Performance Agreement for the Director: Public Safety
for the period 01 July 2022 — 30 June 2023.
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PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

THE RUSTENBURG LOCAL MUNICIPALITY
REPRESENTED BY

Mr Sello Victor Makona
in her capacity as the Municipal Manager of
Rustenburg Local Municipality
(the “Employer”)

And

Mr Keaobaka Ignatius Boikanyo

in his capacity as the
Director: Public Safety
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 Director: Public Safety 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

the Municipal Manager (hereinafter referred to as the Employer or Supervisor)

and Mr Keaobaka Ignatius Boikanyo in his capacity as the Director Public Safety (hereinafter

referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

1.1.

1.2.

1.3

1.4.

1.5.

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”) from 1 July 2022 to 30 June 2023. The
Employer and the Employee are hereinafter referred to as “the Parties”.

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.

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.

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

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 56
of the Systems 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 Director: Public Safety for the period 01 July 2022

—30 June 2023

2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to —

2,1,

2.2

2.4.

23,

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 Agreementand 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

3:3.

Notwithstanding the date of signature hereto, this Agreement will commence
on the 01 July 2022 to 30 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.

7y
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Performance Agreement for the Director: Public Safety for the period 01 July 2022

— 30 June 2023

4. PERFORMANCE OBJECTIVES

4.1.

4.2.

4.3.

44.

The Performance Plan (Annexure A) sets out-

a) the performance objectives and targets that must be metby 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

M7

5.2.

5.4.

535.

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
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Performance Agreement for the Director: Public Safety for the period 01 July 2022

5.6.

—30 June 2023

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.

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 55%

Local Economic Development 0%
Municipal Financial Viability 20%
Municipal Institutional Development and Transformation 0%

Good Governance and Public Participation 25%

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 Director: Public Safety 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:
CRITICAL LEADING COMPETENCIES

Six (6) Leading Twenty (20) driving competencies Weight

Competencies

Strategic ~ Direction and | ¢ Impact and Influence 10%
Leadership ° Instltut%onal Performance Management
e Strategic Planning and Management
e  QOrganisational Awareness
People Management e Human Capital Planning and Development 10%
e Diversity Management
e Employee Relations Management
e Negotiation and Dispute Management
Program and Project | ¢ Program and Project Planning and 10%
Management Impl'ementa‘tmn
e Service Delivery Management
e Program and Project Monitoring and
Evaluation
Financial Management e Budget Planning and Execution 10%
e Financial Strategy and Delivery
e  Financial Reporting and Monitoring
Change Management e Change Vision and Strategy 5%
e  Process Design and Improvement
e Change Impact Monitoring and Evaluation
Governance Leadership e  Policy Formulation 10%
e Risk and Compliance Management
e  Cooperative Governance

SIX (6) CORE COMPETENCIES

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

Total 100%
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Performance Agreement for the Director: Public Safety 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 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 KPIs and subsequent Leading Competencies

and Core Competencies:

@}
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Performance Agreement for the Director: Public Safety for the period 01 July 2022
— 30 June 2023

Level Rating Terminology | Description

1234 |

5 Outstanding | Performance far exceeds the standard expected of an employee
Performance | at this level. The appraisal indicates that the Employee has
achieved above fully effective results against all performance
criteria and indicators as specified in the PA and Performance
Plan and maintained this in all areas of responsibility

throughout the year
4 Performance | Performance is significantly higher than the standard expected
Significantly |in the job. The appraisal indicates that the Employee has
Above achieved above fully effective results against more than half of

Expectations | the performance criteria and indicators and fully achieved al
others throughout the year

3 Fully Performance fully meets the standards expected in all areas of
Effective 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.

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.
Performance | 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 to encourage improvement.

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

formal assessment with the Panel; and

¢) 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.

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

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

GJM
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Performance Agreement for the Director: Public Safety for the period 01 July 2022

—30 June 2023

¢) 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

7.3.3,1.

T:d:3:d

7.5.3.3.

Achievement

Levels

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

for the appointments, succession planning and development interventions.

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.

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.

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: Qg‘}M
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Performance Agreement for the Director: Public Safety 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.

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:

I5* quarter: Not later than end of the third week of October.
20 quarter: Not later than end of the third week of January.
31 quarter: Not later than end of the third week of April.

4t quarter and annual review: second 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.
@ .
M §
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Performance Agreement for the Director: Public Safety for the period 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 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. The Employer agrees to consult the Employee timeously where the
exercising of the powers will have amongst others — :

a) A direct effect on the performance of any of the Employee’s functions.

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

c) A substantial financial effect on the Employer.

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

12.2. 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
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Performance Agreement for the Director: Public Safety for the period 01 July 2022
—30 June 2023

overall rating, calculated by using the applicable assessment-rating
calculator.

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.

Page 12 of 14 @Q@M @
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Performance Agreement for the Director: Public Safety 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;%?vw,day of Jeor 2022.

