Performance Agreement for the Municipal Manager for the Financial Year
01 July 2023 - 30 June 2024

RUSTENBURG LOCAL MUNICIPALITY

PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

THE RUSTENBURG LOCAL MUNICIPALITY REPRESENTED BY

MR KEABAKA BOIKANYO
In his/her capacity as the Acting Municipal Manager of
Rustenburg Local Municipality
(the "Employer”)

and

Mr L Jele
in his capacity as the Acting Director of
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(the “Employee”)

{Collectively referred to as the "Parties™)

FOR THE FINANCIAL. YEAR 01 JULY 2023 ~ 30 JUNE 2024
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Performance Agreement for the Municipal Manager for the Financial Year
01 July 2022 — 30 June 2023

PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Rustenburg local Municipality represented by Mr Keaboka Boikanyo in his/her
capacity as Executive Mayor (hereinafter referred to as the Employer or Supervisor)
and

Mr Linda Jele in his capacity as the Municipal Manager (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 54A (1) (a) of the Local Government:
Municipal Systems Act 32 of 2000 (“the Systems Act’) for a period
commending on the 01 july 2023 to 30 June 2024. 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 locai 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;

c) the Employee- means the manager appointed in terms of Section
57 of the Sysiems Act;

d} the Employer- means Rustenburg Local Municipality; and

e) the Parties- means the Employer and Employee.
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Performance Agreement for the Municipal Manager for the Financial Year

01 July 2022 - 30 June 2023

2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to —

2.1,

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 Plan as 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.

3.3.

Notwithstanding the date of signature hereto, this performance agreement
for current incumbent will commence on the 01 July 2023 to 30 June
2024 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 conients 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 Municipal Manager for the Financial Year
01 July 2022 - 30 June 2023

4. PERFORMANCE OBJECTIVES
4.1. 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.

42. 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.

4.3. 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.

44. The Employee’s performance will in addition, be measured in terms of
contributions to the goais and strategies set out in the Employer's
Integrated Development Plan.

5. PERFORMANCE MANAGEMENT SYSTEM

5.1. The Employee agrees to participate in the performance management
system that the Employer adopts or introduces for the municipality.

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

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

54. 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.

5.5. 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. 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.

i
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1.1.

1.2.

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 689%
Local Economic Deveiopment 04%
Municipal Financial Viability 09%
Good Governance and Public Participation : 18%
Total 100%

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.

2. COMPETENCY FRAMEWORK

2.1,

2.2.

2.3.

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.



Performance Agreement for the Municipal Manager for the Financial Year
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:

CRITICAL LEADING COMPETENCIES

Six (6) Leading Twenty (20) driving competencies
Competencies
Strategic Direction and | « Impact and Influence 10
Leadership Institutional Performance
Management

e Strategic Planning and Management
» Organisational Awareness
People Management e Human Capital Planning and 10
Development
¢ Diversity Management
Employee Relations Management

+ Negotiation and Dispute
Management
Program and Project|e Program and Project Planning and 10
Implementation
Management » Service Delivery Management
e Program and Project Monitoring and
Evaluation
Financial Management | e Budget Planning and Execution 10

Financial Strategy and Delivery
¢ Financial Reporting and Monitoring

Change Management e Change Vision and Strategy 5

+ Process Design and Improvement
Change Impact Monitoring and
Evaluation

Governance s Policy Formulation 10

Risk and Compliance Management

Cooperative Governance

S 81X (6) CORE'COMPETENCIES

Leadership

Moral Competence 5
Planning and Organising 10
Analysis and Innovation 5
Knowledge and Information Management 5
Communication 10
Results and Quality Focus 10

Total 100%
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Performance Agreement for the Municipai Manager for the Financial Year
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.

7.3.

7.4.

7.5.

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

contract of employment remains in force;

Personal growth and development needs identified during any performance
review discussion must be documented in a Personal Development Pian 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 strategic objectives and strategies set out in the Employer’s IDP.

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

KP1, over or under performance are calculated and converted to the

1-5-point scale automatically. These scores are carried over to 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 KPls and subsequent Leading

Competencies and Core Competencies:

Page 7 of 14
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Performance Agreement for the Municipal Manager for the Financial Year

Level Rating

Terminology

fag

45

Outstanding
Performance

01 July 2022 — 30 June 2023

Description

Performance far exceeds the standard expected of an
employee at this level. The appraisal indicates that the
Employee has achieved above fully effective resulis
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 a! 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 Performance Agreements 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 performances
criteria and indicators as specified in the Performance
Agreements 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 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 o 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.

7.5.2. Assessment of the Leading Competencies and Core Competencies:

Page 8 of 14
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Performance Agreement for the Municipal Manager for the Financial Year
01 July 2022 - 30 June 2023

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.

b) All competencies must therefore be considered as measurable and critical

in assessing the level of a senior manager’s performance.

¢) 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.
7.5.3. Achievement Levels

7.5.3.1. The achievement levels indicated in the table below seirves 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 Description

Lavels

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.
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Performance Agreement for the Municipal Manager for the Financial Year
01 july 2022 — 30 June 2023

7.6. Performance Assessment Panel

7.8.1. For purpose of evaluating the annual performance of municipal manager, an

evaluation panel constituted of the following persons must be established:

a)
b)

c)

e)

Executive Mayor or Mayor

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.

Mayor/ Municipal Manager from another municipality; and

Member of a Ward Committee as nominated by the Executive Mayor

The Manager responsible for human resources of the municipality must provide

secretariat to the evaluation panels

8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1.

8.2.

8.3.

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.
3 quarter: Not later than end of the second week of April.

4t 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.

Page 10 of 14 @ LY



Performance Agreement for the Municipal Manager for the Financial Year

01 July 2022 — 30 June 2023

10. OBLIGATION OF THE EMPLOYER

10.1.

The Employer must —

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 Empiloyee;

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 {o 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 Municipal Manager for the Financial Year
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 shail —

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 municipal manager, the MEC for local government in
the province within thirty days (30} days of receipt of a formal dispute
from the employee, or any other person designated by the MEC

@ (g
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Performance Agreement for the Municipal Manager for the Financial Year
' 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
insfruments.

15. SIGNATORIES

Signed at RUSTENBURG on this 23 dayof JULN 2023,

AS WITNESSES:
2. Mg
v / L-.

