Performance Agreement for the Director: Technical and Infrastructure Services for
' the period 07 October 2024 — 30 June 2025

RUSTENBURG LOCAL MUNICIPALITY

PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

THE RUSTENBURG LOCAL MUNICIPALITY -
REPRESENTED BY

Advocate Ashmar Khuduge
in his capacity as the Municipal Manager of
Rustenburg Local Municipality
(the “Employer™)

and
Tshepiso William Ncube
in his capacity as the Director Technical and Infrastructure Services
of Rustenburg Local Municipality
(the “Employee”)
(Collectively referred to as the “Parties™)

FOR THE FINANCIAL YEAR 2024/2025

Page 0 of 14

"

of
e
AN

W



Performance Agreement for the Director: Technical and Infrastructure Services for
the period 07 October 2024 — 30 June 2025

CONTENTS

PERFORMANCE AGREEMENT ..ottt rassassns s 2
I. INTRODUCGTTION ....ooiiiiiiiniiiiesreeie e sneeeeesssstbsssesbessesesese st assessastsssassnsasssesses 2
2. PURPOSE OF THIS AGREEMENT ......coiiiiiiiiiiiiinss e 3
3. COMMENCEMENT AND DURATION ..ot sse s ans 3
4. PERFORMANCE OBJIECTIVES ..ot e ssnssssssesssnnans 4
5. PERFORMANCE MANAGEMENT SYSTEM .....ccoiiiiiiriieriecieinissisisinn 4
6. COMPETENCY FRAMEWOREK ...t e s 5
7. PERFORMANCE ASSESSMENT ...ttt sas st sssssasans 7
8. SCHEDULE FOR PERFORMANCE REVIEWS ..o 10
9. DEVELOPMENTAL REQUIREMENTS ... 10
10.  OBLIGATION OF THE EMPLOYER ....cccviviniiiiiini i 11
11 CONSULTATION. ...iiiiiiiitrcne e s eenrecsass bbb e et e s e sae s aenenrnsensbasas 11
12.  MANAGEMENT OF EVALUATION QUTCOMES. ... 11
13, DISPUTE RESOLUTION ....oiviectirterreeemimisiiesniirorssesneeaassssesssssssssssssssssssessanss 12
14, GENERAL ..ottt et ntesse st sas e sre e esssssbasasssssa st b s th e beeanasa s s assasnansanns 13
15, SIGNATORIES ..ottt rressessa bt sassasssssasa s b b erseae s asnasndassesassanss I3
Annexure: A Performance Plan

Annexure: B Personal Development Action Plan

Page 1 of 14



Performance Agreement for the Director: Technical and Infrastructure Services for

the period 07 October 2024 — 30 June 2025

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;

¢) 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 07 October 2024 — 30 June 2023

2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to —

2.1.

2.2,

2.3.

2.4.

2.5.

2.6.

2.7.

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

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

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

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

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

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

3. COMMENCEMENT AND DURATION

3.1.

3.2.

3.3.

Notwithstanding the date of signature hereto, this Agreement will commence
on the 07 October 2024 to 30 June 2025 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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Performance Agreement for the Director: Technical and Infrastructure Services for

the period 07 October 2024 — 30 June 2025

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 Arcas (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
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5.6.

' KEY PERFORMANCE AREAS

the period 07 October 2024 — 30 June 2025

the tota} 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.

| WEIGHTING

Basic Service Deiiery - | | 62%
Local Economic Development 0%
Municipal Financial Viability 10%
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

¢) 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: Technical and Infrastructure Services for

the period 07 October 2024 — 30 June 2025

6.4.

