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Performance Agreement for the Director: Technical and Infrastructure Services for

the period 01 July 2025 — 30 June 2026

PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Rustenburg local Municipality represented by Advocate Ashmar Khuduge in his

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

and

Tshepiso William Ncube in his capacity as the Director Technical and Infrastructure

Services (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 56 (1) (a) of the Local Government:
Municipal Systems Act 32 of 2000 as amended. The employee is appointed
on a permanent basis as manager directly accountable to the Municipal
Manager. The Employer and the Employee are hereinafter referred to as “the
Parties”.

Section 57 (1) (a) 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;

c) 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: Technical and Infrastructure Services for

the period 01 July 2025 — 30 June 2026

2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to —

2.1.

2.2.

2.3.

24.

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 Agreement will commence
on the 01 July 2025 to 30 June 2026 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, be
revised.
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the period 01 July 2025 — 30 June 2026

4. PERFORMANCE OBJECTIVES

4.1.

4.2.

4.3.

4.4.

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

5.1.

5.2.

5.3.

5.4.

5.5.

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

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

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

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

The criteria upon which the performance of the employee must be assessed
consist of two components, both of which must be contained in the
performance agreement. The employee must be assessed against both
components, with a weighting of 80:20 allocated to the Key Performance
Areas (KPAs) and the Core Competency Requirements (CCRs), respectively.
Each area of assessment will be weighted and will contribute a specific part to

Page 4 of 14



Performance Agreement for the Director: Technical and Infrastructure Services for

5.6.

the period 01 July 2025 — 30 June 2026

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 56%

Local Economic Development 0%

Municipal Financial Viability 16%

Municipal Institutional Development and Transformation 0%

Good Governance and Public Participation 28%

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

c) 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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the period 01 July 2025 — 30 June 2026

6.4. Competency Framework Structure

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

CRITICAL LEADING COMPETENCIES

Six (0) Leading Twenty (20) driving competencies Weight

Competencies

Strategic Direction and | e Impact and Influence 10%

e Institutional Performance
Management

e Strategic Planning and Management

e Organisational Awareness

Leadership

People Management Human Capital Planning and 10%
Development

Diversity Management

Employee Relations Management

Negotiation and Dispute Management

Program and Project Program and Project Planning and 10%
Implementation

Service Delivery Management
Program and Project Monitoring and

Evaluation

Management

Financial Management Budget Planning and Execution 5%
Financial Strategy and Delivery

Financial Reporting and Monitoring

Change Management Change Vision and Strategy 5%
Process Design and Improvement
Change Impact Monitoring and

Evaluation

Governance Leadership | ¢ Policy Formulation 10%
o Risk and Compliance Management
Cooperative Governance
SIX (6) CORE COMPETENCIES

Moral Competence

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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the period 01 July 2025 — 30 June 2026

7. PERFORMANCE ASSESSMENT

7.1.

7.1.1.

The Performance Plan (Annexure A) to this Agreement sets out

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.

7.5.1.

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 Plan as
well as the actions agreed to and implementation must take place within set
time frames;

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

The Annual performance appraisal will involve:

Assessment of the achievement of results as outlined in the Performance Plan

a)

b)

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

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

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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the period 01 July 2025 — 30 June 2026

Level  Rating Terminology  Description

12345
5 Outstanding | Performance far exceeds the standard expected of an employee at
Performance | this level. The appraisal indicates that the Employee has achieved
above fully effective results against all performance criteria and
indicators as specified in the PA and Performance Plan and
maintained this in all areas of responsibility throughout the year

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

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

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

2 Not Fully | Performance is below the standard required for the job in key
Effective areas. Performance meets some of the standards expected for the
job. The review/assessment indicates that the employee has
achieved below fully effective results against more than half the
key performances criteria and indicators as specified in the
Performance Agreements and Performance Plan.

1 Unacceptable | Performance does not meet the standard expected for the job. The
Performance | review/assessment indicates that the employee has achieved below
fully effective results against almost all of the performance criteria
and indicators as specified in the Performance Agreements and
Performance Plan. The employee has failed to demonstrate the
commitment or ability to bring performance up to the level
expected in the job despite management efforts to encourage
improvement.

7.5.2. The Employee will submit her self-evaluation to the Employer prior to the

formal assessment with the Panel; and

7.5.3. An overall score will be calculated based on the total of the individual scores

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

7.5.5. There is no hierarchical connotation to the structure and all competencies are

essential to the role of a senior manager to influence high performance.

7.5.6. All competencies must therefore be considered as measurable and critical in

assessing the level of a senior manager’s performance. &—-
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the period 01 July 2025 — 30 June 2026

7.5.7. 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.

7.5.8. Achievement Levels

Achicvement
Levels

7.5.8.1. The achievement levels indicated in the table below serves as a benchmark
for the appointments, succession planning and development

interventions.

7.5.8.2. 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.

7.5.8.3. 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.

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 people must be established:

a) Municipal Manager;
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Performance Agreement for the Director: Technical and Infrastructure Services for

b)

c)

d)

the period 01 July 2025 — 30 June 2026

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
of 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:

1% quarter: Not later than end of the third week of October.
2™ quarter: Not later than end of the third week of January.
3" quarter: Not later than end of the third week of April.