MR L JELE

ACTING DIRECTOR:

DIRECTORATE COMMUNITY DEVELOPMENT
Signed at RUSTENBURG on this € day of T\ 2023.
AS WITNESSES:

1. %\MQ
' MR KEA IKANYO
ACTING MUNICIPAL MANAGER

-
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RUSTENBURG LOCAL MUNICIPALITY

PERFORMANCE PLAN 2023/2024
FOR
DIRECTOR: COMMUNITY DEVELOPMENT
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1. BACKGROUND

This Plan defines the council's expectations of the Director: Community Development in accordance with
the director: Community Development's performance agreement fo 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 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

Technical Scorecard detailing key performance areas (KPA's) and their related performance
indicators, weightings and target dates

Competency Requirements

Consolidated scorecard (Performance Assessment Calculator)

DURATION AND CONDITIONALITIES

2.1. The period of this Performance Plan is from 01 July 2023 to 30 June 2024.

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

Signed and accepted by the Director: Community Development: .......... &V¥ ...

Signed by the Municipal Manager on behalf of Employe@?’.{?‘?).

o,

Dater s
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3. POSITION PURPOSE

The Director: Community Development is required to:

(i) Lead and direct the Directorate 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

(i} Fostering relationships between the Municipal Council and its Social Partners with specific
focus to the functional areas; and

(i  -Creating an environment that defines the purpose and role of focal government to involve
people in shaping the future of communities

As the head of the Directorate of the municipality, the Director is responsible for and performs the
following functions:

i Good governance and public participation

i Sustainable infrastructure and basic service delivery

jil) Local economic development

iv) Municipal fransformation and organisation development and;

V) Municipal financial viability and management

— i, o, o,

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

2. The Municipal Manager may request input from agendas, minutes and “customers” on the
Director'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 can comment on the Municipal Manager's performance since they have worked
closely with him on some or all aspects of his job.

3. The Director to prepare for quarterly performance evaluation by providing a brief description of
achievements, including the reference fo 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)

4. The Director to provide a rating for himselffherself for the final assessment against the agreed
objectives in the column provided in the KPA scorecard.

5. The Director and Evaluation panel to meet to conduct formal performance rating and agree final
scores. |t may be necessary to have two meetings i,e give the Director scores and allow him/her

2023/24 TECHNICAL SCORECARD FOR THE PERIOD 01 JULY 2023 — 30 JUNE 2024 @Z L 5
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 time to consider them before final agreement. In the event of disagreement, the evaluation panel

has the final say with regard fo the final score that is given.

6. The evaluation panel to provide ratings of the Municipal Manger's performance against agreed
objectives as a result of portfolio of evidence andfor comments and customer input.

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 Director will be based on the following rating scale for
KPA's:

Terminology  Description Rating Level
Qutstanding | Performance far exceeds the standard expected of the Director at this 5

Performance | level. The appraisal indicates that the Director 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 in the job. 4
Significantly | The appraisal indicates that the Director has achieved all others through
above the vear
expectation
Fully Performance fully meets the standards expected in the job. The appraisal 3
Effective indicates that the Director 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. Performance 2
not fully meets some of the standards expected for the job. The review/assessment
Effective indicates that the Director 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 MM has achieved below fully

effective results against almost all of the performance criteria and
indicators as specified in the PA and Performance Plan. The Director 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.
1.

12.

13.

14,

Only those items relevant for the review period in question should be scored

The assessment of the performance of the Director on all Competencies will be based on the
rating scale as reflected in section 4 of the performance plan. :

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

The Municipal Manager and Director 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.

)
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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) 2020/2021 of the Rustenburg Local municipality is aligned to
the prescribed National Key Performance Areas, viz:

e

Basic Service delivery and Infrastructure Development
Local Economic Development

Municipal Financial Viability and Management

Good Governance and Public Participation

Municipal Institutional Development and Transformation

o G2 N
R

o

All Directorates within the Orgénisation are accountable for the successful of fulfilment of the IDP's
specific programmes as espoused under each of the above National Key Performance Areas.
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2023124 TECHNICAL SCORECARD FOR THE PERIOD 01 JULY 2023 - 30 JUNE 2024 @ L 5



g

$20Z INNF 0€ ~ €202 AT1NP L0 AOIM3d FHL ¥Od QYVOAHN0IS TYIINHOIL vEez0e

SPIEPUELS
wawsseue
I5EMM
. jeuopeN
suoday 2Jnonalg
(sauBWB|es o|AIRS ¥ZOE |unf {erieds
[EULIGJUL O JO juswadeuepy | OF AQ adiass pauued
NG gz} IALRS 2158/ [EAORUB) FISEM EIEL:AOMEY
BISEM B UM PEOS B yUM DINIINASRIL
SIUDWB|NIRS [IETHENIELN S WNAS SPABAR [ pue saoI3S Al uasud
|ewsogul |ewsiogy [LITRLTIE aseq Axjenb pue uead
paziugolal Jo aseqeleq pazugonal aptm 10 LOISIAOLG ‘a1qeuqeH
%SG %09 %S5 %05 04 %59 MIN SHdd jo a8ejuadiad T g [ediuniy ELCIerE ] ‘g |eoD
suoday
Bupypeiy
BRHY2A
spIepuRlS
wawsdeusy
ISBM
|euoneN 34NN
A4 |eneds
anpayas sunr g Aq pauuerd
oIS Apeapn | 2o1Ad3s [eaowBs RIEL AU
_m>DEw._ asnial QISEM PHOS SUNIINJISBIELE|
01 553208 1M dal Apjaam e Yim SPIEAR IV PuUe samAIes Ala usug
0 SEDIE [RUIIOS sployasnoy Ji1seqg Ayjenb pue uea|
‘000 8FE OLY Uy sployasnoy 1oy eIy apim 10 UQISIADL] ‘B|GEUqEH
%001 %00T %001 %00T %007 %86 uoneniep | Jo aejuadnag T ot fediungy o3 ‘£ 80D