6.4.1,
below:

Competency Framework Structure

CRITICAL LEADING COMPETENCIES

Six (6)

Competencies

Leading

Strategic Direction and

Leadership

- Twenty (20) driving competencies

Impact and Influence
Institutional
Management
Strategic Planning and Management
Organisational Awareness

Performance

Weight

The competencies that appear in the competency framework are detailed

10%

People Management

Human  Capital Planning and
Development

Diversity Management

Employee Relations Management

Negotiation and Dispute Management

10%

Program and Project

Management

Program and Project Planning and
Implementation

Service Delivery Management
Program and Project Monitoring and
Evaluation

10%

Financial Management

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

5%

Change Management

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

and

5%

Governance Leadership

Policy Formulation
Risk and Compliance Management
| Cooperative Governance

SIX (6) CORE COMPETENCIES

10%

Moral Competence 10%
Planning and Organising 10%
Analysis and Innovation 10%
Knowledge and Information Management 10%
Communication 5%
Resulis and Quality Focus 5%
Total 100%
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Performance Agreement for the Director: Technical and Infrastructure Services for

the period 07 October 2024 — 30 June 2025

7. PERFORMANCE ASSESSMENT

7.1.

7.1.1.

7.1.2.

7.2.

7.3.

7.4.

7.5.

7.5.1.

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

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

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

Personal growth and development needs identified during any petformance
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 imvolve:
Assessment of the achievement of results as outlined in the Performance Plan
a) Fach KPA should be assessed according to the extent to which the

specified standards or performance indicators have been met and with

due regard io 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

¢) 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: Technical and Infrastructure Services for
the period 07 October 2024 — 30 June 2025

- Level \ Rating it escription

12345 ) . _ g
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

753, 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 @ Q

assessing the level of a senior manager’s performance. § {
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Performance Agreement for the Director: Technical and Infrastructure Services for
the period 07 October 2024 — 30 June 2025

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

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 ecarmarked for leadership programs and

succession planning.

Achievement Description

Levels

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:

A
a) Municipal Manager; \§Q\§ <ff
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Performance Agreement for the Director: Technical and Infrastructure Services for

b)

the period 07 October 2024 — 30 June 2025

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.
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Performance Agreement for the Director: Technical and Infrastructure Services for
the period 07 October 2024 — 30 June 2025

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

¢) 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

¢) 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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the period (07 October 2024 — 30 June 2025

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. Inthe 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),
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the period 07 October 2024 — 30 June 2025

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 mew regulations, circulars, policies, directives or other
instruments.

15. SIGNATORIES

X\J\,
) 4
Signed at RUSTENBURG on this ‘MY day of QUMM" 2024,

MR TSHEPISO WILLIAM NCUBE
DIRECTOR: TECHNICAL AND
INFRASTRUCTURE SERVICES

e e
Signed at RUSTENBURG on this ftw! day of OU\O%A 2024,

AS WITNESSES:
L.

o Q
—6 o

ADVOCATEASHMAR 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 PERFORMANGE PLAN FOR THE PERIOD 07 OCTOBER 2024 - 30
JUNE 2025
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3. POSITION PURPOSE

The Director Technical and Infrastructure Services is required to:

@) 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

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

(iii)  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

(i) 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, [t 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
event of disagreement, the evaluation panel has the final say with regard to the final
score that is given,

DIRECTOR: TECHNICAL & INFRASTRUCTURE SERVICES PERFORMANCE PLAN FOR THE PERIOD 07 OCTOBER 2024 - 30
JUNE 2025
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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:

Description

Rating Level . -

Outstanding Performance far exceeds the standard expected of the Director at this level. The 5
Performance 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. The 4
Significantly | appraisal indicates that the Director has achieved all others through the year
above
expectation
Fully Effective | Performance fully meets the standards expected in the job. The appraisal 3
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 meets 2
not fully some of the standards expected for the job. The review/assessment indicates
Effective 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 review/assessment ;
Performance 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.

14. Poor work performance will be dealt with in terms of Regulation 32 (3) of the
Performance gazetted in Notice No 803, Published on I August 2006.