4™ quarter and annual review: Third 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.

N
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Performance Agreement for the Director: Technical and Infrastructure Services for
the period 01 July 2025 — 30 June 2026

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;

c) 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: Technical and Infrastructure Services for
the period 01 July 2025 — 30 June 2026

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)(¢),
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Performance Agreement for the Director: Technical and Infrastructure Services for
the period 01 July 2025 — 30 June 2026

within thirty (30) days of receipt of a formal dispute from the
employee; whose decision shall be final and binding on both parties.

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_ /> dayof | = 2025.

AS W SSES:
1. &JOMQP@
2 oo .

MR TSHEPISO WILLIAM NCUBE
DIRECTOR: TECHNICAL AND
INFRASTRUCTURE SERVICES

.}

Signed at RUSTENBURG on this /9 day of TJ - 202

AS WITNESSES:
1. @l@ v 7

ADVOCA SHMAR KHUDUGE
MUNICIPAL MANAGER
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RUSTENBURG LOCAL MUNICIPALITY

ANNEXURE A

PERFORMANCE PLAN
FOR
Mr. William Tshepiso Ncube

Director: Technical and Infrastructure Services

DIRECTOR: TECHNICAL & INFRASTRUCTURE SERVICES PERFORMANCE PLAN FOR THE PERIOD 01 JULY 2025 - 30 JUNE
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1. BACKGROUND

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

There are S parts to this plan:

1. A statement about the purpose of the position

2. Performance review procedure

3. Top Layer 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 CONDITIONS

2.1.  The period of this Performance Plan is from 01 July 2025 to 30 June 2026.

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

DIRECTOR: TECHNICAL & INFRASTRUCTURE SERVICES PERFORMANCE PLAN FOR THE PERIOD 01 JULY 2025 - 30 JUNE Q
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3. POSITION PURPOSE

The Director Technical and Infrastructure Services is required to:

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

government

(i1) Fostering relationships between the Municipal Council and the administrative
arm of the municipality as well other key stakeholders; and

(1i1) Creating an environment that defines the purpose and role of local government

to involve people in shaping the future of communities

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

i) Good Governance and Public Participation

(ii) Sustainable Infrastructure and Basic Service Delivery

(iii) Local Economic Development

(iv) Municipal Transformation and Organisational 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 January and in August 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 are people who are able to
comment on the Director’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 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.

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

5. The Municipal Manger 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 time to consider them before final agreement. In the
DIRECTOR: TECHNICAL & INFRASTRUCTURE SERVICES PERFORMANCE PLAN FOR THE PERIOD 01 JULY 2025 - 30 JUNE
2026
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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

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.

Significantly | The appraisal indicates that the Director has achieved all others through

above the year

expectation

Fully Performance fully meets the standards expected in the job. The appraisal

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

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 Director 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 financial year.

DIRECTOR: TECHNICAL & INFRASTRUCTURE SERVICES PERFORMANCE PLAN FOR THE PERIOD 01 JULY 2025 - 30 JUNE
2026
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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
MUNICIPALITY

The Integrated Development Plan (IDP) 2024/2025 (review) of the Rustenburg Local
Municipality is aligned to the prescribed National Key Performance Areas, viz:

1) Basic Service Delivery and Infrastructure Development
2) Local Economic Development

3) Municipal Financial Viability and Management

4) Good Governance and Public Participation

5) Municipal Institutional Development and Transformation
6) Spatial Rationale

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

DIRECTOR: TECHNICAL & INFRASTRUCTURE SERVICES PERFORMANCE PLAN FOR THE PERIOD 01 JULY 2025 - 30 JUNE
2026

5
P



2-f
\W

9202 ANNF 0€ — SZOZ AINM 10 JOIYAd FHL ¥Od NV1d IONVINNO NI STIIANIS FUNLONYLSYHANI B TVIINHOIL :¥OLOTMIA /A

1o0yspealsds Ayoedes pue 20in0sa)

suofnjosal [1ounod 920z dunr o€ UORBULIOSUBR | yginms  pue

Aq pajuawajdw ‘uawdojanap m.w_amc_muwsm

sajnuiw suoyn|osa) Jeuonnysul :

sa)IWWoD JIouUNod Jo jediunw | 40 Ao

%06 | %06 |° %06 %06 - %086 %06 oljojo (%) ebejuaniad % ¥ Spiem |y | jeumdo  aaug | (L1 VOO

Suipying Ao

Ajoeded pue P3UIBAOS)

el B

olg4q 0€ Aq dvvd 40 fevonmynsuy | PUE 9943

40 paubis Joysibal uonejuawadw jediwnw | JUSOYT Uy

%06 | %06 | %06 %06 K- %06 %06 §202/v20C dvvd | (%) abejusoiad G € SPIEM IV | jewndo  aaua 6 W09