uzwdoaag ainpPnaselu| pue AzsaMBaq 93IMSS Jiseg Hm

AYVII40DS VAUV IDNVINYOIHId A 9

. 1z 1o 2 ebied



$Z0Z INNC 0E — £20Z ANC L0 GOMYAd THL ¥Od GHVIAHUOIS TYIINHIAL F2/EC02

¥ZOZ Buny
0g Aq (910 Aep
Aeld prom “Aep

%0Cq PO
sainyod ‘Yyoeasno ain
‘SAINUELE Buipus|-3 ‘yesm JUIUILOIIALD nniisesu)
‘sawLuesSold Aelgn s 8'e) Jing JUBIESDI B
‘s1e1siFad sawwegold 3 |einieu Spocyl|aal
FIRPUBNY Adeuq)| spIeph (1Y ‘feieds ]
‘SIuBLLUNI0P pajuesaid B UleIsns i3 |geuieisns
4 T 0 T EL TOTY ¥ MaN dasuo) jeRgquan | 5 S Juaurdoaaag ‘0T |e0D
sucday
FoUBUIILIEN 210008
euse|dwen teneds
s pauuejd
o4 Sjleww? Jo ~HESM B UjUM
JUBUIEIEWOD alnonnseyu; A uasis
33 AQ swo) syuejdwon SpIEM 1Y pUuE SB3|AJIS pue ues|s
uiejdwo) DIUBLDIUEW aseq Aygenb ‘ajqengeH
paudis 03} asuodsal apm | JO UOISiACI]

30 sadon aBeuaniad 5 jedizuniy 14310143

||& £0f
“@yenhb 1ad PZOT dunf g€ JUILEUCHALD
‘5318818115 ANAI0E XT AqQ pajonpuod SpIEA |1V BAISBYOD Ao usaad
Saneluf SaARERY SANRILU| uonegi 104 Ja)si8al SIAIBIIM| Aj|e120s pue pue ueap
a8uey> agueys aduey) adueyo ajewp Fuepuane | sdupyo ajewd apIm Auzjeay ‘aes ‘3]0 uGEH
BIBWEI X T SEWED X T JNLWIXT QY | uc saanenul b MaN pue Loday 10 Jaguuny £ ¥ (ediorun|A e uiEuIep IE jeOH

Wy X T

s 3

. 1z o g ebeqd



¥20Z INNr 0€ — €202 AN 10 QO3 FHL ¥04 QYYIFHOIS TVIINHOAL ¥Z/Ee0

. 1Z o6 8bed

a1 ‘onpionpe 1500 KijenbapiAcld
PARNPLCI
pRINpUOD pajanpuod Sar|Al1oe pPaINpUoD $ZOT 2UNr 0L
SBIUADR S3}IAIIE | ssBudleme EETETN )] ‘swelgolig Ag paonpuod || Jo
$SUIIEME SSAUBIEME pue SSBUBIEME ss3UIIRMY 1auenb sod sweagoid JUSLLELOIALRA
pue pue uCpeINp3 pue puUe uoieEINp3 AlAfIYe XOT ssalERIemy JASaYoD Ao uaaud
uoReINpa (B | uopeInpa | B uQI1EINps B |BIUSLLILOIAUZ 105 S19]5182: puge uolEINDY Ajeoos g pue ueap
ISWUDHALD | BIUBWUOIAUS | UBWUONAUD | JUILIUOIIAUS 1o Iouepuane |EIUSIUDIAUT Auyyeay ‘ajes ‘8|geNGRH
%00T %00T %001 %001 000 01y a8euaniad 00T MaN pue spoday j0 88elusolag Spaem [y E uleauiepy iE 20D
"B1EDYIMAD
uollapdwor
‘518151894
auepuane
pue sanun
w15 flena
uawuoddy
/1aplo
ISEYIINA
fsHBApY 3IN1Inns
|epeds
Hoday pauueid ain
2IUBUIIUIEN -llom B uYBM | JOnUISEIfLE
vZ-ECT paieniul 3InnIseL| ual|Is3t |y
syoafoud pue sedjARg SpooLaA
s1a0load -Cmmn IoUBUIIUIELW SpIep JIY olseg >u.__m3U 2
spafold spalold s308[04d s1a8fosd juslealndold sa|poed 4O UOLSINDA] [qeuteIsns
MIN £ MIN € MIN € MBN € wgy MauZT T ¥e/eT JIA1D $O JaquinnN 33 0T 1809




¥20Z 3INNC 0€ ~ €202 A1NP Lo QORIF IHL ¥Od QUVIIHOIS TVIINHOIL veezoe

12 Jo 0} ebed

SiE =

}je jo yaes |le Jo yoes |12 J0 yoea 18 ANADE jediiungy SBIAIUWBD BAISBYOD
1e Alase 1e Aunyoe 18 AAR muzm_._ﬂ.c_.ms |[e 18 AlnIR feddiuniu paumo Aleros g snosadsosd
IURHIIUBLL BOUBUBLUIEW | SouUBUSIUIRW SIuBUSIUERW Joj uejd fediunu Ayyesy ‘ajes '§ MBS
TTX TIX 11X TEX | SPZOETY X MaN BIUBLIIUEIA 10 BqUiny T splem iy e Wejuey Y9 |B0D
saoeds
uadp
gk ]
utym ¥zoz
us aunr g Aq ite 40}
saneds uadg JELIBpUN pajuaLaidLul RIBLILOJIALD
AITH Ul syafoud SalHAIRE U syaafoad BAISIYOD Ao
usyeLIpUn uone oneatineag uopesyIInNeag Ae1a0s 9 snogadsosd
spsfoad Jlf3Ine3q uo nodas soeds usdo Ayyeay ‘spes g Hews
1 T T /N SOEPISH uopeayiinesq £ £ sseugoud 40 JagquEnN Or SPJEM iy B weulen V:0|eon
syoday
19131 BYOWS
suodey
uol1e1S
{2uIN
BSLRY] §
0jduy) saulw ¥Z0T suny o {[B 404
70T aun( ua woly toawm >n udyelepUn JUSLULGI AL
Aq uayeyapun yeuapun suonelado BASBYOD Ad
FENEATEH] suoneIdQ su Hoday FupoNuo AjRRos g snoJsadsosd
usyedapun unjeLEapUn sucnelado UBRELIBPUN Juriojuow onjesado Buioyuop Appenb Ayjeay ‘a4es ) HEews
suopesddo § | suoilesado g g suonelad0 § | 098 LSt Y Aylenb se oz 0z Alenp iy J|e jo J3guny [ spJem iy e ufejuein v 9 |e0H
¥ZOT AUNfOE
Ag usyepuspun ||e oy
Jauenb swesdosd TUILUUOIAUD
Jad spoday saoue|duwos BA53Y0D Ao
syoday upne pny |2 JEILBUUOHALY Ajepes g snoladsoid
|elLaLL UDEALD 1udluuasAUy euUlatLy Ayyesy ‘ajes 8 HPRWS
%00T %00T %00E %007 | Od |BLaBIU %00T MIN [BUEDIY] XE Jo aBejuadiad 2 spiem v B UlRUiBiA| V19 [e0DH




