabeuew
ssoibosd | neBnseaur | nebnssaul | eBnseAul | nebpseul ued ueid | u aunypuadxe pue sme| 2oinosal
uoneblisaul ® E) ain al o paubis Jad uonebiysanul paziuoyineun Juswabeuep JusIoje pue
ainypuadxe | Jnypuadxe | unypuadxs | ypuedxe | nipuadxe se pajebisanul ainypuadxa papodal ureyn a|qeulelsns
p pa pa paz| paz ainypuadxs pezuoyineun | jo uonebisanul g apIp Alddng yum 10 Ao
¥ azuoyneun | zuoyneun | zuoyneun | Joymeun | Woyneun q 1 pazuouineun QuoN Ho paubig apnpouon | 0lg | lediounpy aoueldwo) 11 Y09
siseq siseq
h_mc_w_._m %E sIseq siseq Alyiuow Ajyuow ‘Buyjjiq eyeinooe Juswabeuew
Alyuow e Ayuow e | e uo | B uo siseq pue  @j9|dwod a@oinosal
e uo Buipeal apIpA
JojoW uo Buipeas | uo Buipeas Buipeal Buipeal Ajyjuows B Uo siseq il ainsua ledioiunpy jusioiye pue
S ENT] 19jaW 1918 SEVENT] Buipeal 1sjowl Ayjuow Hodal 0}  pauuopad £ 3|qBeuUIEISNS
%56 uolul e uo Buipeal Buipea. sBuipeay Jeialn Z 10 AlD
¥ ° %086 %08 %SL %09 = %GL Jajswl %06 18N jo sbeuaciad | Old Bulliig anuarey L1 V09O
1apinoid £Z0z aunp
ERINNE] 0¢ Aq wayshs wswealby
julodde |elouBUl |2Ae7 82188 wieyshs juswabeuew
pue YOOSw waishs NENE] juswsbeuew aoinosal
ssaoo0.d uawae|duwi |elouBuL juswiuloddy |eloueul jusiole pue
juaw pig aul 0} lapiroid vOosw sajnuiw wiajshs [epueuy el dwod aJqeulelsns
ued uoye | uejd uone ainooid | Jo  juawl 20|/JBSs 3|qIpalo au} o 28)IWwWoo piIg | YOosW auyy 1 APIM YOOSW jo 10 Ao
4 %001 wawsdwy | jusws|dw| azieul | asiHeApy wezy Jo uswjuloddy | juswainoold HaApY 10 juswainoold | OLg | |edounpy uoneuawe|duw| Ll IVOD
soue||dwo) [eioueul ajowold @Aee(qo dibejens [edisiuniy
[B0D
(ealy albajens
jefiel (1) J03e31pU]| JPIM)
[enuuy jebie | ze/1eoe souBLLIouad ON | Aueoon . Ee8ly
BunubispA ¥2/e202 [Enuuy £2/220Z |  euaseg 30d Kay 1M eary saifisjens snoo- A8