AS WITNESSES:
1. ‘g\m}\'ﬁu-

2. C%f\ff(k = b e
)

S
MR KEAOBAKA IGNATIUS BOIKANYO

DIRECTOR:
Signed at RUSTENBURG on this 11‘ day of J wue 2022.
q
AS WITNESSES: 7
L

. G

MR SELLO VICTOR MAKONA
MUNICIPAL MANAGER
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PERFORMANCE PLAN 2022/2023
FOR
Mr. Keaobaka Ignatius Boikanyo
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1. BACKGROUND

This Plan defines the council's expectations of the Director: Public Safety in accordance with the director:
Public Safety'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 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. Technical Scorecard detailing key performance areas (KPA's) and their related performance
indicators, weightings and target dates
4, Competency Requirements
5. Consolidated scorecard (Performance Assessment Calculator)

2. DURATION AND CONDITIONALITIES
2.1.The period of this amended 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 Amended Performance
Plan

[
Signed and accepted by the Director: Public Safety: %

Signed by the Municipal Manager on behalf of Employer:

3. POSITION PURPOSE

The Director: Public Safety 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

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

(iii) Creating an environment that defines the purpose and role of local government fo involve
people in shaping the future of communities

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

[ Good governance and public participation

i Sustainable infrastructure and basic service delivery

) Local economic 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

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 Director's performance since they have worked closely with
him/her 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 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)

4. The Director to provide a rating for himself/herself 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. It may be necessary to have two meetings i,e give the Director scores and allow him/her
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.

6. The evaluation panel to provide ratings of the Director's performance against agreed objectives
as a result of portfolio of evidence and/or 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
Outstanding | 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
the year

)
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above
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. Only those items relevant for the review period in question should be scored
11. 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.
12. The Municipal Manager and Director to prepare and agree on a personal development plan (PDP)
for addressing developmental gaps.
13. The Municipal Manager and Director to set new objectives, targets, performance indicators,
weighting and dates etc. for the following financial year.
14. 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.

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:

Oy 1 &~ W PN —
—_ = —

Basic Service delivery and Infrastructure Development
Local Economic Development

Municipal Financial Viability and Management

Good Governance and Public Participation

Municipal Institutional Development and Transformation
Spatial Rational

All Directorates within the Organisation are accountable for the successful of fulfilment of the IDP's

specific programmes as espoused under each of the above National Key Performance Areas.

2022/2023 DPS TECHNICAL SCORECARD FOR THE PERIOD 01 July 2022 — 30 JUNE 2023

T
W’\P



)
)

€202 ANNT 0€ — 2202 AINf TO AOIY¥3d IHL ¥Od4 A¥VIFYOIS T¥IINHIIL Sda €202/220T

(sS) Juswdojana@ ainjonaiselsu] pue adialRs diseq (S Vd)) eady 2duewiopad Asy |’}