DIRECTOR: TECHNICAL & INFRASTRUCTURE SERVICES PERFORMANCE PLAN FOR THE PERIOD 07 OCTOBER 2024 - 30

JUNE 2025




Z0Z 3NN 0€ - $20Z YAG0LD0 L0 AOAd THL ¥O4 NV'1d FJONYINHOIHAd STIIAYIS THNLINALSVHANI 8 TYIINHOAL HOLI=AA

Py P

.

%06

%06 %08

%06

%56

SLIOIZN[OSS [12UNag)

SaINLUILL

SANILILICT) OI|03HOH

GeQe sunr og
Aq pajuswadul
suopnjosal
12unoD

J0 afiejuaniay

Buipiing
Aoeden pue JuslsBeUew
UOHBLLIOSLELY oo,
uawdolarsp e
[euonMmIsUl pUETTIE=S

jediounw | SIGBUIEIENS JO
SpIEM | | [ewndo anug | IO 1L Y09

0l184q

4o psufits 19381821

Y20Z/ET0Z dYVd

ETAVA

[unf 0 Aq dvvd
uoljejUSLIS|dL %

Buippng

Aypedes pue
UGCIIEWIO)SURIY
‘Juswdojpazp
|euonilsul
[edioiunw

mEm__s __< _mE_Eo aALa

A pellanag

oM
pue aajosyd
qusioyg Uy
6 v0D

[BULIOY X €

MBIAR JELLIOY X

paublg

[ELLIOS JO Jaquiny

..msz_:n_
Ajoedes pue E_O paulanog)
UGC11ELLLIOJSUES) |=m>>
180140 GZ0Z auny ‘uswdopaap e
%8l Aq paubis pue 0g Aq pelebnw |euclniasut P wwwwwtm
peuuen  Jaisifey 3SI S8}RI01IT [edpiunus U e
%08 | %08 %06 K= %06 %06 bt aifisjeng | jo (%) ebeucaiey SpIBM IV | jeundo  eaug | WY 8 V0D
sbuyasw:
juslIssassE
10 s8InUIy
Sulpng
sioysibe: g2z aunp Aypedes pue | fyn pauIsn0g)
BoUEpUBNY o Aq seayodal :w_meLEmch _TET
021p UM Justudoiaaap pUE  BAISSYT
suossas (1) sjusweslbe $UOISSES Malnal |euoIyn}isul o
PIESLET SUOISSDS souelLoped souewIopad [edisiunu usolg
mEm__s __<

_mE_uo_o

0z o L ebed

:< m .._<ow

uonediolied o1aNd PUB 8oUBLIBAS) POL) (G YdM) Baly soueuLOpad A8y |9

AVOTAODS VAV dONVINIOLIHd AH 9

4



Y v
GZ0Z ANM 0€ = $20Z MAH0100 10 GOIM3d THL HO4 NV Td SONYINHOINZd SIDIANIS TUNLINHULSYHANI B TYIINHIIAL ‘HOLI3MIT ) ﬂ/,z \V\fnﬁ_

14 ONIIHDIIM
"UOREDIOSUOY
oy old 0
ueid JuswigInoosd
euy | 2od wmo@%mom
' alaidulIcD
scac o Ul B O co_mww_mE N
udy | YOBN gzZ0zZ jUaWeINgo.y i IssIugng
0¢ 3% ¥iN YN -d | udvog ¥Z0Z YoJen Lg sjelop( - | sjeqg G 9 spiem ||y
SanuI
— spsloid
|enden -
SIIEHUOD
IMH_MW Buiping
uogenieAs Ayoedes PUE | )17 pOUIBAOS)
souewlopad S0 sunp :MMMM%UWMMM I3
o=y 0¢ Aa spenueo euonysuy | PUE SAOSHT
ORI Jo Buuioyuow pue edounw | UBRWT Uy
%00L | %004 o sjelojoang Jusluebeurw % ¥ SPIBM [y | jewndo  aaug ‘5 W09