0z Jo L sbed

juawabeueyy pue AUIqeIA [eraueul ediojuny (g Yd)) ealy @oueuiiopiad Aay |'9

AQYYOIHOOS VIAYY IONVINHO4HId A3X 9




£Z0Z ANNC Of  "20Z ATNF L0 A0IY3d IHL HO4 NY1d JONVINHOSNT:"  M3DI440 TVIONVNIL 43IHD ﬂaW\,
S
10fey 2 % Emm:n Jokep Juswabeuew
0} papwgns | JoAepy o} JoRep 10 Adon aoinosal
19bpng | pspiugns 10fep 0] papiugns R % >mmomw Ezm_z 0l apIM suopenbel JuSIoIe pue
434N | 19Bpng o} pemwians 1e6pnq pewa | Y€ AAPSRANS | g | edionpy | POE ST R sigeuiersns
14vHa | 43 196pnd 4TULN | 430N eu |0 sesibey | o PR e 0 KD
g Ge/ve0e ¥2/ec0e B/U g/u B/u 0o0d |euld #Z/€202 £2/220¢ uolssilgng ) 1L IYO0D
0} umx__mw%_‘ﬁ lofeypy o} wommmww Jofey juswabeuew
Hmuun papiwgns JoRe|y ,w 0} £20Z UYote 6 SPIM suolje|nbeai 82In0sal
ML 1ebpnqg JoRep 0} paplugns IewWs Le Ag pepiwigns olia | e diolungy puB SME| Ylim jusioiye pue
LAV H3IHLIN 0} papiuqgns 1ebpng . hﬁm."mm,n_ 1ebpng L aoueldwo) a|geuleisns
SZIvZ0Z Hela 196png 434 LN | J3HLN ¥eIa co_mm_Ensm 434LN HBlQ J0 Ao
G B/u ¥2/£20e e/u e/u 000d yelq vz/ecoe £2/2202 T ‘L1 Y02
(012
‘iews B6a) awi paie|siBa)
uoissiwgns uiym  JoAepy juawabeuew
jo jooud 8y} 0} papiugns ! SPIM mmom_ﬁ_m:mm__é 20In0sal
€ ¢ suodal Aue Jo JaysiBal syodal | Q19 | |edoungpy _um_.._u:m_ B_.cr% jusioiye pue
ZG uonoas uolssIWgns z5 uofoas L 2 a|geulelsns
JO uolssiwqgns © J0 JaquinnN j0 Ao
¥ L 5 3 3 ajeq 4 8npayas 9 L1 IVOD
10help
2y} 0) awelaLl Juswsbeuew
(news paje|siba| ani suoie|nbal 203Inosal
L 10 J3)sibal) UIYIM papiwigns B d PIM PUB SMEB] Ylim jusolye pue
uolssiwgns syodal Old | [edRIunN aoue|dwon a|qeulelsns
0 jooud zl uooas j0 Ao
S B/ L B/U g/u 3 5 pue Hoday 0 JagquinN ‘L1 IVOD
@12
‘Ilewa 6'8) . juswabeuew
uolssiwgns auy pajeisibel aoInosal
10 Jo0ud uiyum  Jokepy 9 opIM suonejnbal JUSIoIYB pUE
¢t 11 :spodal Aue Jo Jsysibal 8.0l _umﬁ_Enﬁ_uzm o149 | [edpunp vcmcmaw | UM a|qeulelsns
L/ uonoas uolssiwgng Spaus) SOMEIERIED Jo D
uolssiLugns spodal |/ kY 2 HOHES 1 V09
g £ € € € ajeT uonoes g1 2lnpayas o
] ue|d yo uo
ue|d 4o ue|d yo paubis nebnssaul
paufbis Jjad | paubls ad Jad ajeniul 049 Aq uodal
ued se podal se podal se yodal pue uonebisanul
yo paubls | ssaiboid ssalboid ssalboid | yo paubis Jo paubis ‘sleaf Joud sy
Jad se podal uo uo uoly ueld uo ueld ueid | ul  ainypuadxa ‘suope|nbal juswabeuew
ssesBoid | nebnseaur | nebpssaur | ebiseaul | npebnssaul Yo paubis Jad uocnebisaaul NJRISEAN pUE SME| 2oInosal
uonebpsanu) 2 a ain al se pajebnsanul ainjpuadxa ssapIni4 juawsabeue|y jusioiye pue
alnypuedxe | injpuadxa | injpuadxs | ypusdxe | nupusdxe alnypuadxa |NJ21SBA pajodal ureyn 3|qeulelsns
|IE0D
0004 (easy olbsjens
jebiel £¢/2e0e - (1) Joyeoipu| PIepn)
: |[enuuy 1ebpng 1ebie ] 2Z/L202 souBLLIOHSd ‘ON Ayjeoon Baly
BunybBiep | pe/ezoz [ENUUY | |BNUUY E£Z/2202 auljsseg Jod £y 1M [ealy saibajens snoo4 Ay

0z 10 g abed



£20Z INNP 0€ — Z20Z AN L0 AOIY3d FHL HOd NV1d JONVINHOSId Sd3D1440 VIONVNIL 43IHO

ged)

uo juads 12bpng aseq 1usl|Isel pue
pajeoo||e anuaaal ay} Spooyliaaln
%001 Hodey | g fyediounw SpIep (I | @seaoul pue s|qeureisng
uol|jiw S80IMBS ayy 9l fiddns 191EM Kaneq
4 %00} %G L %05 %G 3= ] %001 %001 olseg ©al4 | jo sbejusdiad 0ld 10§ UOISIAD.H 20INBS
.mM_ﬂ_mwwM_mm w Ayjedpunw juawabeuew
yjuow SULDL £ WOl ay jo ebelanoo 61 SBIAL SOl [BIDUBUL 20Inosal
syjuow z UjuoLl ', yuow g'| Gl yuow | auoN yjuow G| 6'0 1500 [BlOUBUY 2 aniysod uso1e pue
uolEInolea pancidwil olg | [edowni ansIyoy a|qeuleisns
(042) d : ‘
4o paublg ansIyoY jo Ao
14 ) ‘1L IVYOD
s3INpayds O
‘se|npayds 3 soljel [eloueul)
. . i oy P o - syjuow g wol ' : . Juswabeuew
Lz Ll L9 Ll A SuoN L8l 120 Uone|nojes w»u“w_mm 50In0S8)
(042) onel : jusloe pue
Ho paubls | juauna [elouBUY a|qeulelsns
panoidu] 7l 3PIM 0 Ao
7 panalyoy oLg | [ediouniy 1L IV0D
uoissilgns
passaooid 92|0AUI JO
pue paAi@oal | SAEp Og Ulyim
$80|0AU| | SWwloj 219|dwod
sfeq og jo Bunsy| papiwgns wawabeuew
uIyim %001 S10)Ipald oym m._mﬁ_>ohn_ 201nosal
Auuow  woyy 20IM8S 0} ‘saujjawiy JuBIoI4e pue
sheq sheq uongnojes | apew sjuswAied Aiojnieis ayy a|qeulesns
sfeq 0¢ sfe@ 0g | OF uIM | OF UM skeq (042) [ediounw el BPIAA UIyym siojpalo 0 A0
4 UILIM %G6 | UIYNM %G6 %56 %56 auoN 0E UM %56 skep 66 4o paublg | joebeusoied | 0l | [ediunpy 40 Juawhed L1 V09
saInpayas O Juswabeuew
‘seinpayas o 801nosal
syjuowW € Lo} apIAA jusIoILe pue
%06 uolenoles paj|iq anuaAal |edioiunpy a|qeule)sns
(040) | o uonosod zL uoRoa||02 Jo Ao
¥ %06 %G8 %08 %SG L wg'gy %06 %08 4o paubig abejusdlad 0ld anuarey L1 V0D
RyIqeuUlB}sSNg [BIDUBUIH 8100l /anuaiay @dueyusy ‘aApalqo o1bajes [edioiuniy
202 £e0e Bwa €202 juaweabeuew
Aeniga4 Aeniga4 |1Iouno) |lounoy 5B ._.mum_mm: Aenigad j0 suonejnBe: 20Inosal
10 pus Jo pus Aq 0} papigns 0} pepiugns b g pua Ag j1ounod Ll BPIAA L o jusIole pue
Aq papiwgns pepIwgns 1eBpnq 186pNnq ISSIWANS | )" popwgns | oLg | fedpunpy | P | 48 alqeulesns
epuabe @oue|dwo)
106png 18bpnq 1 awnsnipy uawsnipy AL jobpng 10 Ao
¥ jusunsnlpy e/u uauysnlpy B/u e/u 0004 £2/2202 2z/1e0e I 2 syusuisnipy L1 V0D
0D
0004 ! (eary olfejens
1ebre | £2/2202 (1) Jo3edipu| [PIeM)
. [enuuy . o o, 1o B el < jebpng jebie | 2211202 EREITIGIER ON | Ajeoo : ealy
Bunubiaph | ¥e/ez0e Japenp Jad sjabie | eouewIolad £2/2202 [enuuy | [enuuy £2/2z0g |  Sulaseq Jod Aoy Il [ealy salbajeng snoo4 Aoy