202 NN 0€ ~ €202 ATNC 10 QO3 AHL HO4 QHVIFUOOS TVIINHIAL v2ieeoe

69 TVL0L
X
Fuogeyia
pue | gx Suogeyla 7x | x Suogeyss
BUBNUER | pueeueyuely | SUOGEYIST | pue eUBjUe
‘BULISIBUd ‘punsieyg [PUE BUBNLEY | ‘BLNSIRYY‘ZX
‘rx sueqeyll “zX suegRY), ‘elisieyd sueqeytt
“pied ayey/ “yied ayaey, | “TxeuegeyIL | Yyed s/
SipAeruLlz alaeiuuyz | Hed e/ aiiagiuuIZ SB1IBIBWED
Jaauold O B|jIABIUURZ “199UO1d ledpiunu
Aaoytayuog | “@oysyuog URduold | Seoysaiuog 10} Woday
NEISEIRY ‘Pinary) | Me0UIsueg ‘RImE) SouBUALIEN
‘1B3|M85Y) 501191930
$3IAIDWAI SAUDPWRD | SISIBLIAD paumo
paumo peumo jedpiuniy $31I318LAI ¥20Z 3unf og lie Jo}
jed |eduniy [edixianiy| Jle jo yoea paumo $B1I818Wa0 AQ paujejuiew JUBILO] AL Ao

LZ 0 1| abed




p20Z ANNT 0 - €202 ANC 10 QO 3HL HOd QUVIFAOIS TYOINHOIAL e/eee

aseydang
10/pue yeoe waeuew
fanseayy | SUMOE Aq Juswaeuew S3nosal
1 199png Ag BnuBASYy pue AujigeIA | RS
pe3adpng [elouBLY g3
199yspeaads i) |edijunty |GBUIEISNS
198png uonoa||o2 alqeutelsns 40 A
PSBIHAY | agejusaseg apim [ediuniy B BInsuy 7T 20D

juawafeue pue AlljiqelA jeueuld (edpuny *g'g

t TYLOL
: EETLIFEEL
40 1517 pausis yZozZ Bunf uoneasd gof pue
0E Ag sawiesSoad 1uawdo@aap
3npayos WBLGO[BARG |eand
uawAed Aqunwiwo) “uelga ‘ymoad Ay si
padwels 3noJyy pajesio I WOUOID asadsoud
saipiunyeddo 10 S1IBIJUOD Ayungroddo paisasnp g Hews
05z juswiuoddy JAOM JO S3QRUAN spaem |ty V9 1e0D

juswido|Aa( JIWOU0D] [EI0T 2'9

1z j0 ) sbeyd



$20Z ANNP 0 ~ £20Z AINC 10 A0 FHL HO4 QUVIZYOIS TYIINHOIL ¥2IEZ0T

UYL

60 1910t
slaplo 0 U
aseyng | BUNrOgAq wafeuew
Jo/pue | PERIULIOD F24n0sas
suoissiwgns 183png warys
SuoneDILIRdS |endeas, B8
ESCtoNET | soljel |epuRLY | |qEUIEIShS
aul Jo (%) uomsod 10 M0
%56 %09 %0¥ %0T WEEEY %56 %EL s8euaniad ST € apem [edipunyy 2ABIYDY IT jecs
DS 03 uejd
Juswainiold ua
£1epl|osuo)
0 UOISSILAGNS 103018 s
jo|lews o} uejd wadeuew
awaJnaoud Asanljap 234n0s3I
- STOT/veor CRITRCH EHTETRITEE
yeoe ala[dwod ainsus oy LR
Iudy ,0E ¥z0z/ST0T ued 240 uawafeuew | |geulelsns
Ag paruwigns UBUBINI0LY UOISSILIANS |espuBUY 10 Ao
Ueld T /N ¥/N /N 7 Jalen YE0T/ET0T 30 91eQ ¥l Spim [edijuniy DAY ZT{eed

EYC] )

T

ue




.

#20Z ANNC 0€ — £20Z AINC 10 JOMAd 3HL HOd QHVOZU0OS TWIINHIIL v2/ezoT

it : asuewiopad Ao
aunr Ag ps [2n39R UM 133YspEBIdS ¥z0Z sajdipund pausanod
1uawa|du ) aunf Ag paludwsjdu uonedpied -||2m pue
SUCIIN{OSoY SUCIIN|0SDY {ouncy SUoLINjosay u_._n:_.._ pue DAIIIBHS
founos 1UNeD YE0Z/E20T apm IoueUISA0E RUETl |
%007 %00T %00T %00T oY 40 %00T [12unoD jo epudly X 40 (%) eFeusniag 8T ¥ Jediunin poos ploydn 6 |20
44 AlD
aunrog AQ (dyvd} sapdioulad pauaros
dv'vd uejd U0y Hpny 1504 uonediped -|laMm pue
ayljeau £7/TT0T $918£0308.1Q ~ sygnd pue AMPIYE
juawaSeuew uawsseuew awafeuepy BUL Jo JuBwWaFeuew FpiIm asueusdnnd REETIE
%08 %08 v/N v/N o)) %08 uoday dyvd Alyuon (%) @8e1us0lad 1 € jedizluniy peos ploydn 16 [EOD)
spodal
SIUSWISSBSSY JO SBINUIA »
seapodal malnal g
19151884 BOUBPUSIY o
WA Y Apapeny x §
* d suodad BoueULIORd
usyenapun Ajio
s SPESH Auaiienb Su3 jo saidoy e sa|dpuLd pausanos
Wiawssasse | SWUA Joj sueid ssWwaISyY 207 2unf OE Ag ylm uonedionied | -jam pue
2 Jouewuopad oueulopag ua’eHIPUN SUOISSIS agnd pue INIIBYR

*S1UBLISSISSE sIuBLSSasse SIUBLISSISSE SIUBLUSSDSS| JuewIopad #e/e7 3l ¥T/ET0T MDIIADY SIUEBULIONB] IoueUIBA0B PUET NI