0z jo g @bed




§Z0Z ANNC 0 - ¥20Z ¥A90.LI0 L0 AORId FHL HOd NV1d ZONVIWHOIH A SADIANAS FUNLINYLISVHANI R TVIINHISEL HOLDFHI] P.
0} ONILHOIM
Gzl sunp Og
Aq198png pancidde
Buipasixs 18bpng
jou BWNIAAD SWILISAD
18syspesids | uo ainypuadxs pateas||e uo
OLg  pauLen abejusored Spiem [y | @Jnjpuadx3
: _ - — e ST0UI07d SA0al0 SeEE
=
slwabeuetu
GZ0z sunp 80IN0S9L
8 08 AQ  PoRIWILIOD 106png | jusiowe pue
ss00ud - qH0 pue juads je8png [eydes | s|geuEsns
uslWe Wz ey — WSa33 leayspealds | jeudes saelo00uQ PelBoo|e Lo | JO fio

splem Iy | eunjipusdx3 | G} Y09

%05 | oo gz - daN| 018 _poype0.

! 991490

- swsbeue pue Aljgeln [eousuy pdiounp (§ vdM) Baly eaueULopSd ASY 7'0

0z 0 6 abeyg



\
5207 INNC 0 ~ $20Z ¥AF0LI0 20 QOINTd FHL ¥O4 NV1d FONVINHOIHId SIDIANAS FUNLINYLSVHANI B TYIINHIIL “HOLI3¥Id
SUONTaUU0D 670z 2unr og Ag Jusiysal
Riowpae | suonosLuod A0Uoae Mau Aooge | pue  spooylealy
002 YN ¥IN YN xadQ 00¢ peL [ Uy Jo 387 | Uymsesiweld jo JBquinN 9 Pl | SPEAMIY | JISBq O] SS30TY 8|qeulelsng
nonAsesy
5207 sunp 0¢ Aq sejem S el
WhL9Y snpayog | wwwwww:ﬂw_% _mewqmm J9em | pue  SpooyenrT
o4 o4 ¢ YN [ 10 Jed i L2 | Jajuey JOIBAR ) 9 gL | splemly | Jlseq 0] Sss30Y ajqeuielsng
aInoniselL
g20¢ |unp 0g Jusisal
Ag SUONIBULCY JojeM MBU -
SUOIISULIOD JSIBM i sesituaid 10 sequin Jalem | pus  SPOOUHAN
W . 10 42GUInN 9 SpIeM JIY | QiSBQ O} 8S800Y Biqeulelsng
Buiois
SIUWED
pue auy
AYgg) uo
fesgns Kouosie
Bu STAVA SRIEM IV 2ISB(Q 0} §$820Y
oyaxog u yosepy 1 Ag (Bujuomssiwwod aJMonselu;
O U0 | OlIONASUCH pue au] AYge) Juslsal
000 | Beidwoo IALD loday | uogesqng  Buoysyog By pue  spoOyl[RALT
VIN %001 %08 YIN | £¢222d %001 Z 9seyd | o asop j8loid | o uojejdwoo  sbejusiad 0l b g|qeulelsng
aunonseU|
uogonpal Juslisal
PIEpUELS WM Geie SPEM IV mwo._ e pue  SpoOUHiBAT
Jod se uope|noes sunr gg Ag sesso| Jajem 2RUEISNSG
%G WIN WIN ¥IN xado %G yc | $80] Jgiepd | Jo uoponpsl ebejusored g9 i Aanleq 9oMag
poiddns ainjon.seul
SPIBAA IV Iajem 1o Ayenb pelisal
GZ0Z sunr 0g Aq [ PZSNYS sy Uo m>o.ae_ pug  spooyi[eAn
soueldwon 0y Buikidwos seidwes Jejem S|geUEISNS