62 10 6 sbed



e

€Z0Z ANNC G 720Z ATNC L0 AOMM3d IHL ¥O4 NY1d JONVINHOAET  M3JI440 TVIONVNIL 43IHD
ybrom [e10L
¢l
L20g aunp
og Aq 186pnq juswabeuew
panoidde aoinosal
wmm_ Buipesoxa Mw__@ JuBI01a pue
10 %001 joU BLWIHBAC 2RI a|qeulE}SNS
s59| $59| ss9| $59] $S9] Yodal |enjoe | uo ainjpuadxs Ll juswabeueLy 10 AID
1o %001 10 9,6/, 10 %08 10 %GZ %011 10 9,001 snsian jabpng abejusaiad 0.L8 ainypuadx3y 11 IVOD
FERINES
olseq 9814 10}
Jal|a1 Juabipul alnjonliseu|

" 0240 0L-9beq




£20Z ANNF 0€ - 2202 AN 10 AOIY¥3d FHL HO4 NV1d JONVINHOAYId SHIDIH440 TVIONVYNIL 43IHD m;ou\w
lad se £Z/2z0T
aLul} uo o) alwl} uo o0} papuedsal | ay; Ul 0} sainjonl}s paulanoD)
" papuodsal 0} papuodsal uolnjosal papuodsal aoueutanoh SIEN
706 suolnjosal suopnjosal [IoUno2 uonnjosal [edioiuny pue aAloayg
|1ounod |lounoo uo yodas | jlounos o 1z Jo Ayjeuopouny “quaiog
€ %08 %08 %08 %08 000d 40 %08 10 %08 ssaibold abejusoiad 0lg [ediouniy alnsu3g uy 6 V0D
u
aLUSSOSSE
a0
uewlopad siabeuew podal (¥
e/ pue jun jo jusssasse podas | x) siabeue|y apIp AD
pazieuy } 1uswssasse | souewuopad juswissesse | Jun pue () [edioiuny salnjonJis paulenon
uodal uodal a2 yodal 80 uswaalby pue 0Z pue souewlopdad | x) 0400 J0 soueulaA0b BIEN
souewlopad | ueuuopsd | uewlopad a0 sjuawaalbe sjuewsalBe | Agsuenb pue | juslussasse |[ediiuniy pue sAl0auTg
Japenb Jayenb Jsyenb uewlopad souewlopad | esuewlouad sjuswaaibe | souewlopad 0z Jo Rjljeuonouny usoiya
¥ Uiy X G pIE X G e X G XS 000d XG G SouelLIOlad Auspenp | old ainsug uy 16 V09D
Rlannoadsal
¢coe
Jagwiaydeg
0e pue
zzoz isnbny
VSOV Le Agq ypne
0) papiugns lo} VSOV
SuaLeiEls o} pepiuians | 61 s | e
|eloueul VSOV 0} ¢c/ieng | old [edoiuniy mocm__n_Eo.o
|lenuuy pepiugns VSOV 0 Sdv P ’
jojesxg 2z/\zoe VSOV 0} 0} papyiugns ejepljosuocd juswabeuew
jos pspiugns Jo ¢c/ienc 4o pue NTH aoinosal
Jjuswelels STt SUEHIEN=E YSOV | 10 (sdv) juslolye pue
[BlouBUY |elouBul |elouBUY Aq ydisoau [SUETIE = a|qeulBlsns
|enuuYy |enuuy |lenuuy 0 Juswa |EIOUBULS j0 Ao
¥ B/l B/u J0 188 X¢ B/u 000d J038s X¢ 10188 X¢ Bpajmouxdy |ENUUY ‘L1 V0D
I2EDEL) swabeuew
10)pny 20inosal
uoiu|do ypne au} fq Jusiolye pue
pauienbun passaldxa uonessIuILIPE a|qeulelsns
uoluido Jipne uoluido ypne | uoluido ypne uojuido -1 apIinA ues|o 10 Ao
14 paylienbun WIN VN /N uoj|jiw 9y paylend payiiend Hoday Ipny wpny | olg | lediouniy Bujuieisng ‘11 V0D
Fousioiye [euonelado enslydy :2Aoalqo oibajesis Ajjedioiuniy
jebie | _ [e09)
P [enuuy 000M (1)) (easy olbajens
BunyBiapy ¥eIEZ0Z £z/2e0e jebie| iojealpu] & [PIEAN)
: 1eBpng [enuuy ge/lzoe oueulopad ‘ON Ayjeaon : ealy
sjebie | aoueLLolad £Z/2202 [EnUUY £2/2202 auijeseq 30d Ay | Ie [ealy saibajens snood Aay