ALHAVS OI'Tdld HLVIOLOTIIA — €20T-T70T NV'1d HONVINIOLAAd
@\J G
N=k

T m«

ALI'TVdIOINAA TVOOT Q4 NINALSNE



€202 ANNT 0€ — 220Z AINf TO AOIY3d FHL YO4 A¥VIIHOIS T¥IINHIIL SdA £20Z/2Z0¢

19151804 (5.4dD)
papuaile @3uepuane £Z0Z aunf 0€ Agq swinJo4 uijod sawoy
30 03 SanlAoe 1) Hodal 5,4dD |euonauny Ajunwwo) EIFEEL
g 0z ST 0T g 000y 4dJ X 0F LED Apapenp 40 Jaquinpn 9 SPAEM |1V |euonjound Hews jo A
€20g aunr
pe1npuod pa1anpuod pejnpuod pa1npuod pa1anpuod papnpuod pe1npuod 0€ AQ pa3anpuod
suopjesado suolesado suojjetado suonesado suojjelado suolesado suonesado suoljelado sawoy
uoliuanald uojuaaaad uonjuanald uopuanaad uonuanald uopusaaad uolusaaid uonuana.d 5921AJ35 40 Ul 35014 ajgeanl|
0T AW X 0F W X ST WA X OT AWNIX G 0004 WL X 0T WL X 0F awo uo Hoday | awd Jo Jsquiny [ SpIEM IV a|doad Buning Lews Jo A3
£C0T aunr
0€ Aq paianpuod
sugiedwes sugiedwea saWoy
uojeanpa Ayajes uoieanpa Alajes Ajajes iy 13 peo. EIEEI
0T ov o€ 0z 0T 000y Alajes peod X Of Ajojes peos oy | peod uo uodsy peoJ jo Jaquiny ¥ splem ||y 40 uonowold Hews jo A1)
€20¢ aunr
0€ Aq pajanpuoa sanss|
suoipadsul | suonoadsul | suopaadsul | suonaadsul pajnpuod suopadsul UO JUBLUBA|OAUI
gouedwod | @oueydwos | soueydwod | sauedwos suoljoadsul suojradsul sauejdwod pue uonedped sawoy
Ayajes Ayajes Aajes A1ajes 2oueljdwod 2aueldwos uodal Aages s, Ajunwwod a|qeanl|
(819 all} 006 241} 00L o241} 05t all} 00T 000y Ayajes auly 006 Ajajes 9.} 008 ApanenD 211} JO JaquIinN g SPIEM IV adesnoou3 Hews jo Aug
sawwelSoid ssauaieme/ UO|1RINPS Y3N0JY] JUBLLUOIIAUR BY3 PUB S}SSE 2)|qnd jo uonaa3oad 9jowold JAILDIr40 JIDIFLVYIS €'
siojetado
wood
wool |od3uo)
pas |0J3uca pajjeisul pajs|dwod
lleuoniesado | ALDD BY1j0 SeJawen uoj1e||eisul £€z0z aunf 0g Agq
wood Suuopouny ALDD oindo auqiy pasijeuonesado pasijeuonelado sawoy
|043u02 ayl uo podas uo jodas wool 1iodau ssai8oud Lood |043u0D SBIIAIBS JO Ul 1541} 9|qeanl|
g ALDDXT uo Hoday ssaudoid ssal8oid 000y |OJIUOD ALDD X T MaN Aldaueng ALDD Jo Jaquinn T | sprepv 3|doad Buping Hews jo Al
JUAWYSIGIN9Y PUE DIUBUSJUIBIA 34NJ2NJISBIL| 3183|300V :IAILDIE0 DIDILVHIS 2'T
pes €20z aunr g Aq (easy |eos o19s1e.18
lleuonesado uodal vodau uodas payioee pasijeuolielado /PIEMA)
asnoy ssaJgoud ssatgdoud ssaJ8oad 00°0000 BWISIEYd SEM UOIIBIS uodad ssai8oud S9SNOH Ajjeaon Baly
ot A XT Aldanenn AjepenD Alla14enD 000TYH ul asnNoy aild X T 2414 BUBLIBIA Agsuenp 3J14 Jo Jsquinp 1 Jealy sa18931e41s sn204 Ayl
Fuiuue|d |epeds pajeldajul UO PAseq aJNIINJISEIHUI PUB SIIIAIDS B[qelja) DAIIBHBE 1500 ‘Ajljenb BpIA0Ld :3AILD3(E0 DIDILVYELIS T'T
_ (eauy |eo 2ida1ens
19818 /piepn)
Sk ye8iel ze/Te0z {1d1) Joseaipul Aeaon ealy
3unysIEM ¥2/€C0T Japuenp Jad s3a8ie | souewlopad €2,/2202 |enuuy |enuuy £2/2202 aulaseq 30d BOUBLLIOLA] AD)| Il Jealy sai8aienis snoo4 Az




€202 ANNT 0€ — 2202 AINf T0 AOIY3d FHL ¥O4 a¥VIIYOIS TVIINHIIL Sda £202/220¢

SSONILHOIEAM TVYLIOL

£Z0T aunr
0E Ag sjuapioul
Ayayes ogng Bunygiyauy
10129410 Ag |BINIONIIS 10} sasiwaud
pausis suodal awl aJuepualie ssauIsng
Aldauend padinbaus ayy 18 souerdwos
sjuspaul yym aoueldwod Ayayes
%86 %86 %86 %86 000y %86 MaN 241} Jo 1215159y 40 98e1uadiag au1y anoddw| S22IAJ9S all4




£20Z ANNT 0E — 20z AINf TO AOIY3d IHL ¥O4 Q¥YIIV0IS T¥IINHIIL Sda £202/220T

0Z :ONILHDIIM
€20z dunf
0€ Aq anuanal Juawaseuew
SDIAIDS IRl | 924nosal
pa3129||02 g Juawedlojul juBI1214° pue
anuaAsJ Meq 3|qeuleisns
uo uodal Jo (spuey ui) apIm uo1329]]02 J0 Ao
S wgy wgy wipy wzy (000Y) (wgy) (wzy) Ausspenp 938 U01II|j0D o) jedipiuniy anuanay TT V0D
€20z aunf
0€ Ag anuanal Juawadeuew
Juawaseuew 24nosal
pe12@||02 Ja1sesig juRIe pue
anuanal g Aouablawy ?|qeuleisns
00 00 00 00 uo Jodas Jo (spuey u1) apim uoi3||0d jo Ao
S ‘005 29TY ‘005 Z9TY | "00SZ9TY | "00S T9TH (000Y) (00°000 059Y) (00S €19Y) Apapenp 91el UoRIB||0D 6 [edruniy anuanay 1T V0D
JuauRBeuew
324nosal
€20z 2unf 0E Aq walLe pue
syodal anuaasl Sunsal 3|geulesns
uoJiel12U0I3s pue Suisuai] apim uol1393||02 Jo Ajo
0T wiyey ws'szy WLty ws gy (oo0y) (wyey) (wogy) Alyuow paudis | joanjen puey g |ediuniy anuanay TT1v09
A3l|IgBUIBISNS |BIDUBULY 310WO01d/ENUBAsY 3dueyul 1aAI193[q 0 J13e1eNns