SpJepUBlS AI3AI3P 3DIAIBS UlBjUIR :@AIRBIG 0 J1S31ens

Suipiing Ao

Ayoedes pue paUIoA0S)

uollewtojsues) n__@>>

800 s Aq 9z0Z aunr 0g uawdoRAp | b o anoeys

paubis pue payuaa | Aq pajebniw ysu Jeuonnyisut o

podes  uonebyiwu sejesoPaIq JO jedidiunw jusioy3

%06 | %06 %06 %06 - %06 %06 ASU obajens | (%) abejusoiad G Z SpIBM IV | jewndo  aaug | UY 6 VOO
sBunaaw
Juswissesse
J0 ssjnuIp

9z0z aunp g Suipiing Tl

sioysi601 | g Aq seapodal Awoedes  pue PaUIBA0S)

souepuany 1au1p LM S_;e“_ems: e

SUOISSAS MAIADL ‘Juawdojanap

sjuswsalbe soueulopad |euonmnsul pue w>_6mtm

aouewuopsd (WO} jediunw a3

14 £ 4 } - b £ poubig 10 Jaquinp G l Splem |y | jewndo  aaug | UY 6 V0D

A3uaidiys |euoriesado anaiydy :9A133[qQ 21831438 [edDIUNN T'9

uonedionied ol|qnd pue SoUBUISA0S) Poos) (G Yd)) Baly souewlopad A8y |'9

@AVOdIOIS VAIV AONVINIOLIAd AdA 9

0Z j0 L abed

e ——— N W e e — = Serrrr——— e e mem - i T




9202 ANNF 0€ - SZ0Z ATNF 10 AORI3d IHL ¥OJ NV1d 3ONVINYOZYId STJIAYIS FUNLINYLSVHANI B TVIINHIIL OLOFAIT

8¢ ONILHOIIM
9202 Iudy 02
“uoepIlosuo)
10} 019 o) ueld
e Juswainooid
{¥]] [d]
070z | szoc 1202/9202
920z | 920C ueld
ludy | yorew JusWaIND0Ig J0 uoissiwgng
0€ 5 VIN VIN - | 920Z 1udy 0 | SZOZ YoUBW LE 2)el030341] 0 aleq § SpJem ||y
siapinosd
ERITNETS
ywm Bunesw
10 sanuIpy
sjoeuUOD
Eﬂw_ﬂwwﬂh\w Suipying Ao
souewsopad 920z aunf Og Awoedes pue pauisn0g)
e o e i | e
u‘n_vwmu.”_cmw mc_‘_Ou_COE U:N _mco_us_u_umr” UCN ®>_~Omtm
ajesoag Juswabeuew jedownw | UB0Y3 Uy
%001 | %00} | %00l %001 -y %00L %001 V1S poubls (%) ebejusosed b SPIeM IV | jewndo  aaug '8 V09
Suipung | Juswabeuew




9202 NN 0€ — G202 ANF 10 QOIY3d FHL Y04 NVd 3ONVINNOJNId STIIAYIS FUNLONYLSVHANI B TVIINHIIL :¥0L03IA

9l ONILHOIIM
Jeayspealds
Jebpng 920z aunr
syodal | Of Aqlusds OISM
%001 %S %08 %S¢ %001 MaN Apspend jo abejusoiad 9
920Z aunr o
£q 1ebpnq panoidde

Buipaaoxa 196pnq

JOU BWIBA0 BWILBA0

Jesyspeaids uo ainypuadxs psjeosoje uo

%56 %SL %05 %S¢ wey %6 %8S | 019 psype) abejusolad G 8 spJem Iy | anppuadxy
9oue)dwo?) |eloueul4 ajowold :eapasiqo oibaiens
w
awabeuew
80In0sal
920z aunp Jobpnq | Jusiows pue
wgosy — ¥¥O 0¢ Aq juads Jabpng leydes | s|qeurelsns
| wyy-WsQ33 Joayspeaids | [ended ssjeloioaig pajedojle uo | jo [\Tle)
%56 %S. %08 %S¢ Wy LY — d3NI %56 %0 | 019 payma) | 3y jo abejusosad g L spiem |y | asnypuadx3 | 1L V09