Suip|ing Aloeded pue ‘uoilewIOjSURI]) QUBLIdO|2A3P [BUOIINHISUI |edipiunw [ewido aALIQ i Baly @dueWIONSd AS) "'

Gz Jo LL'ebed



£

€20Z ANNr0f  "Z0Z ATINC L0 AO¥3d IHL ¥04 NV1d JONYINHO4¥I  13D1440 TVIONYNIL 43IHD MW«
o
8¢ yBlam [ejo |
€20z |udy
0g Ad NN
ayy o3 ued 3
uawaindoud Suipjing
¥202/€202 Ayoeded pue
p UOIBLLIIOISURIY
2}ep|josuod quawdojanap s0ua|joXe
ue|d 3 e j0 |euonniisul jo E_U v
€707 £70T uawiaindold | uolssILgns |edipjunw
£ |udy o€ |14dy 0€ @9jei030a41Qq | 4O Exl:lql SZ lewndo aAuq 7 |eOD
€202 Ao
palojuoL aunr og Aq pauIaA0D)
S]OBIU0D palojuoL aoueulopsd SIENY
uo yodal Sjoesu00 Aenb puB aAj0ayg
ssalboud s, 2)el03081Q apim Jo aInyno ‘Jusog
e Aapenp MBN J0 Jaquinpy ve [ediiunjy € @]Eo|nou| Uy 6 V09D
“podal €202 Ao
uonebni aunp og sainjonis pauienos)
%56 ysu o Ayuopy | Aq paeBiyw aoueulanob BIE
Jaysibay SE |ediouniy pue aAoayug
uoneBiyw uonebiu ysiy | s.ejelooalq apIm Jo Ayjeuonouny qusiows
€ %06 %086 %06 %06 000Y %Sl 00L ASU %06 jeuonesadQ 10 % £C [edioiunpy ainsuz Uy 16 1IvV09
€2¢0c sunr Ao
oc kg p sainjonns paulanos
%06 €¢/eeoe ¢e/leoe ejuaLedwl 8oUBLIBN0B -IIeM
1o} palabiey | Joy palebiel dvvd ledioiunpy pue aAlPa]
suojjoe suolnoe ‘uodal dyvd | s.21elo0panq Jo Ajjeuonouny 4ueniyg
¥ %08 %08 %08 %08 000Y 1€ 1O %08 1 10 %08 Ayauopy 10 % Zc SPIM alnsuz Uy 6 Y09
Jeak
18ys)6al |eloueul Ao
pefiieg, A . g
fenuuy 0004 o Al (eary oibejens
BunyBiam ¥Z/E202 £Z/2202 j1eb1e) Jojealpu] @ PIEAR)
186png |enuuy FAAIAA Juewliopad | ON AyijeooT . EAlY
sjebie | soueuLOpRd €Z/2202 |enuuy ge/geoe aujjeseq 30d fay IdX [ealy selfojens snood Aey

0Z 0 Z1-ebed



£20Z ANNF 0 - Z20Z AINC L0 AORI3d IHL ¥Od NV1d SONVINNOLId S¥3D1440 TVIONVNIL 431HD

SoAl10al0 [eUOHNISUl ®ASIYJE 0} SUOISIAIP SSOIOE SUIES] 8SISAIp 8}iun pue pesT

SJUBLLILUOIIAUS |EIIESIBAPE Ul SNSUBSUOD 10 Jusweaibe arsiyoy

Wiea} ay} 0} 3oBgpea) aAjoNJsuoo pue aaisod Bulalb Aq eous|j@oxe eouewlioped JO ainynod e alidsu
wsljeuoissajold pue JNoIABYSQ [201Y)e ‘UolieAouUl ‘BulieyS 0} 8AIONPUOD JUSWUOIIAUS }I0M E pjing
LWEes) ay] ulLIm spasu Bulules| pue juswdo@aap Aijuap)

ssausAnoaye |euosiad eseaiou] 0} JopIo Ul Siayjo o} eouepinb pue Bullojusw apIACId

INoIABYSQ palisep pue aAijoays pJemal pue eziubooey

SUOIJUSAISIUI [BIPBLUBI PUBLLLLIODS) PUE s8ssao0id 3Jom pue Wee} sAloayaul Ajuap)