0Z J0 0} ebed

Bumuup jo abejusole

[9EHe

‘ManBq 8oInes




N
§Z0Z INNC 0% ~ ¥20Z ¥AFOLO0 20 QO FHL 04 NV Id JONVINHOIHAd STIIAYIS TANLONYLSVYANI 8 TVIINHIIAL :¥0.L0FId
29 ONILHOIIM
] Buplon aimonnsesu|
pUe BuisiRld Joj 109foud al)Isel
gleoylis | usweseidal adid sjem Oy Aohoge | pue  spooyisa]
%001 WiN ¥IN YN Wiy %0C1 MaN uonejdwion | o uoje|duicd sbejusoiad ¥ gl | splemlly | Jseq 0] SS9NY 8|qRUIEISNS
§20¢ lequisdeg
oe Ag uogeouose BIMonAse
U8NP Japus] | ung magw pue ajsjoly odod 1aysal
Jodal | o saipnis Buuesulbus-aud Aouiosie | pue  spocyieAn
WIN %001 YN wz'zo %001 maN | UBissp  peleleg | Jo uogeiduwod abejusaied 9 Ly 1 SPEMIlY | J1seq 0] SsSdY glqeulejsng
Gz0Z sunf ganennseu|
0t Aq uone|eISul sigjaw usl|Isal
pajosuuoo | Jews pledsud o | 9seyd Jgjem | pue  SPOOYISAT
%001 %08 VIN YN woiy %001 MON | sesnoy jo JsIT | jo Uogs|diiod aBejusdied 9 gL | splepmlly | JIseq O] ss8ddy 9|qeulelsng
Q.Lg oy
voda: UopngusIp 5z202 aInion.jselu
Roosie | sunp pg Ag sessol Aomosje
oy uopgewlol 0 uoonpal s0ejuSIS uojonpal
%S¢ YN YN ¥iN xedQ %G ¢ %922 feaspels 9 GL | SPIEM JiY | SSO [B21398]5

0Z Jo 11 ebed




&y
ﬁ/?,? ML

§Z0Z ANNC 0€ ~ 207 ¥IFO0L1D0 L0 QO FHL MO NV Id JONVINHOIIZ SADIAYES RUNLONYLSVHINI 8 TYOINHIZL HOLO3IT

50AT}09[GO [RUOHINTISTHT 9AOIUOE O} SUCISTAIP SSOI0E SUIBS] 9SISAIP SJIUN PUB PEA]

SIUAHUEOIAUS [ELIESIOADE Ul SNSUASUOS IO JUSTHIRITE SASIYDY

TR} 91 0] }orqpaa] aAnonnsuod pue aanisod FwAld Aq eous[jeoxs eousuniofad Jo omina v sxdsuy
wisIeUorssaJoxd pue I0TARYaq [EOIHIL “UOIBAOUUI ‘SULIBYS 0] SAIONPUCS JUSIITOIALD YIOM € PlIng
WEs) 91} WA SPaoU Sunes| pue juawdoisasp AJuap]

SSQUBANN9Ie [euosIod 25BOIVUI 0] JApI0 Ul SIOUI0 03 20UEPINE pue SULIOIUSUE SPIACIY
IOTABURQ PIXISIP PUB SATIOALS PIBMAI PUR 9ZIUF009Y

SUCHUSAISIUL [RIPSUWIAI PUSTUIOORI PUE 5255200Kd JI0M PIEE WIRS) SAIDSIIAUI AINUAD]

SanURI[[e pue suonisod Seisajels dO[eASp pUe SUOTIBIIUNIOS sk 0} s1ehe]d AaY Fuollie SUOISOe] SIWBUAD pue sdIysuorie[al 1amod JO SUIPURISIapUN 25}
wPan0o snongiquie pue xs[duos YSNoIg) UORINIST o1 IpInD
suoryemrs xopdwon M [eap pue UoToANp 0139IBNS MOTI0] 01 SIIRO Jamoduag
SUOLOE JO $90uanbastos ot pue ‘s10oef [eaniod pUB SSINIONIS [EUOINIISUL PURISIOPU[)
aoueAe[aI amsus 03 suejd orfarens eFus]reyD AUSISISUOD
TOLILEISUT 91f JO SS9UANIaYe pue ssarSoxd a1 JOUONE 0} SOINSEAUI 90URIONad JULJop AJSANOY
$BAJE [BUOIOUNT [[E ss0ioe s[eod pue AFo1eas UGy
Suruued 013s1es Jo Surpuelsiopun pue o8pojsouy ydep-ur Avdsicy
TSI 21FaTeNs 0] JUSTIUSI[E PUE SNjBA SUILLIAISP 0] SSHIALDE [[B ajen[eAy