fopow Suipuny [endes pajesgaqul awa|dw) :9ARdRIqQ d16a)ens [ediounpy |1

uawabeueyy pue Aiqei [elouruld [edioiunpy (£ Yd)) Baly aouewIopad A9y Z'9




9202 ANNF 0 - SZ0Z ANF 10 AORI3d FHL YO NV1d JONVINYOLYId SIDIAYIS JUNLINYLSVYANI 2 TVIINHIFL :¥OLOIa

“Z,

(a P,
wiopiad Aoy

Juswdojanag ain

TonaseLU|

PUE S30IAI8S DISEq -(G Ydl)) Ea.Y B0UBWIOHS

salbajellQ

d ASY €9

108 65 /056G | L0G6S L0S 65 /056G | ¢0€S8 Z0€ 68 | Hodai bulliqisod | sesiwaid |eulio} Jo Jaquin L 8L | SPlEMIV | JiIseq 0) SS830Y 8|qeuelsng
mwmm aunr o¢ Aq aleioN ainjoniiseyu|
odod Jo uoieaylosfe UETEEY,
aledyan | Jo | aseud Jo uonaidwiod Aiouose | pue  SPoOOYIRAI
%001 %S. %08 %S¢ wyly %001 MaN uope|dwo) abejusoled 9 Gl | SpleMmIly | Jilseq O} SS830y 8jqeuleisng
0Olg woy
uodas uonnquisip 9202 ainoniseu|
uodal Aiouosis | aunr og Aq sesso; Aoujose Jual|isel
poday S Modai Jo}  uoneuou Jo uononpal abejuadiad uononpas | pue  SPoOYIBAIT
%Gz | ssaibosd | aiboid | ssaiboig xado %52 %/9'22 [oNSHEIS 9 ¥l | Spremiy | ssol [Bo1}93|3 9|qeurIsng
ainonyseyu|
s | S
Ayouosfe M ; iU Aouosie | pue  SpooylaAl]
yum sasiwaid jo abejuadiag
%001 %001 | %00} %00} xad0 %001 MoN | sasruaid jo Jsr7 | ' 9 €l | SpileMm|lv | J1seq 0} S$S300Y 8|qeureisng
ainnJseyu
920z aunr O Aq Jejem “ Ew ce_
a|npayos o mwmsoww F“__u_w me:ﬁo_uom 18)em | pue  SpoOUYIBAIT
62 62| 62 62 xedo 62 12 | souey  seep | PO N 9| z1| spemiv |oseq o sseooy siqeurejsng
ainonJjsesu)
1ojeM U 5_“ mwm.wsm_a ommﬂ:msm 1SjEM | pUE - SPOOYIIBAM
%001 %001 | %00} %001 xado %001 MoN | sesiwaud Jo jsip | ' d d 9 Ll | SPiEMIlY | J1seq 0O} $S3ddy a|qeuteisng
ainjonnseyu;
plepuels JusljIsal
uononpai
podal vm sed  se 9202 SEMIV | ooy | PUE SPOOUEAT
Joda) ss Modal yodas uonejnoes aunp og Aq s9sS0| Jojem ajqeulelsng
%G'¢ | sseiboig | aiboig | ssaiboid xadp %S %G | S0 18)ep 10 uononpal abejusoiad 9 0L Menlpg 90IMBg
ainjonsseyu)
paiddns
9¢0¢ aunr og o b jusljisal
= £q L¥ZSNV'S 0} Bukiduwoo SPBM IV Mw uo_m\w___mm__ pUE  SPOOYISATT
ueldwo) $1s9) 9|dwes Jajem ajqeuleisng
%56 %56 %56 %56 wey %56 %G6 | Woda) soueydwo) Bupyup Jo abejusasag 9 6 :AsneQ doIMBg
uiuue|d |enreds pajeadaju| UG paseq JNIINJIISBIIUL PUB SDIIAIBS S|GRID4 ‘BAI3IDYS 1503 ‘AJilenb 3pinoud :aA123[q 0 21321818




9202 INNF 0€ —SZ0Z ATINM 10 GOIY3d FHL 04 NV1d IONVINNOSYId STDIAYIS FUNLONYLSVHANI B TVIINHOAL :HOLIFAIA <
9 ONILHOIIM
920z aunr og Aq Ayouos|e amnpniselu
0} $5800€ )M uoisiaoud 1ulISal
10 B3JR PAsSUa)| 8y} Aouoale | pue  spooylsaI]
G6¥ 99 G6¥ 99 | S6% 99 G6v 99 G6v 99 | 990 /S 990 /G | Wodau Buligisod | uym sasiwaid Jo JBquINN L 6} | SPeMIlv | Jiseq 0} SS800Y a|geutelsng
aImonnseu|
9¢0¢ sunr Jual|isal
Jajem | pue  SpooyIaAI

0¢ Aq 19)eMm 0} SS8008 )M

e e — — =




9202 INNr 0€ ~ SZOZ ATNr 10 AOIY¥3d FHL YO NV1d IONVINNOSHId STOIAYIS FHNLONYLSVYANI B TYIINHOIL :¥0LO3NIA

&

$3A1103[q0 [RUOTIMIISUI SASIYOE O} SUOISIAIP SSOIOE SWIED) ISISAIP )IUN PUE P

SIUAWUOIIAUSD [RLIBSIOAPE UI SUSUISUGD 10 JUSWSaISe 9ASIYoY

ures} oY} 03 Jorqpad) 9ANONNSU0d pue 3AnIsod Furald Aq 9ous[[99x%2 asuruLIoyrad Jo Mo e andsuj
wSI[euoISs9joId pue J0IARYS( [2OIYID “UOHBAOULY ‘SULIBYS O] 2AIONPUOD JUSWUOIIAUD HIOM € pling
wrea) oY) uIyim spasu Suures] pue justido[aasp Amusp]

SSAUIANIO3YJ [euOsIad 25BAIDUL 0] ISPIO UT SISYIO 03 SoUepINg pue JULIOJUSW IPIACIJ

I01ARYD(Q PAIISSP PUB SANOIYJD pIemal PUe 3ZIUF009Y

SUONUSAIUI [EIPIUIST PUSUILIOOAT PUE $9559001d JI0M pue Wes) 9A1I031JoUl AJIIUSp]