ST3A3T LNINIAIIHOV

saAljoalqo jeuonniipsul aAalyde o} Japlo ul sdiysuoijelas

ainjeu pjing pue jusje} asiwndo ‘Ajsioalp joadsau ‘gjdoad ebeinoous pue aindsul ‘ebeuew AjoAnoayg | uoniuyeqg fousjadwon

ol

juaweabeuep ajdoad awepN Aosuajadwon

VT

salouajedwon Buipear Jajsn|o

Sa0UEl||e pue
suonisod ‘saibejels dojaaap puUE SUOIEDILNWIWOD awel) o} siake|d Aoy Buolie suoisus) olweuAp pue sdiysuonelas Jamod jo Buipueisiepun asn
uleouod snonbiguie pue xajdwod ybnouy) uonniisul ey} aping

suonenyis xa|dwod Yyim [2ap pue uopoallp oifsjess Mojjo} 0} sI1ayjo jemodwig

suofoe Jo saousnbasuod sy} pue 's10)oe) [ealijod pue sainjonlis [euolnisul pueisispun

aoueAs|al ainsus o} suejd oifeens abusjeys Apusisisuo)

LONNISUI BU) JO SSeuaAnoaue pue ssaiboid sy} Jojuow 0} seinsesw aouewliopad suyap AaAjoy

seale |euonouny ||e ssoloe sjeob pue ABsjess ubiy

Bujuue|d oibajesns jo Buipuelsiapun pue sbpsjmouy yidep-ul Aejdsiq

Jusyul o1Be1ens 0] JusWUBIe pue anjeA aululISiap O} SaNIAIO. || ajen|eA]

e @ © © o @& @ o

Q3IONVAQY - S73A3T LNINIAIIHOV

ajepueuw [euonnyiIsul

21Bojes}s ay) uo JaAlep o0} sieyjo Kojdep pue andsu] pue ‘uopnjsul 8yj 10j UOISIA B Jo3lIp pue apircld | uonpjuleg Kausjadwon

Sl

diysispea pue uonodaliq s1b6ajens awepN Aosuajedwon

bap

saloualadwos Buipes] J81sn|

SIIONILIINOD TVIHIDVYNVYIN IH0D :uonduoseq Aousjadwo 'V
SININIHINDIY ADNILIAJNOD

62 Jo gl-ebed

S

G



€20Z ANNr 0f 202 AN 10 AOIM3d FHL HOd NV1d SONVINYO4d3e 1301440 TVIONVNIA 43IHD <5

1UslWabeueyy [eloueUl] Jo} YJomalwely Aiojeinbal s, Ainseal] [euoieN ajowold e
|0Jjuo09 Jasse Bulpiebal sainpaoold pue saioljod uo asinpy e
seonoeld Juswabeuew [eloueuly jo AluBayul pue Ajienb ayy eoueyus o) ade|d Ul sessaoold pue swsisAs Ind e
suiaouoo Juswabeuew [eloueul pue Bunebpng xe|dwoo ssalppy e
uonnIsul ay o seanoalqo oibaens ay) 0} pauble ale jey) sjebpng aledald e
Aupgisuodses umo ulyIm salienb o] siemsue ajqipalo sapirocid pue sassedo.d 1seoalo) pue ‘Bunabpng ‘Bujuueld jo diysiaumo aAoE 8)E] e
J3ONVAQY - ST3A3T LNIINIATIHOV
Jauuew [eoaiyje ue ul pabeuew ale suoijoesuel)
[e1oueUly [[€ JeY) ainsua 03 Jayun4 saspoeid [ejoueuyy paziufooal Y)m a2ueploode Ul sassadold Juawainososd uoniuyaq
Jajsiulwpe pue juswabeuew ysi [elouBUl a3N3ISUl ‘MO) YSED |0Jlu0d ‘sjebpnqg abeuew pue ‘ajidwod 03 a|qy Aauajadwion
aweN
Sl juswabeuepy |eloUERLL fousyadwon
yBiepn salguajedwon BuipeaT Jaysn|o
sysll ebeuew 03 sainpadold A|dde pue uonejuaws|dwl Adjjod Jo)JUO|y e
s)nsa.J [euondaoxe JaAljgp 0) wee) joaloid ajeAjow pue asusnyu| e
ABojopoyiaw juswabeuew 10afoid Aielodwsiuod Aidde pue Ajjusp] e
ul-Ang 10eloid Buyess Ul siap|oyayels JUBAS|S) pue SallioyIne [aAs|-do) SAJOAU| e
198lo1d U3 10 seanoalgo pue Ayjenb ay; Buisiwoldwos Inoyym palinbal usym 3ebpng pue adoos 10efoud Ajipoly e
sjuawalinbal aoinosal pue juawssasse Joedwl ybBnoiy) saife)el)s juswabeuew sl aAloaye Alddy e
s|eob |euonnyisul 03 Buipioooe spoiuoo pue sanoud souejeq pue sweiboid sidynw sbeuey e
A3DNVAQY - STIATT LNIINIATIHOV
saAl}0alqo 18s UO JaAljap 0} JapJo ul SallAl}oE
a1y19ads ajenjeAa pue Jojuow ‘abeuew ‘uejd {ABojopoyjaw juswabeuew joalosd pue weibosd puejsiepun 03 3|qy | uouyag Aosuajedwon
[~ juawabeuepy j9afoid pue weibold awepN Aouajedwon
ybBiapn salouajadwon Buipean laysn|o