SATONALAINOD TYINHOVNVIA HY00 :uonduasa(y Aousjedwo) 172

SINANTIAINOTT ADNALAJANOD L

02 Jo g} obed



¥y
.52 ML

GZ0Z ANNT O£ - ¥Z0Z ¥390.L20 20 Q0IM3d JH.L ¥MOd NV Td JINVINHO S Ed STDIAYTES JUNLIMYLSTHANI B TIINHIIL -HOLIZNIA

TR URTRURA] [RIOURUL] 10] JOMOTIE AT0RINgal s AInsear], [eUoneN 910WoId

[onuos jesse SurpieSal sainpesold pue serdifod U0 ASIAPY

seonorad JusweSeurw [grouRUy Jo ABeyur pue Aujenb ey souetue o] aoerd U sessa001d PUR SWIRISAS INg

SUISOUO) JeMeFTeur [eroety pue Jupedpng xo(duos sseIppy

HODMSU 943 JO $9A0223[qo o1Fejens o1yl 01 pauB[e are 1T s195pnq oredald

Arpgisuodsal umo wrgim sorienb 0] siemsue o]qIpaIa saplaold pue sessecod 1seoeioy pue ‘Funedpnq ‘Furumerd Jo diysieumo 9A10E SBL

SYSLE 0FBURW O] sampa2cid Ajdde pue uopeiuawadun Aorjod JONUOTA

symsal [euondesye 1ealep 01 wee] 19[01d SIBAROUI PUB 20USN[JU]

ASoropoyieur JueweFeuew 1oslord Aeiodwaiuos Ajdde pue AJnuepr

w-Anq oaloxd Suress UL SISP[OYSN LIS JURAS[SI PUR SRHLIOYINE [9A9]-d0) aAJOAL]

pafoxd g o seannsfgo pue Ayenb sy Swstwoidtmos mnoqim peanbar uaym 123pnq pue adoos 1osfoad AJipopy
syuatuennbal 9011059 pUR JusuIssasse oedwl YEnoIy) seiferens JuoweFeuet JSLI 0A0age ATddy

speos [euonmns 0} SUIpIodoe SI0Juoo pue senpond souereq pue sumidord sjdnnu afzuep

s s ® & 8 g

0z jo g} ebeyd



VY ;
*HOLOFIA P;?/? \WD

&20Z ANNF 0¢ ~ ¥202 ¥9890.L00 £0 QO3d ML YO NV1d JONVHHOLYId SIDNAYIS FUNLINVLSVEANI 2 TVIINHOIL -

st AOIdIH
10} suonepUaUNesal aplackd pue suonelusw(dW i seSUS[EYD PUR SIWEBLSUOS SasA[eue pue AJuuspr ‘seioijod Jo vonepmuuioy pue ojuow pue justusidu
sassanoxd pue suIels£s JUsWRTRUBW NSUI 9AISUIYaIdwoo Jusuia[dl ue AJ1uap]
supjd UOUSISI YSU J6 SWIPURISIOPUN YFNOIOW) B S1RISUOUIA]
$9A129{qQ0 [RPUONMINISUL JO JUSISASIYYR 51 uo spadun 1ei YsuI sonpal pue 1wasid o} seyoeosdde pue ASojopoyieu [onuoo st Ajddy
sorgoxd ysu dew pue “$9210] YSLI PI[RA JBAI0 “SLI PT[RA 0JB1D “YSII QMSEOUL PUR sosA[eUR ‘AJNUepP]
MSE.G ﬁmm seanzeiqo Ezoamwzms »ux ol moapg_ﬂ vﬁz %E 03} 2[QV