TIIDNVAQY — STIATT INTIINTATIHDV

01

$9AL}99(qO0 [BUORNINSUT IAIGOR

0} J9pJo ul sdIysuonegaa danjeu plnq pue judje; astundo ‘ASIAAIP 3dadsax ‘ordoad aSeimodus pue andsur ‘oSearw APANIYY uonmuya(q Aduszedwmo)

JmowmISeury Ajdoag aue) Ludzedwo)

YSM

sapudjadmo) Surpea] Eililie)

sasuelj[e pue suonisod ‘sor3ajens dojaAsSp pue SUOHEOIUNWIWOI dwel) 0] sIake[d Ao) SuOWe SUOISUS) JTWeU&p pue sdiysuone[al Jomod JO SUIPUBISISPUN 35
w09 snondiqure pue xa[dwos YSnory) uonmnsur aY) IpIngo

suonemis Xa[dwos YIIm [esp PuB UOTOIIP 9139)BIIS MO[[0] 03 SIo Jomodwrg

suonoe Jo sasuanbasuod oY) pue ‘s1010e] [eoNI[od pUE SAIMONNS [BUOHTYNSUI PUBISISPU[)

9ouBAl[aI aInsus o3 sue[d s1391ens AZuUs[[RYO A[IUISISUO))

uonWNSUI 9Y) JO SSAUIANDNRYJS pue $s3150.d 31 JOJUOUI O) SAIMNSLIUW OUBULIOLINd Ju1jap A[2ANOY

SBaIE [BUOINOUNJ [[B SSOIOR S[e03 pue ASajens uSiy

Suruuerd o15a1ens Jo Suipuejsiopun pue a3ps[mowy yidap-ur Aeydsicy

JusyuI 913a1ea]S 03 JUSWUSI[E pue aNJeA SUIULISJSP 0) SANIANOE [[B djen[eaq

JIINVAQV — STIATT INTWNIATIHDV

J)epuBwI [BUONNINSUT IISIBIIS Y} UO JIAIIP 03 SI9YJo Lo[dap pue sJidsur pue ‘UOPNINSUI IY} 10J WOISIA B JOIIP PUEB IPIACL] uopmya( Lruajadure)

01

digstopear] pue UondAII(J 13BN swig) Adudjadwmo)

JBPM

sappuRdmo)) Surpedy JIsnpD

S3IONILIJNOD TVIHIDVYNVYIN JHOD uonduosaq Adusjedwo) 17,
SLNINIYIND3Y ADNILIdWOD L

0Z Jo Z| abeqd



920 INNF 0€ - S20Z ANM 10 QORI FHL ¥Od NVId SONVINYOIY¥Id STIIAYIS FUNLINYLSVHANI B TVIINHIIL -HOLOFHIA

JUSWAFRURA] [BIOUBUI] 0] JIOMOWEL) A10Je[NTol S, AINSEaI] [CUONEN SjOWIoly e
[onuos jasse Surpre3ai sanpasold pue sarorjod UO ISIAPY e
saonoead juoweSeurwr [eroueuly Jo A1udayul pue Anfenb oy aoueyus 03 aoed ur sassavold pue SwWASAS INg @
SWIOU0Y JudweFeurw [erdueul} pue Junedpng xo[durod ssaIppy e
uonmNSuI 9y} Jo saAN02[qo o189)1enSs 1) 03 pausife re jey) sjoSpnqg sredard e
Aypiqisuodsor umo uryiim sauanb 03 s1omsue 9[qIpaId sapraord pue sasssooid 1seaa10] pue ‘Sunodpnq ‘Suruuerd yo diysioumo sAnOB B
QAINVAQYV - STIATT INTNIATIHOV
JOUUBUI [BINI0 U UI P23eUet 318 SUONILSUR.L) [RIIULUI} [[& B} 2INSUI 0} JIG}In ] *s3Indeld [BIDUBHL} PIZIUS0931 [HIM IULPI0IIE U
$9ss920.1d Jmama.mdoad I3)STUTWIPR PUR JUSITHISEUBTH YSLI [RIURUY JMINSUI ‘MO[J [SBI [0.0U0I ‘s}oSpnq sSeuew pue ‘ondwod 0} 3[qy | uwonmya( Adudjedwo))
S JEIWISRUB]A] [BIOUBUL] sweN Aduajadwmo))
g3 sapudRdmo)) Supeay JsnD
sysLI a3euewt 0) sarnpasoid Ajdde pue uonejusws[duar A51jod IONUOJN e
sy[nsa1 feuondooxa J9AI[Sp 0) wed) 10ofoxd ajeAnjOW pue 2oUIN[JU] e
KSojopoyawr JuswaSeueur 192(o1d Arerodwaiuod A[dde pue Aynjuspy e
ur-Anq 309fo1d Sunyoss ur SISPJOYINEIS JUBAII PUE SANLIOYINE [9A3]-d0 SA[OAU] e
103(oxd 2y Jo saanosa(qo pue Ajenb oy Furstworduwos noym paxnbar usym 193pnq pue adoos 199(01d AJIpOIN e
sjuswannbal 901osax pue juswissasse Joedwn ySnonp sa1891ens JuswaFeUR HSL 9A109)J0 A[ddy e
s[eos [euonmusul 0} SUIPIOJSE SIOIJuUod pue sanuoud soueeq pue swrerdosd oydnnw o3eue)y o
TIINVAQY - STHATT LNTNIATTHIV
$IADN((O 39S WO JIAT[P 0)
I9PJI0 UI SIPIANIE IYIAds I)en[eAd pue Jojruowt ‘dSeuew ‘aeld {LSojopoyjour yusmaSeuewr )33foxd pue weirSoxd pugisiopun 03 3[qy | uopmA( Adudjadwo)
(1] 4 juamadeuryy 193fo1d pue weidold swe) Aduajaduo)
3P sanuddduro) 3urpea] IsnpD