¥OT 80T T O I v 4o $2:d02 Xg 3y 4o Sado) 0 1aguunN poos ploydn

NOILLYZIDLLYYd D1dnd ANY 3DNVNYIAOD dO0D '+9

1T 10 ¥ abey



¥20Z INNI 02 ~ €202 AINC L0 AORAd THL ¥O4 QHVOIHO0IS TVOINHIAL ¥Z/ezod

81 TVIOL
A
sajdiowd peuranod
207 uonedpiised -|jem pue
Siodal aunr og Aq pazelw 3gnd pue LR EHE
%08 %09 A= %ST 208 UEY] uonediyy pue J315193y S $21RJ0TIBQ apIm 30UBUIBADE TGN
uey) ssa| 10N uey3 559 10N ueyl ssajIoON | ueyl ssa| 1oN | Od $53| J0N %08 ySIy 2f821e11S 31810328410 (%) @Beusa1ad a7 £ Jediuniy pood proydn 6 [e0D
SINUELLE
/suodal 333HWW0
Sunaa]s 100(0ad paudis e
syuiodad soueunopad
waloud / juawadeuew fo
WenuoD pauis « saydiound ﬁw:._.w..,om
syuBwasIZe $30B1U0D uonedpred -jjaMm pue
[8AB] BIMIDS PIUFIS » 10 Supoyuow Jjgnd pue BAIRORYD
12151884 PUB JUSWBTRURLE apim azueuiancs 312143
pood pjoydn 36 |eon

%007

%001

%00T

%001

10BHUGY IJRI01IBAN] »

{96} @8e3uan1ag

5




57 4

#Z0T ANNC 0€ — £20Z ANC L0 QO3 THL ¥Od4 GHVIFHOIS TVIINHIZL ¥Z/€202

sasure pue suopisod ‘soidelens dofaaap pUE SLONEJIUNWIWOD Bwedy 0} siaied Asy Sucwue suoisus) Mweulp pue sdiysuonelas Jamod Jo SulpLieIsiapun asn .
LLIB2U03 snondiquie pue xajdwiod YySnoayl uonnsu; Sy aping .

SUCIIEN]IS XB|HUWO3 YIm |gap puE uoidaup Jdsjens Eozmm 03 s1atj10 Jamodiug .

suOIoe J0 S33UBNbAsUG) By} puE ‘S20308) [EANN|ed PUR $BINJINLS [EUOKNHISUl PUBISISPUL .

asueaaial ainsua 03 suejd a1deles adualjeyd Apualsisuo) .

UOIANISUL 2YY JO SSBUBAIIBYD puE SsaJ504d B JOUUOLL 0] SBUNSEaW mo:m:totwm_ auysp Afpanay .

$EDJE [BUOIOUNS [je sso.0e s|ecd pus ASayea)s uBly .

Fuiuued 181205 Jo Suipuelsispun pue adpamouw Lpdap-ui Aejdsig .

01 ju23ul ndatens o} Juswudije pue anjeA BUILISIBP 0} SBIUAIDE [|e 31en|en] .

U gINVAQY - $TIAT INIWIATIHOY

- o __m._._u_m_m._ae._m_m&_i_a_&_._u_m&wﬁ.ﬂ_«n__h.o soijjop of siotpa Aojtiap pu e__n_.w:.”__v_.m._q..,m_?sws o 0} UOISA & 15941p PuE BpIAGI uonuyaq Aousmaduio
..wami... . ...”...m.umurw“pwmiaw.m.:_.mmﬂ..”. v Lm0y
sepuaaduro) jeuaBeuery 210D ucpdnsaq Ausgado) 1L

sjuswRnbay Aousyadwo)y <z

- LZ 40 9} sbey



$20Z INNI 0€ — £20Z AINT L0 AOINEd 3HL ¥Od QYVIINO0IS TVIINHIAL v2/ET0T

SBAND{QO [BUOHNISUI DASIYIE 03 SUOISIAIP S50138 SWIED) BSIBAIP S3IUN pue peal .

SIUBLLLOJIAUD [BLIESIBAPE U] SNSUSSUOD 40 JUBWBBITE aARBIIY o

Wed) 3Y3 01 X084 Pes} BAIIONIISUD pue anysod Sumd Aq acusijedxe asuewopuad 4O 3aNYND € axdsu) »
WSIHEU0ISSA0Id pUB JNOIAEY3G [EMND ‘Uoieaoliu] ‘SUliBYS 03 BAIDNPUOD JUBLWIUOHAUD HI0M & Pling .
Wes) ay3 ulyim spaau Jujuies) pue uswdoeaap Anuap) .

ssauaArIaye [euosiad asealdu| 0} JAPL0 Uf SIBL3I0 03 BaUEPING pue SulolLBw apIADlg .

INOIABYDY PAJISOP PUE SAI1IS1D pJemal pue aziusodsy .

SUOHUBAIBIU |21PBLUDI PUBLLILIOIBI PUE S355300.d HIOM PUE LWED] SADBgaU AJnusp] e

GHINVAQY ~ STIATT ININIAZIHOY

LR sanpoelqe _mwo_u:num.:._ sABIyE Bmmuwo:. .mn_.._.m..:o.am_ .,u._._...p..m._.u...u__....a ﬁnm.unm_m.u.m.u._.&_.uma.”..ww..n.own afeinosud pue asdsiy ..m.mm.cmm_”.}uu:_uuutm. i SN uonuigeq Asusyadiuey

w_..cmz Asuaysduicy

. _.u«.:..wEu_m.m.:mE v_nowm 5

CmZem ' sapusiaduion Suipes L S " Ie1sn]y

. 1z 40 1) ebeyq



~

$Z0Z INNF 0€ — €202 AN 10 QOIRIA FHL HO4 A¥VIZI0IS TVIINHIAL v2/E202

Juawafeusiy |2DURUL 103 Hiomawely Alolepndad s, Amseal) [PUOEN 310Wald .

{043u02 Yasse BuipieSas seunpadold pue senijod uo asiApy .

sasnoesd Juzwadeuew epueuy Jo Audaug pue Ayjenb sy asueyue o3 ede)d uj sassar0sd pue sWasAs Ingd .
SWIBIU0I JuBFeURW [eloueuYy pue JURIFPNG X2|dwos ssaippy .

uoNUIsL Byl J0 seandafqo N3s1ens syl o] paudije ase jey) s3edpng siedsid .