(0z) 3uawabpupiy pup A3IqIA [DIUDULL [DAIUNIAI (€ Vd)i) pady asupwiiofiad A3)




€202 INNT OE — 2202 AINf TO AOIY¥3d FHL Y04 ¥VIIYOIS TYIINHIAL Sda £202/2202

SZ 'ONILHDIAIM
€20z aunrog
Ag pasojiuow Al paudsnon
Hodas yodau uodal 1iodau paiojuow 519BJ1U02 @3uewJopad TEA
ssa8oud ssaJfoad ssai8oud ssaJ80ad $}2BJ3U0I UD §,9181019311Q e Ajjenb jo aunyna pue aA12943
[ Apaueny Alanenp Apspenp Alanenn 000y z MaN podads ssasdoud Jo Jsquiny ST uolnIsu| B 3382|NJu| uai1y3 uy
o1 o} o1 TZOT AUNrOEAq
papuodsas papuodsal papuodsads |01 papuodsal epuade |1auno) 03 papuodsal
suoln|osal | suoiinjosal SUDIIN|OSAL| SUOIIN|OSAL 0} papuodsal 03 papuodsal suOIIN|OSaY A0 pauisnon
|1aunos J1ounos jIounod |1ounod 7T/120T suoIIN|osay |1ounon asuewopad 1PM
uo podaud uo podal uo Modal | uo jodad 10} SUO|IN|OSRI |1ouno) uo £z0z/eeoe e Ajjenb jo a4nyna puE 3AIPRYI
S Apapenp Ajanenp Ajapenp | Apanenp 000y %00T |1ouUnod ||y Hodal ssaidold 10 @8ejuadiad ia uonnsu| e ajea|nau| uBIRIYI Uy
€Z0z 2unr g Agq uiuue|d A1 pauianon
Hodau Jodas Hodau Hodau 1915199y dvvd 0} papuodsal peaieidajul IEL
dvvd dvvd dvvd dvvd Hoday salaND dyvd e Asojedidipied pue pue aAl10a43
S Aanenp Ajapienp Adspenp | Apsuend 0004 Mmap MIN dvvd AldanenD 10 1aquIinn €T uoINMISu| BAISN|DUl B4NSUT uspId uy
Hodau €z0Z dunr Qg Aq Bujuued AlD pauianog
uojediyw pa1esiniw sysu pajeldajul @M
€20z 2unr g Ag paiesiw ysi Apapenp $,91810192110 e Adoledpryed pue pue anpay3
S 6 L S [4 000y paiediw SIS 6 s X 6 1215192y sy 40 JaquinN 7T uonnyasul | @AISN|RUl dansug Quaipya uy
sduijeaw
JuQulssosse
Joeqpaad Xy
saje|dwa)
Suioday xi £20z aunr
sueld Ag pa1anpuol
DIUBLLIOMD] X{ saonodal ainynd
sjuawaalfe 12841p Yyum 2IUBLIBADD
oueWIOpad | SUOISSAS MBIARS jualedsued) AJD pauianon
uo|ssas uo|ssas uolSSas uo|ssas sue|d paudis xy @ouewlopad pue ‘ajgejunoade ERS
Malnal M31A3I Malnal MBINBI SUOISSAS MBINDI IUBLLIOLIRd 51393151524 |ewio) e ‘anlIaye pue anlay3
S |BWO) XT |BULIO) XT |EWLIO XT |BWLIO) XT 000 |EWIO) X t pPE3aH HUN X+ DIUBPURNY Xir Jo laguinp T uolnisu| JUBIRIYS B4nsul ‘Jusiay3 uy
Aausioiye [euoiiesado sAsIYdy BA13I3[qQ J18338018
0004 (eauy  |eog 218338018
198.1e] £2/2207 /PaepR)
|enuuy 198png Jesiel ze/reoe ‘ON Ajeaon E3NY
Bunysiam vZ/ET0T Jepenp Jad sjpBiel sauewopad €Z/2202 |enuuy [enuuy £7,/2202 auljaseg 30d 1dX 13l [ealy sa1gaels sn204 Ayl