0Z Jo ¢} abed

A



920Z INNF 0€ - SZ0Z AINF 10 O3 FHL ¥Od NVId IONVINNONId SIOIANTS JUNLINYLSVHANI 8 TYIINHOIL :¥01I3uIa

&@\m

judwaA0IdWI
I0] suonepusuruiodsds apraoid pue suoneuews[dun YIm ssFusf[eyo pue SJUTENSUOD SISA[BUE pue AJyuopr ‘sororjod Jo UONE[NUUO) pUe IOJUOW pUe EoEoEE»
$3ss9001d pue swa)sAs JjusuraSeuew s aarsuayardwos Juswadun ue AJruapy
sue[d uonuajal ysu Jo Surpueisiapun Y3noIoy) e 2jensuowa(y
$3A1399{q0 [RUOHITINSUI JO TUSWAAIIYOE oY) U0 apaduur Jer MsUI 2onpal pue jussaid 0y sayoeoidde pue £Sojopoypsw [onuos ysu A[ddy
sa[yoid ysu dews pue 4se5210] NSLI PI[BA 2)BIO “YSLI PI[BA 2)BAIO NSLI 2INSLIW pue sos[eue ‘AJruop]
SISALIP PUE S9A1199(qO0 [BUOTIMIISUT A9 OJUI SIATIBIITUL JSLI JUI| 0} J[qY

TIDNVAQY - STIATT INHNIATTHOV

sdrqsuone[aa 3urwIdA03 3Ane13dood

UBYUA pue SINIod JUBAIAI Jo wonezIen)daduod ay) 334Ip 03 AqE ‘IY)Iny suoneSHqo pue s3dndeld 20uLw.19A03 Jo Surpue)siopun

gsnoioy) e Aidde pue symowosmbax sduendurod pue ysu SwSeuew ur wsieuorssayoxd A[dde pue oap ‘agowoad 0y IqV | uwoprYL(Q Adusyeduro)

01 dIqs19pea’] IUBWIIA0Y) awmep Adudjaduro)

ISP sanudjaduro) Suipeary J)sn)

uonejuawaydwr 105 [enusiod oY) AJNUSPI PUE ‘SOLIBUIOS 201)0BId 159q WOIJ SBIPI MIU 23S PUR JSLI Pje[no[ed e
uoneULIOJSURI 9AT)03]J0 JvI[Ioe) 01 aoe[d ul suonuaAIjur ferpawal jnd pue ‘o8ueyo Jo A5ojoyoAsd pue 1oedwt oy puejsiopupy
saon1oe1d 25ueyo 1529 Jsurede suonuULAIAUI AZURYD IEUNOULG

sweidoxd s3ueyo mpoedun ur pes| oy axe L

a3ueyo Sunenyiory ur souLI[e 91331B0S YSI[QRISI 0) SISP[OY2e)S SnoueA Yiim sdiysuone[a1 aImunu pue pjing

SSAUDAIIIIYIS S uoNMNSUI Y} dURYUL 03 sayseordde mau sonponur pue uSisap pue K3ajens agueyo den[eAd A[SNONUNUO))
saaneniur s3ueyo 10y drysiosuods pue ur-Anq 2Inoog

sIapioyayels Jueaajar 0} ssa1goxd £aAu0s pue synsas pue joedwr a3ueyo JojTuOW A[2ATOY

AIIDNVAQV - STIATT INTINIAITHDV

LArnuwmod 3Y) 03 SNAIIS A)enb pue jeuorssajord JaA1p pue

SIADBNIUT MU JUIWI AW PUB JALIP A[[NJSSIIINS 0) JIP.IO UY S[IAI] [[¢ UO UONENLIOJSUE.I) [BHONNINSUT JBDIUI PUE JI2.1IP 03 3[qV uonmya( Aruajeduro)

S drqsiapear a8uey) dure) Ldudjedmo)

IgSM sardudjaduwo) Surpear] ISR

02 10 p} abed



9202 ANNC 0€ ~ §Z0Z ANC 10 AOR¥3d FHL YO NV1d JONVINHO-NId SIIIAYIS FINLONYLSYYANI 2 TVIINHOIL *¥OLI3uIa T ,4

souepodwr pue Aoua3In JueAS[2I I 03 Surpiodoe s)aalo1d pue syse) z1LIOLI]

saoue)swnoIrd SurSueys Suuopisuod sued 1depy

sue[d AouaBunuoo ajeudordde juswardun pue uSisap pue si010e] Jsu 9]qissod AJnuapy