Ayjiqisucdsas umo Uy s3uenb o3 siamsue 3(aipess sepiacad pue sassanoad ysedasoy pue ‘Sunadpng Buiuueld jo diysIaumo sande 34EL .

. %:wEuuman._m_u:m:.u

i ”uswwu__s... wm_wrw&m_...._ou.. uc__...mw._ ;

sysu @Feuew o3 saunpadosd Apdde pue ucgeluswajdw Ajod Jojuop .

53{Nsa4 [BUCHDIXA Janap 0} Wea} 1oaload S1BAILOW PUE BIUBN|E] .

A3ojopoyiaw wawaseuew afoad Aelodwsiuod Aidde pue Anuap) .

ul-Ang Pa{oud Supjass ul SISPIOYNELS JUBAIDI pHE SBLIOYINe [pAR|-d0] BAjOALY .

walosd ay 4o seanaelgo pue Anjenb ayy Suisiuoadwos Jnoyym pasnbai usym 193png pue adoss afosd Alpoy .

sjuawanbai 82n0sa) pue Juslssesse edw yInoay s13ajens uswadeusw ysU aandeye Aiddy e

s|ecd [euopnuisul 03 Suipiodoe s3313u0d pue seipuold saueleg pue swesdoad sjdnu aSeuey

i 1 .E... J9AHBp 0}4SpIO U m_mn._i“um muumnm m«mz_@_w _u:m ..o».:oE hamm:mE .:m_n .Bo_ovoﬁu:. EuEmmmmmE uuﬂoa _ucm Em._uoa _u_._maw_mv:: o..p w_a__q”.

ma:mEmmm:ms_ ﬁmqo._n_ ucm Eu._mEm. :

: ¥ .u_.m.._.s.._ ........mw_.ucm«wnEuu.u.:_wwu.,.

. 1240 81 sbed



57

FE0Z NN 0€ ~ €202 ATNF L0 QORMAd JH1 HOd QHYIIHOIS IVINHIIL vLicg0e

1] 8

ueneuatuzidwl 104 jepuaiod syl AJIuap) pue ‘soLEUSIS B30 1500 WO SESP! MBU )35 pUR 3SI pajeNJjEI e .
UOHEULIOISUEBL BAIIBYE 9181138} 01 sde|d Ul suchuaAIaiul [Elpawss nd pue ‘eiueyd Jo ASojoysisd pue Joeduwy ay) pueisiapun .
seonoeld aBueya 1seq isuiede suouaslalul aSuey yJewypusyg .

swelfoad s8ueyd npoedw u peajayl el e

afueys Sunnenioey ul asuelje 213ae41s YS||EISa 0] SIPPJOLBRELS SNOMEA YIIMm sdILSUOnE[al 3JN1iNU pUe piing .

SSBUDAIIDDYS 5,UOANMISUI BYE BdUBYUS 0} saypeosdde mau anposiul pue ufisap pue ASa1e1)s afueys agenjeas Ajsnonuuo) .

saaneu a2ueyd 40} diysiosuods pue u-Ang a:noas .

SIDP|OYaYBIS JUBAS|3! 03 ssauS0ad Asauod pue synsad pue Joedwn aSueyd Jojuow ABARDY

1 gEONVAQY - STAATT ININAATIHOY

Ay :EEn.u m_.z 2 mw InIas .ﬂ_mm:a..

v:m _mco_mma»&,a ._wa_wv ﬁ:m uwzam_u_:_ mau “EmEm_nEu u:m m>:u >__qumuu=m a ._wEo w m_gw_ _um w6 :a_umE."amEmb i :o_u:«_ﬁnm wum_u_:_ v:m uum:u B m_ne.. . i S _._o_u__..awo 5:3353
nﬁm._uumw._ wm;msu A e -BueN Ecwamgﬁou
mw_ucﬂwnﬁou Supesn | S ey

. 1z 0 8} abey




$Z0Z INNC 0€ — £20Z ANC 10 QORMAd FHL ¥0d4 (RAIVIFUOIS TVYIINHOIZL $Z/EC0Z

juswasoldw 1oy SUOREPUSWILLEIA 3pjacsd pue suoieuBWR|dw Yyum saBusjieys pue suesuOD sasAiEUE pue Aiuap) ‘sa1aljod 10 UGRENWIC) PUB [0HUOW pue Juatuajduy .
sassavosd pue swaishs Juswadeuew ysu aasusysadwod Juawaldu ue Apuep .

suejd uciuslal 351 jo Sulpueisispun y3nouoy e sjensuowad .

S2A399[40 [PUORNIASUL JO JUSLISABILIE 3Y) U0 Spadiu] 1Bl XS4 AINPaJ pue juanald o3 saydecadde pue ABojopoyisw jonuod ysi Addy .

58110.4d 3S1 dewW pue 4SE3.10) YSH PI{EA 31EB1D HSI PIIEA D1E22 2SI 2Inseaw pue sashjeue "Apuap .

SIBALIP pue mm>;.uw30 _m:o_uzu_um:_ >mx O3U§ SIAIEIUL HSL v_:: [} w.a< .

nuuz<>n_< m._m>m.._ ‘—.st_m_;w_de._

mn_ﬁcoamua._ mu_._m_..._u_:cm ma_um._wnoou saueijua pue sapijod u:m.__w_mh *o nc_«mu m.ﬁnmu ou u:u “uo.:v 3 m_nm cmstn“_ .mno_pmu__au pue R
mm.u oeid mucm_tm:ow jo mm.u:m«m._m_u__: :m:oho:u e Ajdde pue spuawialinbal uucm_“nﬁau ﬂ_._m u_m_h m.._.mm_..mE uL Ew_m:o_mmmmo..n_ Ajdde u:m uuw._mu daoEo.E oy m_n< s uopngag ASuSYRdWeD

on_zﬂm_p_“.é._ mu:m:._.%ow .

mu_u:muunEau m.._._umﬂ .

- AT 10 0z obed




ﬂ @ ¥Z0Z ANNC 0E — £20Z AINC L0 QORAd 3HL ¥04 GAVIIU0CIS TYOINHOIL ¥ZIET0T

SUO(SIaP [BIOUE BABIYDE 0) Ajpualsisuod seydpund jelow jesiaajun Aitddy .

uies jeuossad ya9s 10U PUE LWES) B Yy3im AJJun Ul jJom 01 3Oy .