(52) LNJINdOTINIA TYNOILNLILSNI ANY NOILYINYO4SNYHL TYdIDINNIN (2 Vd)) baty asupuiiofiad A3




vﬁ.,.ﬂ

HIDVYNYIA IVdIDINNIN
YNOAYIN AS

€20Z INNT 0E — 220Z AINf TO AOIY3d FHL Y04 Q¥vIIY0IS TYIINHIIL Sda €202/220T

AL34VS 218Nd YO 15341d

_-ORNYHQE X
7 w




-

€20Z ANNT 0E — 2202 AINf TO AOIY3d FHL ¥Od a¥vIIYO0IS TYIINHIIL Sda £202/220T

saouel||e

pue suoiysod ‘sa1galelis do[aAsp pue suolledjunwiwod awely o} siahe|d A2y Suowe suojsual JjweuAp pue sdiysuoriejad Jamod jo Sulpueisiapun asn e

uJ23u03 snondique pue xa|dwod ygnodyl UoiINISUl BYl BpIND e

suo11EN3IS X3|dWod YIMm [E3p pue uoljdalip 218931.11S MO||0} 0 S1ay10 Jamodwy e

suoijoe jo saouanbasuod 31 pue ‘siojoey _mu_u—__on PUE S24Nn3onJajs |euolinijsul puelsiopun L]

3ouUeA3|24 2unsu? o) sue|d oiSa3el3s aSus|jeys Ajjualsisuo) e

uoIIN}IISUI BY] JO SSBUIAIIIBYR pue ssaJSo4d ayj JOoJUOW 0} SaJnseaw aauewsopad auyap AjPAIDY e

seale [euolouny |je ssodoe s|eod pue ASojens udily e

Suiuue|d 21891435 Jo Sulpueisiapun pue afpaymowy Yidap-ul Aejdsig e

ST juaiul 01391415 01 JUDWUS||E PUB SN[BA SUIWID]DP 0} SBIHAIOE |[E 21BNjBAT o
Q3ONVYAAY = STINTT LNINIAIIHOY
SlEpUBL |[eUOIINISUI D[323.13S BY} U0 JaAI|ap 01 Siay3lo Aojdap pue aJidsul pue ‘uoiIn}isul Yyl 04 UOISIA B 19341p pUe apInoid uoijuyag Auszadwo)
cdiysiapeai pue uonaaliqg 218318415 swep Acuajadwo)
FVETENTY sepualadwo) Sujpes] l9snp

sapualadwo) [euadeuely 240D :uonduasaq Aduazaduwio) 'L




&
Py 2

£20Z INNT 0€ — 220z AINf TO AOIY3d FHL HO4 Q¥VIIHOIS 1VIINHIIL Sda £202/2T0T

0T s|eog |euoiniisul 03 Sulplodde $32][3U0d pue sajjolid aduejeq pue swelSoad ajdiynw 28euey e
QIDNVAQY — STIATT LNIWIATIHOV
san1123lqo }3s Uo J3A|[3p 03 J3pJo Ul
saIjIAe J1199ds S3en|ens pue Jojiuow ‘@feuew ‘ueld ‘ASojopoyjew Juswaseuew 103foid pue weiSoud puelsiapun o3 2|qy uonluiag Aousysdwo)
guawafeuey 109fold pue weaSoid awen Aruajadwo)
T TETTY sapuajadwo) SuipesT 1231sn|D
s9n1109[q0 [BUOIIN}ISUI SASIYDE 0} SUDISIAIP SSOIJE SWED) 9SISAIP @HUN puUe pea] e
SIUDLLILUOIIAUS |ELIESIDAPE Ul SNSUSSUOD 10 Juawaalde sA3IYdY e
Wwea) 3y} 0} YIeqPaa} AARINIISUD pue aaiisod SulnS Aq 9oua||9oxa sduewlopad Jo ainynd e aaidsul e
wsijeuolssajold pue JnoiAeyaq [ed1y1d ‘uoizenouul ‘Sulleys 01 SAIINPUOI JUSWUOIIAUB JIOM E Pling e
weal 2y} ulym spaau Sujuies| pue juswdojaAsp Ajpuspl e
ssauaAIloRe [euostad asealdul 01 J9PJO0 Ul SJ9Yl0 01 2oueping pue uliolusw BpInold e
Aosindwo) JNOIABYSQ PAJISIP PUE BAI1D944S pIeMal pue azjugoddy e
0T SUOIIUSAIIUI [BIPSLUS. PUBLULLOIDI PUE SIS5800.4d oM pUE WEd) aAI1Dd Ul AjIIusp] e
Q3ONVAQY - STIATT LNIWIAIIHOY
sanpalqo [euoiinisul
anl1yoe 03 JapJo ul sdiysuoiie[aJ ainjeu p|ing pue jusie} sziwido ‘sjdoad adeinodus pue aadsu; ‘@8euew Ajan10943 uoijuyag Ausladwo)d
AuawaFeue|y sjdoad awep Aduazadwo)
wsiem sapuajadwo) Bulpes 12315Nn[D