$2AN22(qo [euonmnsur aA31Yoe 0) sueld sarsusyardwod pue parelap ‘Ied[d dNPoIJd

s109fo1d pue syse] 10 SOUOISI[TW PUB SIANOI[QO ‘SIUI[SUI) DNSI[BI 3[NPAYOS

s109({o1d pue syse; 219[dwod 03 suonoe pue safels soUBAPE Ul AJIUSP]

uonejuswaydun

[nyssaoons 10) sadinosar sjeudoidde uSisse pue ‘sanianoe geurprood pue eifaur ‘suepd aarsusysrduwroo dopossp ‘soAnoafqo [eUONWINSUL SULIP O) QY e

TIINVAQY - STIATT INTNIAHIHODV

SLI a5euew 03 sug[d AOUWISURWOI JWIDJ
PIMq pue AISATIP IIMAISS Jo L)enb ay) 2unsud 0) APADIIYJD $IIIN0SII pue uopewrioyuy dzraeSio pue aznuoud ‘ueid 03 J[qy | wonMMI( Ad>udjadwro)

01 Suisrue31( pue Suruue(gd aure) Adudjaduro)

IS sanuddwo) 310D JIsnp

SUOISIOIP [BIOW SAIIYOE 0} A[Juosisuod sajdiounid [eiowr [esiaatun Ajddy

ured [euosiad }23s Jou pue Wes) B YIm AJun Ul Yiom 0} 3|qy

SIOPIOYaBIS [BUISIXS PUR [RWIS)UI O} UONTYIISUL oY) JO anjea 3 sjowold A[oAnoY

pajou usym Kjsauoysip pue uondniios jsuree soUe)S dANIE UB e |

suone[ndal pue SO[NI S, UOHMNSUL Y} YIM JUSTUZUOD JI JBY) SIPI PUR SJI[9q ‘SonJeA JUISAI]
SIap[oyagels JueAd[al Jo [eaoxdde ay ured pue juoredsuen; aIe Jey) HonepuawWIIodal pue sjesodoxd ayey
sjuaUNIWMOD Ym suonoe Surusie ydnoxy) joadsar pue 1snn ules o} 9|qy

uo1}021109-J[3s Jo sainseawr A[dde pue ‘dojaasp ‘Apnuapy

JIIONVAQY - STIATT INTINIATTHOV

sduajeduwod [BIowW uonIuEya(q

§199[J9. 18y} JnotAaeyaq Aefdsip Apusisisuod pue Aridajur pue Lsouoy sajowoad ey} Suruoseas Ajdde ‘5198811 [erow AJpuapl 0) AqV Kyudjadwo)

01 dudjadmo) [eIofy | dweN Adudjadwo)

YSM sapualdwo)) 310D Jasn)

SAIDNALAdINOD TYNOLLYJNDD0 TI0D :uondudss( Aousjedwo) e

0Z J0 51 abey



9202 aNNr 0€ - SZ0Z AN 10 QOIY3d FHL W04 NV1d IONVINNOLNTd STIIAYIS FUNLINYLISVHANI B TYIINHOIL -¥OLOFIA

sayoeoldde ao11oe1d 153q SIBYS PUR SESPI MAU JIDI[9 0] SUOISSIS JULIRYS UONEWLIOJUT pUE 93PS[MOWy Je[n8al P[OH
Surreys 93popmowy| pue SurtIes] JO SAIONPUOD IMY[ND B 3)B3I)

udWoTeurW UOTIBULIOJUT PUB 25Pa[MOI] 0] SW)SAS SULIONUOW pPUe S2INSBI J)BINJOR YSI[qRIST

SUOTIMIIISUI SNOLIBA SSOIOR Juswageuewt apajmow] aonoeid-1saq sjoword pue a1eys

Spasu JuswaSeuet 9FPI[MOD| ImNJ 199 0] $9ss9501d pue spiepuels do[oAd(]

SW2)SAS pue sjuswasinbal JuswsFeuewr 98pa[mow] pue UOHBULIOIUT 21mny 101paid A[2A1991)g

TIDNVAQY - STHATT INTNIATTHIV

JUSWITLIIAOS [6J0] JO ISEQ 95PI[MOW] ADII0I 2} OUBYUD
0} J3PJO Ul ‘BIPIUI pue 53ssad0id snoLreA Y3nory) woneuLiojul pue ISpajmony Jo SuLIeys pue HONELIIUIS ) jowolg 0) AqV

wonmuyI(q Aduajadmio)

01

JUIWISEUBJA] HONCULIOJU] PUR 3ZPI[MOW]

aureN Aduajeduo)

Y3PM

sapudjadwo)) a10)

J9)snp)

Spaau JuUaI[d AJIIUSPI 0} YoIeasal ul a5eFus A[snonunuo))

uoneosiydde [euonmnsur asodoid pue A19A119p 201A13s pue ssa001d ur saonorld 153q pue spuan AJIusp]
SIOP[OYaYEIS JUBAS[2I WOI] suonuaArul pasodoid 10] ur Anq pue [eaoxdde ures o) 3jqy