G2 10 1 abed



£20Z ANNC 0€ - 220Z AN L0 AOI¥3d HL ¥O4 NV1d JONVINYOSH3d S 4301440 TVIONYNIL 431HD

JuswaAoldul JOJ SUOREpUSLILLODS

apinoud pue suonejuswedwi yum ssbus|eyo pue sjulelsuod seskjeue pue Ayuspl ‘sejoljod jo uopeNLUO) pue Jojuow pue juawedwy] e
sessaoold pue swa)sAs Juswabeuew ¥su aAisusyaldwoo juswse|dwi ue Anusp| e
sue|d uonualal ysu jo Buipuelsispun ybnoloy) e sjensuowag e
s8A03lqo [BUORNIISUI JO JUSWSASIYOR U} U0 apadwl Jey) ysu aanpas pue Juaasid o) seyoeoidde pue ABojopoyjew [0J3uoo s Alddy e
so|youd ys1 dew pue ‘1se0ai0) Sl PlleA 81eald sl pIfeA 8jesld Msl ainsesw pue seshjeue ‘Ajjusp| e
SISALIP pUE S8A1108[q0 [BUOIN}ISUl A8X OJul SSANBIIUI %SI ¥ul| 0) 8|0y e
J3ONVAQY - S73A3T LINSNIATIHOV
sdiysuoijejals aoueusanob aaneladood asueyud pue sa19ijod jueasjal
jo uonezijenjdasuod ayj 30811p 0} ajqe ‘Jayund ‘suonebijgo pue seanoeld aoueuwsanrob jo Bulpuejsiepun ybnoloyy uoiuyaq
e Aidde pue sjuswalinbal asuerdwos pue ysi Buibeuew ur wsijeuoissajoid Aidde pue josuip ‘@jowoid o} alqy Kousjadwon
aweN
oL diysiapesa] 89UBUIIAOD) fousjadwon
1wy Biapn salouajedwon Bujpean 191sn|9
uonejuawajdull Joj [enusiod ayy Aluspl pue ‘soleusds aooeid }$8g WO SESpl MaU 493S pue XSl paje|ndjed axel e
UORELWIOJSUBL] SADaYS a1 )l|ioe) 0] 8oed Ul suopuaAlsiul [eipswal jnd pue ‘e@Bueyo jo ABojoyoAsd pue joeduw) ey} puelsiapun e
seonoeid abueyo 1saq jsulebe suoiusaieiul ebueyo ylewyousg e
swelboid ebueyo |njoedwi u pes|ayiaxel e
sbueyo Buneyioey ul aouelje o1balens Ysi|qeise 0} SIapjoyayels snoLeA Yim sdiysuole|al sinjnu pue pjiing e
SSBUBAI0YS S,UoNNYISUI By} 8oUBYUS 0} sayoeoidde mau @onpoaul pue ubissp pue ABejens abueyo ejenjeas Alsnonuiuoy e
soAneniul ebueyd Joy diysiosuods pue ul-Ang aindesg e
slap|oyayEe)ls JueAs|al 0} ssaibold AoAuoo pue synsal pue joedw ebueyo Jojuow AjgAloY e
J3DONYAQY - STIATT LNINIAIIHIOV

funwwos ay} 03 sadialas Ajijenb pue [euoissejoid J1aAljap pue saAleniul uolulaqg
Mmau juswajdwi pue aAup A[nySSaoons 0} JoPIO Ul S|9A9] [|B UO UOlJEULIOjSURIL) |BUOIN}IISUI 3jeljiul pue Jo3lIp 0} 3|qY Aousjadwon
aweN
oL diysiapear abueys fouajadwon
ybBrapn saisuajadwon HBujpea 1918Nn|D

GZ jO Gl obed



€202 ANNr 0~ 7702 ATINC L0 AOI¥3d JHL ¥O4 NY1d IONVINHOLHd ~ 301440 TVIONVNIL J43IHD

aouenodwl pue Aousbin jueas|al 1oy 0} Buipiodde syosloid pue sysel asilold

ssouelswnollo Buibueys Buuspisuos sueid 1depy

sue|d Aouabupuoo sjeudoidde Jusiua|dwl pue ubisep pue siojoel ysil ajqissod Anuap)

saAnoalqo [euoiN}isUl aAaiyoe 0} sue|d aAlsusyaldwod pue pajielap ‘1es|d aonpoid

sjo8loid pue sy SE] 10} S2U0]S3|ILL puB SaAI0a(go ‘saulawi] 21si|eal 8|Npayos

sjoefoid pue syse} a)e|dwod 0] suooe pue sabe)s aoueApe Ul Aiuep|

uojjeiusua|dwl [nyssa0ans

1o} seolnosal aeldoidde ubisse pue ‘seilARoE 2)eulpiood pue ajelfajul 'sueid aaisusyaidwoo dojaasp ‘'saAilas(qo |euoiniisul auyep o} 8|qy