€20T ANNT 0€ — 2202 AINr TO AOIY¥3d FHL O AHVI3IH0IS TVIINHIIL Sdd £202/220¢

uawaseuey |epUeUL] Joj yJomawel) AlolenSal s Ainsead] [euojleN S10WOLd e

|043u02 19sse Suipaedad saanpadoad pue sapijod Uo BSIAPY e

sao1oesd Juswadeuew [eppueuly jo Aja8ajul pue Ayjenb ay3 asueyua o3 ade|d ul sassad04d pue swalsAs g e

suJe2uod jJuawafeuew |epueuly pue SuileSpng xadwood SSAIPPY o

Asosindwop uoln1iisul ay3 jo sanneafqo s18aielys ayy 01 pausije aJle 1ey) s1a8png aledasd e
ST Aujigisuodsas umo Uiy salienb 03 sismsue a|qipaJd sapinoad pue sassasouad jsedsalo) pue ‘Suinaspng ‘Suiuueld jo diysiaumo ande EL
INILIdINOD - STIATT LNIFINIATIHOV
JauUBW [B21Y3D Ue uf
padeuew aie suolloesLiel) [BIDUBULY [|B 3BY} 24NSUS 03 J8Y3ind "sao130e.4d |ejoueury paziuSodsl ym a3uepiodae uj sassasotd
juawaJindold J33siulwpe pue juawadeuew YSiJ [BIoUBUL 93N}IISUL ‘MO[} YSED [0J3u03 ‘s}eSpng aSeuew pue ‘@idwod 03 3|qy uojjiuyag Auazadwo)
JHuswadeue|y [eidueuly awepN Aualadwo)
Y3 sapuajadwo) Suipeaq FEHTe]

sysi4 adeuew o3 saanpadosd Ajdde pue uonejuswa|dwi Adljod Jojuo e

s1|nsaJ |euolldaoxa JaAljap 01 wea) 129foad a1eAIjOW pue dUBNIU] e

ASojopoyiaw juswsSeuew 129loid Atesodwajuod Ajdde pue Ajiquap] e

ui-Ang 198lo4d Supjeas uj siapjoyaels JUBAS|3L pue saijioylne [and|-dol anjoAu] e

199foad aya jo sanndalgo pue Ajenb sy Suisiwoadwos Inoym padinbas uaym 128png pue adoos 10afosd Aplpoly e

sjuswaJinbal 92unosaa pue juawssasse pedw| ySnoays saiajells Juswaseuew ysu anpaye Ajddy e




£20Z INNT 0€ — 20T AT TO AOIY3d JHL HO4 Q¥VIIYOIS TVIINHIIL Sdd €202/220T

saARaIgO [BUOIINIIISUL 4O JUSLUBABIYIE By} U0 2padul Jey3 ) s aonpaJ pue juanaJd o3 sayoeouadde pue ASojopoyiawl [os3u0d dsid Ajddy °

sajiy01d ysu dew pue ‘4sesaJo) 3S1d PljEA 83830 H{SI PI|BA 33B31D “isl4 2inseaw pue sasAjeue ‘Ajnuap) °

SI3ALIP pue san130a[qo |[euorn3iasul Asy oul seAERIULYSII U 03 B|qY e

01T
QIDNVYAQY - S13A3T ININFAIIHDV
sdiysuoie|as asueusanod anesadoos aueyUd pue saidljod JueA3|ad Jo uoijez||en3daduod Byl 3034Ip 03 3|qe ‘1ayying *suopedijqo pue

saonoesd sauewsanod jo Juipueisiapun ynoioyy e Ajdde pue sjuawwaiinbal asueljdwod pue ysu Juigeuew uj wsijeuoissajoad Aldde pue 3a3.1p ‘e3owo.d o3 3|9y uoiuyag Aduszadwo)
,diysiapeaq ueulanon awep Aduayadwo)
waem sajpualedwo) Suipea] a83snpD

°

uonejuswaduwi Joy [eipuazod ayl AJusp! pue ‘soleusds ao13oe.d 1580 WOLY SESP] MU 385 pUBD|SH pajendjes el e

UOIIELUIOSURLY BA399)43 B31BH|19By 03 90e|d Ul SUoUBAIBIUI [BIpawS. 3nd pue ‘a8ueyo yo ASojoyohsd pue Joedwi Y3 puelsiapun °

sooioead adueypd 1saq 1suleSe suoluaAISIu| aBuBYD JJBeWYDURY °

swesSoad adueya |nyoedw ul pea| ayl axyeL °

a8ueyd Sunney|ioey ul aouel||e 2195184 YSI|(eISS 03 SIDP|OY|ELS SNOLBA YIm sdiysuolie|ad a4njnu pue piing °

ssauBAIIDaYa §,U0IINIISUL Y} SIUBYUA 0] saydeoldde mau sonpouiul pue udisep pue ASajesns asueyd sjen|ens Ajsnonunuo) .

seArzeniul aSueyo 1oy diysiosuods pue ul-Ang aindas °

0T siapjoyaels JueAa|ad 03 ssaiSoid Aaauod pue synsad pue 3oedw) s3ueyd Jojuow Ajeapoy °

Q3ONVAQY - STIATT LNIINIATIHOY

Ajunwiwod ay3 03 s831nas Ajljenb
pue |euoissajo4d JaA|3p pue saaieRiul Mmau Juswajdwi pue anup A||nyssa33Nns 03 13pJ0 Ul 5[2A3] ||B UO UONELUIOSURS [EUORNIIISUL 2ERIUl PUE 12341p 03 A|qY

uoipuyag Asuazedwo)