QMUZﬁPQ mqﬁ\rﬁq HZ§§E04

__Em.:.éﬂ usjoduros) -

uopelnowedwy Joj [enuaiod o1} AJIIUOP] PUE ‘SOLBURDS 82poeld 1$0q WOLT SBSPT MIU Y088 pUr JSLI PaFR[noled 3B
UOHBWIOISUR] 9AI133]J0 S1eny1oe} o1 sovpd ur suonuaAIau feipawal jnd pue ‘efueys jo LSojoyoAisd pue joedun auy pueisiopur)
seonoeid o5ueyd 189¢ 15SWETe SUOHUSAISIUL 2TURYD JIeW U

sureafoud oBueyo (anoedun ul pesy oy aYeL

aSueyo SuneyioRy Ul ouRI[R 51521RNS YSI[GRISS O} SISPIOYLRIS SNoLIEA [im sdrysuone[al aInumnu pue ping

SSOUSAIAIIS S UOTIMIISTT ST} 29TRYUS 0) seyoroldde mou sonponur pue udisep pue AJerens aSueyo ajen[ead AJSnonunIIuoy)
soATIEAIUL oFue JoJ diysiosuods pue ur-Ang oImoag

SIop[oyaels JuBAL(al 0 ssalfoxd Aoauoo pue synsel pue edur aueyo 10JUOL AFRALDY

*® & & & & & = @

* K

0Z J0 ¥ abed



4y .
N\

S20T ANNC 0 - #202 Y9010 20 ONMEd FHL W04 NV1d SONVINHOI SFJIANES FUNLINYLSVHANI B TVIINHIAL MO LN

soumiodun pue A0HATIN JUBASIRI II9U} O] SUIPIODIE §199[01d pue SYse) SZILIOL]

sasupsumoao Swdueyo Funeprsuco sueid 1depy

sued Aousguniuos eeridoidde yuawrerdin pue uSisep pue s1010E] MsLI o[qissod Auuap]

50AT102{qO TRUOTITISU] 2A0IYOR 0 sUed cATsUsTRIdHIOD PUB PA[IEIap “IBI[D 9INPOL

sy0efo1d pue §3[SE) J0] SIUOISIYIU PUR $0AN02[G0 ‘Sour[atm) SNSI[BAL S[NPIYDS

s1oafoxd pue syse) aje7duron 03 suoNjoe pue soFels eoueApE UL AJNUSP]

uopeuRwadm

[nIsseoons 10] seomosed sjerdordde uSisse pue ‘SeuIAn0E ejeuiprood pue seiferur ‘sueld earsusyerdwoo dojsasp ‘soanos(qoe [RUOLMISWL SUSP 01 S[QY e

STOISIOAP [RIOW SAJIYIR O} AJUSISISTOD sejdiotnid [eIol [esieAtun Alddy

wed [ewosiad aas 10U PUL WES] B YA ANUI UT JI0M 01 3]QY

SIOP[OTR3EIS [RUILIXS PUE [BUISIUI 03 UOHTINSUI 211 JO onfeA o1 ajowoxd A[pAloy

paion uam £)s9UeysIp pue uondniios jsureSe a0UE)S SAIOE U 9YEL

suore[nSel puR S9N §, HOIMIISTI 87} UM JUaTISUCD 218 JB1) SapI pue SJIT[aq ‘Sen[eA JUaseld
SISPIOUSYEIS JUBASRI JO [eacidde oy e pue 1uoiedsuen are jey) nonepusWImoosl pue sfesodold axe
SIUSUNIIIOD Yita suonoe Sumusie ySnony edssr pue sty umes 01 9[qy

uon0aLIod-I]as Jo seseewt Afdde pus ‘dojossp ‘AJnuep]