G3DNVAQY - ST3A3T LNIINIAIIHOV

ysu abeuew o3 suejd Asuabupuod jusioiyje pjing pue uoniuleq

Aianljep a21a13s Jo Ajenb ayj ainsua o0} AjaAl3oa)ie S80inosal pue uonewojul asiuebio pue aspuond ‘uejd o3 ajqy fRouajadwon

oL

aweN

Bujsiuebip pue Bujuueld Kousjaduwion

UTIETTY

sejauajadwon 8109 laisn|o

SUQISIDap |elow aaalyoe 0} Ajuaisisuod sajdiould [elow |esiaAlun Ajddy

uieb |euosiad y}e8s 10U pue Wes) B Yim Ajun Ul Miom 0} 3|qy

slap|oyaye)s [BulaiXa pue |eulaul 0} UoRNisul 8y} Jo anjea ay) ajowoud AjpAloy

pajou uaym fisauoysip pue uoidniliod jsuiebe aoue)s sAljoe Ue e |

suonenBal pue sajnJt s, uolnNyIsul eyl yim jusnibuod ale ey} sepl pue sjsljaq 'sen|ea juasald
slap|oyayels Juens|al Jo [eacidde ay) uieb pue jusiedsuel) ale jey; uoijepuswiwiodal pue sjesodold ayep
SjUaWIWILIOD yyum suonoe Buiubiie ybnoly) 1oedsal pue isnuj uieb o} s|qy

uonoa11090-|as Jo sainseaw Ajdde pue ‘dojeaap ‘Ajusp|

J3DNVAQY - ST3ATT LNIWIAIIHOV

aouajadwod [eiow s)asjad Jey) Inoiaeyaq
Aejdsip Apualsisuod pue Aubajul pue fssuoy sajowoid jey) Buiuoseas Adde ‘siabBy jesow Ayuspl 0} ajqy | uoniuysqg Aouajadwon

aouajadwo?) [elo| awepN Aouajadwon

Wb

sajouajedwon a10) J9ysn|o

SIIDONILIJINOD TYNOILYLNDD0 FHOD uonduoseq Aousjedwo) ‘z's

62 i0 91 obed



£20Z ANNF 0€ - 220Z ATNC L0 ORI3d IHL ¥Od NY1d SIONVINEOZYId S.4301440 TVIONVNIA 43IHO

sayoeoldde sonoeid }saq aleys pue sespl Mau }iol|@ 0} suoissas Bulieys uopeuliojul pue abpajmousy Jenfbal pjoH
Buleys abpsjmouy pue Bujuies| Jo 8AI}ONPUOD 81NjIND B 8jeald

JuswabeueL UonewloUl pue abpajmouy Jof swaisAs Buliojuow pue sainsesw sjeindde ysijqesy

SUONNYISUI SNOLIBA S$SOJ0E Juswabeuew abpajmouy aoioeid-}seq sjowold pue aieys

speau Juswabeuew abpsimouy ainjnj }9aw o) sassad0id pue splepue)ls dojsasg

swajsAs pue sjuswalinbal juswabeuew abpa|mouy pue uoljeuliojul ainjng 101pald Al2Aiosy3

A3ONVAQY - ST3ATT LNIWIAIIHOV

juawuiarob [eso] yo aseq abpajmouy| 8A1}23]|09 3y} 8dUBYUd O} J3pIo uoniuyed

ui ‘e1paw pue sassasoad snouea ybnoayy uoreuniojul pue abpajmouy jo Bulieys pue uoijelaual auj sjowoid 03 3|9y Kouejadwon

swieN

juawabeuepy uoyewloju] pue abpajmouy fouajadwion

b

salouajadwon 2109 19)sn|H

speeu juslo Aluspl 0} Yyoseasal ul abebus Ajsnonujuo)

uonesidde jeuonnyisul esodold pue Alanjep @o1Aies pue ss8004d Ul sooljoeld }saq pue spual} Aiusp|
SIOP|OYSME)S JUBAS[S) WO} suonuaAieiul pasodosd Joy ul Ang pue [eAcidde uleb o} ajay

uonnsul ayl Inoybnoly} sespl mau juswe|duwll pue ee|nwio

UoIINYISUI 8} Ul SEJe SNOlBA Uo suolnjos Ajjuep|

swa|qold xa|dwoo Buinjoses pue BuisAieue ul sienpiaipul sjelidoidde yim ebebug

senbiuyoa) pue sayoeoidde aAjeAouUl pue [edlA|BUB UO SIS Wes) S8yoeo)

Q3ONVAQY - ST3ATT LNIWIAIIHOY

saAnoalgqo o1bajenis £ay aAaiyoe 0} Japio ul sassadoud [euopniisul 2A0lduil 0} aAljeAOUU] B1e uohiulieq

jey) suolpnjos peseq-joe} juswa|duwl] pue ysijqejsa o} spuaij pue sabusjjeyd ‘uojjewioyul asfjeue Ajjeanuio o3 a|qy fouajadwon