SIDPJOYSMEIS [BUISIND PUE [BUIDIU] O3 UORNMISUI BYL JO @njeA BUY jowoad ARARDY

pa3ou uaym Ayssuoysip pue uoRdnLIod 1suleSe aouels aAlOe UL ayeL .

suopemSal pue sajnJ s,UoRNNISUI DU YHM JuSnISUeD B1e JBY] SIP! PUB SIB1[3G ‘San|eA Juasald .
S1ap|oyels JUeA3|Al Jo [2acadde 3yt wed pue Jualedsues) aIe jey] UOEPUSWILIEIB. pue sjesodoad ey .
SIUBHEULIOI Yiim suonoe Sujudie ySnoays 10adsas pue isns uied 01 9igy

UORIBLI03-435 j0 sainsesw Aldde pue ‘dojanap ‘Ayuap) .

GIINVAGY = STIATT LNSINIATIHOY

HUBIStLICD m.m..moE mu.u.u:a : m.f_u....._.....o._..;m_._wa Aejdsip Apusisisuod pue Augsiul v:m..r.wu.co_._.m.uams_.owm 3ey3 Bujudses ...,."num...m.._.w.mmrw {etou z_«cu_u._ o819y |

{B5UB1BALWOT [0 | suien Adusiaduiod

sapusisduncy .u._o...... 1 .. wuﬁ...._._.u. :

SADNILIGNGD fovonednizg 3400 wondyosag Austadwoy e

. 123012 9bed




202 ANNC 0£ - €202 ATAF L0 GOIMAd IHL ¥0d QuVIIYO0IS TYIINHIIL ¥2/EZ0e

souenodwy pue Asuadan Jueas|ad Heyl 03 Suipiodde syaaload pue sl 951LIOUG .
sauesWNR Swidueys Sulapisuod suepd Jdepy .

sueyd AduaBunued ajepdosdd e Juswapduwi pue uBISap pue s103dey ysu a|qissod Auapy .
SBARIB(GO [BUORMIIASY] BA3IYIE 03 sue]d DAISUDYALWOD PUE PI[IRIAP eRid BNPOId e
sypalfold pue s)YSE) IO} SAUDISS|ILU PUE SPARIAIGO ‘SHULDWLY JISHEII DINPBYIS

syrafoad pue syse) :apduiod oy suonoe pue sedels SIuBApE Ul AUap) .

uoReuBWa|dL NYSS3INS 103 SPN0SS: Sjepdosdde uSisse pue ‘SaIIAIDR 33RUIPLO0D pue azesSau) ‘surjd sarsuayaldisos dojPAsp ‘sanidalgo jeUCNINSUI BUYBP 01 BjGY .

: __ i L Gl S yspeeuew | o

‘oy sugjd / cw.m:_u:....i BB piing pue AlsAldp B31AI8S Jo Ajenb E_a.m._._.._m_...u 01 Ajantioays saamoss) pue Uopeulioju) ssiuedlo pue asiyiolid \.....m.m_n..uu sjgy R uGRIUad AUsiatie) |
......mmn...._.mmu...o._ucmm:.._c:u_m. . : : wEm.z_wm._...m__unEou...

A - sapusyaduioy 8163 L Camsnp

12 J0 ZZ ebed




Q $Z0Z ANNC O£ — €202 ATNC 10 GOIRIAd IHL YO QY IIH0IS TYIINHOAL ¥eiegot

seyeoidde d3n15ead 1596 B4LYS PUE SEBP| MAU JI|F 0} suCIssas SuMeys uonewIojul pue SBpapmouy J2inal pjoy .
Bupieys adpajmouy pue BUIUIES] JO DARINPUC) FUNYND € 3)eai .

Juswafeurw UGRELIOJU] PUB B3PR|MOoUY J0) SWia3sAs FUiI0}LOLL PUB SRINSESW SIRINIDE US)|qels] .

SUQ[N}IISU) SNOMEA SS0408 JuRtadeuew afpaimow] 3130eld-158G S1owoid pue ueys o

spasu JuwaSeuew adpajmousy 34NN 193W 03 so55a30.d pue spaepuess dopaa( .

5 meum_G _u:m munmEm‘_Eww‘_ u:mEmmm:mE wmvm_z-o:x _Em :o&mE._om.E m.:.z..._m ﬁ__...m.& >_w>ﬂuwtm .

SpaBU JuUBYD AJnuap! o} yaseasas ui a8eSua Ajsnonuguo) .

uonedydde [puonnisu asodoad pue Alaniep 2a1a1as pue sseoo.d Uy seapdeld 158q pue spuasy Anuap) .
S18PIOYBYELS JUBAR[D) WO} SUCUBAIBIL] pasodosd Jog b Ang pue jeacidde ued o} ajgy .

uonnIAsUl Y1 InoYSnosy] seaps mau Juawsdul pue S1eNWIG, .

UOHIN}IISUL BU3 Ul SBAJE SNOLIEA LD SUoiInios Aiauap| .

swa|qoid xajdwod Suiajoses pue FuizAjeue Ui sienpiatpu) ezedosdde yiim adeduy .

mos_o_csuma pue mw_.mumaﬁam aajieACLU] puE [EIRA{BUE LD EmnEwE wea ma;uuou .

n_muz<>n_< ﬂm>u._ ._,st_m>mmxu<

mma_uum_.no u_mmumhm >3_ u>u_:um 3 Japio mmmmauo.a
no_pa_amcm m>o.a§ 03 w>3m>a::_ mhw aw:« mno_pa_nm _ummmn yor] u:mEm_nE, nzm Ysi|qEIsa 03 mu:wb ucm wmm:m__mcu ‘UoRBuLIGI Sshjeae Ajeanii o) aay

uontisag >u_._3unE.ou...

m:oawso::_ _Em m_mzm:e_. oo plepy Aduiayaduied

: .mw_.u.,.._.wuanﬁuu m._u.u : NEATT T

12 10 g7 ebed



5

¥20Z INNC 0€ — £202 ATNT L0 ORI FHL ¥O4 QUVOIIHOIS TYIINHOIZL ¥e/ecoe

auydisip pue 23Ue3ad WO |RIOW JO S|PAI] YS1y YIIM BIPSUI BYL YIEW SF3EIIUNIILICY O BiGY

uoRMsUl 3y} jo adewn anrisod B SIUBYUD 03 YBIS PUE SITPIOYSYR]S [RUIRID O} UOIMISU] B3 Sx0wasd pus Iae .

sa|dipuLd ajad oyieg sarowold Jey] UOHENIIS UIM-UEW B 18 SAKUE puE sia33ei xa]dwod puncie suoenodau 10aIp Ajlsanoeys 01 B[Gy  »

s2nss X31dwod uo sIuodMmata SUREIUNLILLDD UAYM SPaaU [2UCIINISW YM saapdadsiad [zanijod souejep .