(diysispean a8uey)d

awep Adusyadwo)

ydism

sapuajadwo) Juipean

1@3sn)




€20Z ANNM 0€ — 220Z AINf TO0 AOI¥3d IHL Y04 a¥vIIH0IS 1V¥IINHIIL Sdd £202/2Z0T

SuoisIap |elow aA3yde 03 Ajjuaisisuod sajdpulid jelow [esianjun Ajddy e

uied [euosiad 393s J0U pue wea} e yium Ajiun uijJom o1 9jqy e

SI2P|OY){E]S [EUIRIXD PUE [EUI3IU] 03 UOIINYISU] By JO anjen 3y} ajowoud AjBndYy e

pajou uaym Ajssuoysip pue uolldniiod jsujese s3uels sAlldE UB BBL e

suole|ngal pue sajnJ s,uoiIN1ISul Y1 Y3m juaniSuos ale 1Byl Sapl pue s}a1jaq ‘Sen|eA JuSsald e

siap|oya»ie)s JueAa|ad jo [enosdde ay3 uled pue jusiedsuel) aJe Jey) UOIIEPUSWILLOIA) pue sjesodoad a)en e

sjuawwwWwod yum suopnde Sujusije ySnoayy 10adsal pue 3snij uieS o3 a|qy e

u011991102-|35 jo sainseaw Ajdde pue ‘dojanep ‘Ajlquap] e

0T
Q3IONVAQY - STIAIT LNIWIAITIHIV
23u3)adwo) [eJow s3D3|4al
18y} Jnoiaeyaq Ae|dsip Ajjuaisisuod pue Alu8ajul pue Aysauoy sajowo.d jeys Sujuosess Ajdde ‘sia88143 |esow Ajjuapi 03 3|qy uoniuyaqg Ausiadwo)
[2ouaiadwo) jeio awepn Adusisdwo)
sUEIENN sajpualadwo) alo) J=1snpD

S3IINILIJINOD [euoednIzg JHOD :uondiasag Asusladwo)

Judwanoadwi Joj suoiepuswLodal epiaosd pue suonejusws|dw) yiim sedua|(eys pue syulesisuod sasAjeue pue Ayiquapi ‘saiaijod Jo uoie|NLIo) PUe JojiuowW pue Juawa|dw| ®

sassaoold pue swalsAs Juawaseuew ysil anlsuayaidwod juawadwl ue Ajuap| °

sue|d uolualas ysi jo Suipuelsiapun ySnoloys e sjesjsuowag e




\

\

1
a }\\‘rﬂ @ €202 ANNT 0€ — 220Z AINT TO AOIY3d FHL Y04 ¥YIIYOIS TYIINHIAL Sda €202/220T

sajdipuiid 9jad oyieg se30woad 12y} UOIIENHUS UIM-UIM € J& JALLIE PUe SI9}jew Xa]dwod punole suojielosau 19341p AjaAloay2 03 3|qy
sanssi x3]dwo3 uo siulodmaln SUIEdIUNWWOD USYM SPIaU [euoiINIISUL Ym saaipoadsiad [eanijod adueep e
AZe3e43s uoljEdIUNWWOD paulap-|jam e dojaneg e

€ S.12p|0YaXeIs JUBAR[DJ 0} SID}IBW SAI}SUDS PUB }S-YSIY 21e2IUNWWOI A[PAIEYT o

J3IDONVYAQY - S1IATT LNININTIHOV

SW02IN0 paJisap ayl aAalyde 03 SIap|oyaels asuanjjul pue apensiad ‘Asaucd Ajpandaye o0}
JapJo Ul 3susipne ay} 10y dieudosdde JouuBW 3SIDUO pue PasNI0} ‘Je3|d B Ul SEapl pue aSpajmoL| ‘Uojjewliojul 8eys 01 3|qY uoniuyaq Auazedwo)
suoieEs|UNWWOo) awepN Aduazadwo)
UTEIETNY sapuajedwo) 240D J2315n2

spaau jual|d Ayjuapi 03 yoseasad ul a3edua Ajsnonuiuoc)d °

uoneoydde |euoiniisul asodosd pue Alaalap 201A9s pue ssadold ul saondesd 1saq pue spusdy Ayusp) °
S19p|0Y2)e)S JUBAD|S WOy suojuaAIaiul pasodoad 1oy ul Ang pue [enosdde ued 01 a|qy °

uolN3Isul ay3 INoySnoay) seapl mau juswa]dull pue 23e[nwio] ®

UOIINISUL Y} Ul SEBIE SNOLIBA UO Suoiinjos Ajiuap) ®

swajgo.d xa|dwod Suinjosal pue SuizAjeue ul sienpialpu ajeudoldde ym sZeduy °

g sanbiuyoa) pue saydeosdde saiEAOUU] PUB [EIA[BUE UO SIS WES) SAYIEOD .