g

aweN

uoljeAouu] pue sisfjeuy Kousjadwon

ybBiap

salouajadwon alon Jajsn|o

¢z 0 L} abed



€202 ANNF 0E  70Z AN 10 dOIY3d FHL ¥Od4 NV1d JONVINHO4H3d ~ "301440 TVIONVNIA 43IHO

uonnIASUl 81 10 YIOM 8y BuinjeA pue bunenens

'ssa00ns Buninseaw pue Buiojuow ‘Bupjoely ‘sspiqisuodsal Bujuyep yom Buiubisse pue Buibeuew Joj swaysAs |euonnuisul Bulysigelsy e
alnssaid Japun paseld usym syndino Alenb uo snooy B UBjUBlN e
suojejoadxe Buirsiyoe 0} Juswyiwoo Ae|jdsip pue Wes) pue jjas 0} seAljoalqo pue sjeob Buibus|eysleg e
uopedwos o} ybnouyy syoslold pue yse} mojjo4 e
spJepue)s Ajljenb pue synsas Buiasiyoe o) yoeoidde papiwiiod pue paullLl)ep B sjelnsuowaq e
pajorlisip Buiag SPIOAE pue }NSal pus 8y} U0 SN00
indino Alllenb ainsus 0} S8W0JIN0 PUE SPJEPUEB)S UMO MLIaA Ajus)siSuoy) e
A3ONVAQY - ST73A3T INIINIAIIHIVY
saanoalqo payiuapl jsuiebe Ajjenb pue sjnsai —
ainsesw pue Jojluow AjaAoe o} “syung ‘spiepuels Ayjenb joaw o3 siayjo abeinosus pue suopejoadxs peadxa muyea
0} Buialys Apualsisuod ajiym saanaalgo pue synsal Buiasiyoe uo snooy} ‘spiepuels Ajjenb yBiy urejurews oy a|qy Aouajadwon
aweN
S snao4 Ajjenp pue synsay Rouajadwon
TSTETT salousjadwon alon Jajsn|o
auldiosip pue 2oua)edwod |elow Jo sjaAs| YBIY Uim Blpaw au} Yim S]e0junwiulod 0} 8|qy e
uoinysul sy Jo abew sAilsod B aoUByUS 0] ¥88S PUB SISP|OYSHEIS [BUISIS O} UORNIISUI Y] alowold pue 1ayiely e
so|diourid ajad oyleg sajowold 1Byl UoIIEN}IS UIM-UIM B 1B SAILE pue siepew xajdwod punole suoienobau joallp Ajlgajosys o) a|qy e
sanss| xa|dwoo uo syulodmalA BuneIuNWWIoD Usym spaau [euolniisul yum saaoadsiad [eonjijod aouejep, e
ABe)ens uoeoIuNwwod paulap-jjom e dojgaaq e
Slap|oyaye)ls JUBAS|al 0} SIajjelll DAIISUSS pue ysiu-ybiy ajesjunwwon AjgAijosyg e
J3ONVAQV - STdA3T LNJINIAIIHOV
‘ uoniuyaq
awo9No palisap ayl sAalyae 0} slapjoyayels asuanjjul pue apensiad ‘AaAuod AjaAljoaye o} Japlo ul
aouaipne ay} Jo} ajeldosdde Jauuew as1ou09 pue pasnool ‘1eajo e ul seapl pue abpajmouy ‘uoijeuliojul aleys o} a|qy Aouajedwon
awepN
[ uonEDIUNWWOY fouajadwon
ITTET T sajoualadwon 2109 Jaysn|o

¢z 10 81 8bed

-@i_@[b




Page 19 of 20

6. CONSOLIDATED SCORESHEET (PERFORMANCE ASSESSMENT
CALCULATOR): DIRECTOR: TECHNICAL AND INFRASTRUCTURE SERVICES

In terms of Regulations 805 of 2008, the Employee will be scored on a ratio of 80% for Key
Performance Areas (KPAs) and 20% for Core Competency Requirements (CCRs) It is also
required that the KPAs relevant to the Employees Functions also be weighted in terms of
importance out of a total of 100%, contributing to the 80% contribution to KPAs. It is also
necessary to allocate weighting amongst KPI's and Projects where applicable. A Summary of

total weightings are indicated below.

Key Performance Areas (KPAs) KPA Assess Weighted Panel
Weighting Weighting Score Score

S

Basic Service and Infrastructure Development

Municipal Institutional Development and Transformation 0
Local Economic Development (LED) 0
Municipal Financial Viability and Management 80
Good Governance and Public Participation 20
Spatial Rationale 0
Total KPAs = (KPAs Weighted Score/100%) x 80% 100
Total Core Competency Requirements (CCRs) = (CCRs | 100
Weighted Score/100%) x 20%

TOTAL WEITGHTED SCORE (KPAs + CCRs)
TOTAL WEITGHTED SCORE CONVERTED TO % = (TOTAL WEIGHTED SCOREI/3)
x 100%

N.B. The consolidated Performance Evaluation Results will be attached
separately in the assessment report for the incumbent.

€
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ANNEXURE B

PERSONAL DEVELOPMENT ACTION PLAN AFTER THE PERFORMANCE REVIEWS

After concluding the performance reviews for the Director: Budget and treasury Office,
the outcome of the performance reviews influences the amendment of the Personal
Developmeht Action Plan. The personal growth and the development needs identified
during the performance review session must be documented in the revised Personal
Development Plan to accommodate the new needs as identified during the performance
review discussions. The new Personal Development Plan shall amongst others include
the actions agreed to and the implementation must take place within the set time frames.

Below is the Personal Development Plan Action Plan.

Skills Outcomes Suggested Suggested  Suggested Time Support
Performance Expected Training / Mode of Frames Person

Gap Development Delivery

None

SIGNATURES

SIGNED AND ACCEPTED ON SIGNED AND ACCEPTED BY THE

BEHALF OF COUNCIL EMPLOYEE

NAME: MR.SELLO VICTOR MAKONA NAME: MR. GAADISE GODFREY DITSELE
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