ASD1RJYS UCLIEDILNLILIOD pauyYap-||am e dojaaaq .

m._w!o;mv_mum JUBAD[AJ 0} SIDTEW BAIUSUSS pUB xm_‘_.cm:,_ wumu_:aEEou >_m>_uumtm_ .

Quuz<>a< m..m.:m.. EwEw>w§U<

UEDUEO w_w._”maﬁ &r_u BADILYDE 0} SIopjoysyels ﬂucmw_m—ﬂ_ ﬂ:m :

. - uopiugeq hu:ﬂww_bcu

mumzﬂun ..>u>=ou zg_ﬁmte B. ._a_.zo E mucw_ﬁ:m mﬁ uum wum:nc.anm Jauuewr um_uzou vcm.tumzua cmw_u e _.__ mmm_..: pue a2psjMmouy UoljeLLIIoNII SIeYs 0} m_nq :

mco_wwu_::EEau

1 suiey Aousyaduuo)

= .”.u_.#.mmw_za.

sapusiatuiod 8105

aisn

12 j0 pz abed




\N ¥Z0Z ANNC 02 — €202 ATNC 10 AORMAd IH.L M0 QY IIH0DS TVIINHOAL vE/ET0T

UORIMISUL U3 JO JJOA Sy Fuinjea pue Supen|eaa ‘ssadans Sulnsesw pue Sunopucw Buppen ‘ssnipqisuodsss Supnyep Yiom Bujudisse pue SuiBeuew 105 swWRsAs |euonninsyl Fuiysiqelsa .
aunsssad sapun pase|d uaym syndine Alenb Uo snocy e LIBjLIRIA .

suoneadxs Suiasiyoe 0} Juawwiwes Aejdstp pue wesl pue jas o3 saapvalqo pue sjead Suiduajeys 1es .

uona|dwod o3 y2nouys spaload pue ysez mojio4 .

spagpuels Ayjenb pue synsas Suiaaiyle 03 Yaeoidde pajjilWllos pue paulLLIBlap e ajellsuowaq .

PR1ORIISIP SUIBg SPIOAR PUR 3NSSL PUd DU L0 SND0Y .

ndine Ayjenb sunsu 0} SALUGING PUE SPIEPUEIS UMO AJLIBA AQUDISISUC)  »

mm...num:_o _um_uﬁ.._.oE «m:_mmm >u m:a ﬁ:w mu_:mah w.:._mmmE puEe Bu__._o_.c >_w>_ﬁm ) .._me_tzu .mv,_mv:mam .E_m:u ummE :

E. - QIINVAGY = STAATT INIWAATHIY

3 Ewﬁo wmm._:oucw v:m mco_umﬁwmﬁ _"..mmuxm 0 BUIALGS ARUBJSISUOD S{Iym SBAIIBIG0 pue §3nsa) »E_;m._:um uo m:uo» ‘spiepuers Ajjehb _._m__._ ujgjuieL o En«. :

mm:u...i B__m:d u:m mxzmmx.

" uonuyyeq Asusadiion

awiel Aispadiigy

B

mu_uzauonﬁou w._ou.

._Hm.:_u

- 1210 g7 abed




Page 26 of 27

8. Consolidated score SHEET (Performance Assessment Calculator): DIRECTOR

in terms of Regulations 805 of 2006, 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 appiicable. A Summary of total weightings are indicated below.

Basic Service and Infrastructure Development 69
Municipal Institutional Development and Transformation

Lacal Economic Development (LED) : 04
Municipal Financial Viability and Management 9
Good Gavernance and Public Participation 18
Spatial Rationale

Total KPAs = (KPAs Weighted Score/100%) x 80% 100
Total Core Competency Requirements {CCRs) = (CCRs Weighted Score/100%} x

20%

TOTAL WEITGHTED SCORE {KPAs + CCRs}

TOTAL WEITGHTED SCORE CONVERTED TO % = (TOTAL WEIGHTED SCORE/3) x 100%

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

19

2023/24 TECHNICAL SCORECARD FOR THE PERIOD 01 JULY 2023 - 30 JUNE 2024



¥Z0Z ANNT 02 = €Z0Z ANF 10 JORIAd AHL MOF QHYIZHOIS TVIINHIIAL vE/EE0T

uam)d,ﬂmw ST
N

5 1S08SaL)IAR

, e meq

oY 3 v\ T\
N \ raameudis : \ . ﬁ ameulis
N R a2

313" 35H3E WUNIT S RNl e
7

FENTEIN IDWEN

STUNLYNDIS

uawadeuey saioe,

'suonouny uBwWadeuE
128euey jediuniy Neam T 3SIN0D TOUS juawadeuey saples sanptiae) 2y 23euew o3 Ayjigy

"UE|d UORIY UEB|4 Juawudolanag

JEUOSIDd DUY] S MO|DE SSLUBY SLLIL 195 U3 UM 9oed ay2) 3snw: uonejuawajdiug 3y pue 03 paziSe SUOIIDE AL IPAPUIL SIBLC 1STUOLUE jEYS UE|d JLBWAO[BAD() |BUOSIDd MBU 31| *SUOISSNISIP MBIADY
@oueunopad 3yl Sugnp PalIUSP] SE SPAAU MAU BUY SIEPOIIICIIR 0} UB|d IUBWdOBAI( |BUCSIad PESIABL Y] U] PRILBLINIOP B4 1SNW UOISSIS Mmalaad dueuopad ay3 Suunp paynuapl spesu Juswdolaaap
ay: pue Yamosd jeuossad ayt "ueld uoRoy wawdoaa( |eHosIed w;,u 40 JUBLIPUDLUE U] S3OUBNYUT SMDINDL 3oUBIIoLDd BYI 4O BLIOIINO Y3 J0IRUI] Y1 0§ SMaa SouewoMad ayl Supnpucd Jeyy

SMIAAIY IDINVINHOLYId 3HL Y3L4Y NV1d NOLLDY INAINJOEEAIC TYNOSHAd

8 FUNHINNY

. 2z 10 12 obed