UoNMIISUI Y} MOYSNOIY) Seapl MU Judwd[dulr pue 9)e[nuULIo |

UOTINITISUI S} U SBIIR SNOLIBA UO SUOTIN]OS AJNIUIpP]

swajqoad xajdwos Surajosar pue SurzATeue ur sjenprarpul jeudordde yim s8edug

sanbruys9) pue sayoeordde sanesouur pue [eoIA[EUR UO SISQUISW WES) SAYIRO))

TIIONVAQYV - STIATT INTINIATTHOV

$3AN23[qo 133)8.1S A3 AIIYIE 0) JIPJO WY S3ssId0ad [emopmpsuay daoxdury

uonruyI(

0) A EAOUU] 1€ JBY) SWONNJOS Paseq-}0ej Juowd[du pue YSIqe)ss 0) SPU.L pue sISUS[LYd ‘UopeuIoJul IsA[eue A[[eInLId 0) GV Lraapduro)

01

UONBAOWU] PUR SISATeny | JdmeN Adadadmo)

3P

sanuajedmo)) 310) 180D

0Z jo 91 abed

2E

A



% P,

920Z INNI 0€ - S20Z ATNC 10 AOIYAd 3HL 04 NVId FIONVNNOSHI STIIAYIS FUNLONYLSVYANI B TVIINHOIL :¥0LO3MI X

UOTIMNSUI 3y} JO YoM 3y}

Sumpea pue Sunen[eas ‘ssaoons Suunsesw pue Sunrojuowr ‘Supoen ‘saniiqisuodsar Sururyap “Spom JutuSisse pue SurSeurw 10§ SWaSAS [euonmNSUl SUIYsI[qeIsy
ainssaid 1opun paoe[d usym syndino Ayjenb uo snooj e urejure

suonedadxs Furasmyoe o} JusunIuos Ae[dsip pue wres) pue J[as 0} saANoa(qo pue sjeod FwSuayeyo Jog

uona[dwos 01 y3noxy) sjosfoxd pue ysel mo[jo]

sprepue)s Alifenb pue sypnsal Suiastyoe 0} yoeordde papnIimiod pue pauTULISISP & JeI)ISUOT(]

paroensip Suraq SPIOAR PUE J[NS3I PUS 31} UO SNO0 ]

ndino Ajenb 2Insus 0} SAWO)NO PUE SPIEPUE]S UMO AJLIDA A[IUSISISUO))

JIONVAQYV - STHATT INHNIATIHIOV

$2AR23[q0 paynuaps Jsurese
Apenb puE S)MSax MSBIW PUE JOJWOW A[PADIE 0} “IdY)M] ‘spiepus)s Aenb 190w 0) s19¢)0 958.M0IUD pus SUONEIIIAXD
PI30X3 01 SWIALNS APUA)SISHOD AIYM $3ADRIqo pue s)fnsar SwIAIIE WO sndoj ‘sprepue)s Ayenb ySiy wreyurewr o) IAqV uopmuya( Adudjadwo)

S sndog Anend) pue s)MSAY ame) Aduajaduio)

1qSoM sanuajadwo)) 210D 198N

aurjdiastp pue 0ou0jodwod [BIOW JO S[9AS] YSIY YIIM BIPIUI 9U) Y1 SJeSIUNIUOD 0 9[qy

uonmusul oy Jo aseunt aanIsod B dduLYUS 0 JI9S PUB SISP[OYae)S [BILIID 0] UONNSUL 3} j0wo1d pue 1IN

sajdrourntd a[od oyjeg sejowoid Jey) UOHEMIS UIM-UIM B JB SALLE PUE S19)jetl X2[dwoo punore suonenofau 102J1p K[9A109]J9 0} 9[qY
sansst xa[dwoo uo syurodmalia SunesIUNWINOD USYM SPISU [RUOTINSUI Yim saAnoadsiad [eonrjod aoue[ep

KA8a1ens UONBOIUNWIWIOD pauljap-[jam & dojaaa(

SISP[OYSYEIS JUBAJ[SI O} SISNBUW QANISUSS pUe JSU-YTIY 9)edUNUUO0d A[9A103)J]

TIEONVAQY - STIATT INTNIATTHOV

UIOI)INO PATISIP AY} IAAYDL 0} SIIPOYINe)s duIN[Jul pur dpenstad “AaAu0d A[9ARIII
0] 3P0 Ul uUAIpne ) 40} Aerrdordde ouuBE ISIIUOI PUB PISNIO) “ILI[I B UI SEIPI PUE ITPIMOIM] ‘HONBUWLIONUT IBYS 0} J[qY | mOpMLI( Ldudpdmo)

s WONEIUNWUWIO)) awre) Aduajaduo)

q3M saruddwo)) 310D BEiT Y ig)

02 40 21 9beqd



Page 18 of 20

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

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.

Panel

Score

Key Performance Areas (KPAs) KPA ASSCSS Weighted
Weightings  Weightings Score
Basic Service and Infrastructure Development 56
Municipal Institutional Development and Transformation 0
Local Economic Development (LED) 0
Municipal Financial Viability and Management 16
Good Governance and Public Participation 28
Spatial Rationale 0
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.

DIRECTOR: TECHNICAL & INFRASTRUCTURE SERVICES PERFORMANCE PLAN FOR THE PERIOD 01 JULY 2025 - 30 JUNE
2026
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