QIDNVAQY - S1IATT INFWIAIIHIY

san3aalqo o13a3es3s Aay anaiyoe 03 JapJo ul sassadold
|EuOlN}3SU) BnoJdw) 03 BAIEAOUUI BJE JEU] SUO|IN|OS PasEq-10e) Juaiws|dul pue ysi|qelss o} spuaJ) pue saduajjeyd ‘uofeluioul asAjeue Ajea13ud 01 8|qy uouyag Asusledwo)

suorenouu] pue sishjeuy awep Asuajadwo)

FUEIETT sapualedwo) 310D 193snD




€202 ANNT 0€ — 220Z AINf TO AO1¥3d FHL ¥O4 Q¥VYIIHOIS TWIINHIIL Sda €202/220T

S indino Ajljenb ainsua o031 saWo23n0 pue spiepuels umo Ajlian Ajjualsisuo) e
Q3IDNVAQAY - STIATT LNFWIAAIIHOV
san3aalqo paijiuapi suiede
Alljenb pue sjjnsas ainseaw pue Jojuow Aj@AIE 01 “43ying ‘spiepuels Aljenb 193w o3 si1ay3o a8einoduUs pue suolle1dadxa
pa22xa 03 SulAlils Aj3U)sisuod 3)Iym s3AI13I3[qo pue s3jnsal Suiasiyoe uo snaoy ‘spaepuels Ayjenb ysSiy uiejuiew o3 ajqy uorjuyaq Asuazadwo)
45N204 Alljenp pue synsay awep Acusladwo)
Wdem sapualadwo) 310D 1918n)
sayoeoldde ao130e1d 153 2JBYS PUE SE8P] MaU 1121|9 03 SUOISSas Sulleys uoljewulopul pue adpajmoud] Jejndal pjoH ®
Burieys adpamoun| pue SulLIeR| JO PAIFINPUOI B4N3YN2 € B1831D o
juswadeusw uoneWwIoUl pue a8pajmous 104 SWa3sAs ullojluoWw pue SaINseaL B1eINdI. Ysi|gels] ®
SUOIIN3ISUL SNOLEA SS040e Juawadeuew afpaimouy sondeid-1saq ajowold pue aieys e
spaau Juswadeuew aSpajmowy a4niny 159w 03 sessadoad pue spiepuess dojanag °
S swa1sAs pue sjuawalinbas JuswaSeuew adpajmour] pue uonew.oul 3ining 321patd Ajanioay3 ®
1N3L3dINOD - S13ATT LNJNIAAIIHOY
juawuianos |eao| Jo aseq agpajmou)
9A1399]|02 By} BJUEBYUD 03 J3PJO U] ‘elpaw pue sass3204d snowen ySnolys uojiewojul pue a8pajmoln) 4o Sulieys pue uonelauas syl 91owold 03 3|qy uoniuyag Auazadwo)
Juawadeuep uoewIoU| puB adpaimouy] awep Asuajadwo)
wEam sapualadwo) a10) 81snd

auljdpsip pue saualadwod [BJOW JO S[9A3] YS1Y YHM BIPSW BYT Y1IM S1EDIUNWIWOD 01 3|qY

uolnuisul 8y} Jo a8ew) anlisod B 9IUBYUD 0} 235 PUE SISP|OYSY 1S |EUID}S 0] UOIINHISUL 3y} 8jowoud pue 1aJelN e




€202 ANNT OE — 220Z AINf TO AOIY3d JHL YO4 a¥VIIHOIS TYIINHIIL SdA €202/220T

uoIIN3ISul 33 Jo yiom ayl Suinjea pue
Sunien|eas ‘sse3ons Supinsesw pue Sunojuow ‘Supjoely ‘senipiqisuodsas Suiuyap S1om Sujusisse pue SuiSeuew Joj swa3sAs euoniniiisul Suiysijgeisy e

ainssaad Japun pade|d usym sindino Ayjenb uo snaoj e UlRUIBIN e

suoleydadxa Suiasiyoe 03 JuswWHWWOI Aejdsip pue wWeal pue §|as 01 saA13a[qo pue sjeod SulSudjjeyds 18s e
uonajdwod 01 ySnoayy s1aafoid pue ysel1 mojjod e

spJepuels A)jjenb pue synsas Suinsiyoe o3 yoeoidde paljiwwod pue paullLId1ap B djeljsuowag e

pa1oelisip Sulaq SPIOAE PUE 1{NSaJ PuUd 3y} U0 SNJ0{ e




6. CONSOLIDATED SCORESHEET (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 applicable. A

Summary of total weightings are indicated below.

Key Performance Areas (KPAs) KPA Assess Weighted Panel
Weighting Weighting Score Score
s s
Basic Service and Infrastructure Development 55
Municipal Institutional Development and Transformation 25

Local Economic Development (LED)

Municipal Financial Viability and Management 20

Good Governance and Public Participation

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.
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