. snuapduro) 3100

SHIDNILIJNOD TYNOILLYSNOO0 IO wonduwssq Asuseduo) e

0z io G| sbed



IV N\ -
Qe

GZ0Z ANNC 0€ — #Z0Z ¥3EOLI0 20 AORAd AHL ¥0- NV 1d JONYIWHOSHTd STIAYIS THNLONHLSVHEANI B TYDINHIAL HOLI3HI] Or

sotjoeoidde oonoeid 150q IEUS PUE SESpI Mal JI01[@ 0} SUOISSes JULIEYs UONBULIOJU PUE 98pa]MOtD] JB[iiged PIOH
Burieys oFpa[motn] pue SUTHIES] JO SAONPUOD I[N B 281D

TUSWHFEUR GOHEULIOJUI PUE 95pa[MOotD| 10] SW9)sAS SULIOITHOTI PUE S2INSESTR SJBINO08 YSI[qRISH

SUOLMISUI SHOLIBA SS010¢ JusweFeuew s8pepamomy eonoeid-1seq ejowoid pue s1eys

SPosIl JUSWS FRURIL 98P MOID] 21N 1091 01 59550004d pue spiepuels dojeas(]

SUESAS pug sjuswsnnbal JusuaSeuet 93pa[ MO PUE UOTIBWLIONUT 2min] 101paad A1RAN0alH

e & & & =& 8

SpoU JURL[Y AJHUSPL O] [2489Sal Ul 9580 A[SHONUTIUO)

uopeorjdde Teoonmusu esodod pue LWAI[ep 901AI9s pue ssesold ul seonoeld 159 Pk SpuUAL AJIUSP]
SISPIOSYE]S URAS[I WO suoTiuaAIiul pesodoid 10} UT Ang pue [eacidde ured 01 9]y

UONMIISTI 95} INOYFNON] Seapl mou Jusweiduwr pue slenuIo g

UOTINISU] T UT SBOJR STOLIEA UO SUOINIOS AJIUSP]

sma]qod xerdwos Suiajoser pue SuzATeue Ul sjenpiapuw 2ferdoldde yiim aFeSuy

sanbrutoe] pue seyoeoidde SAIBAOU] PUE [EQNABUE U0 SISUISUIL LIRS §5YIV0))

“sarpuagadmo) aroy

0Z 10 91 abed



&.4/%7 \;\/M\x

\
SZ0Z aNNr 0¢€ - ¥20Z ¥390120 20 QORI FHL MO NV 7d FONVINHOIHTd $SFDIANIS JUNLINY LSV ANI B TYIINHIIL HOLOFNId .p

UORMISUL 3L} JO SOM )
Surnjea pue Jurren[eAs ‘s§a00ns SULIsEA pur Surionuow ‘Suroen ‘senipiqisuodser Surmep Spom SuuSisse pue SurSeur 107 swsAS [puonmnsu Surysqeisg
sanss21d Jopun pooerd woym sindino Apenb o $nooj e urejLey
suoneioadxe SUIALTYOR 0} JUSTLIUINICY AB|dSIP PUB WRS] PUE J[95 01 5aAn00(qo pue s[e08 SuBusi[eys jo§
uonjerduros 01 ySnony s1osfoxd pue yse M0[[0
sprepuels Axyenb pue synses Smasrgor o) goroldde payiirmod pue paUIUEIIep B 9JBNSUCTS(]
peiornsIp Buloq SPIOAR PUR JNSSI PUS U} UO SNO04
mdino Aypenb einsue 0} SOWOKINO PUE SPIEPUR]S UMO ATLIOA A[JUQISISUOD)

*® &5 & & & & @

JuI[diosIp pue eoueledWiod [BIOW JO SeAS] [BIY [IIA BIPOW o) UHAL SJEdIUnUI0d 03 2[qY

UOUMTSUL o) JO aFeun eanisod 8 20usyUa 03 Y20 PUR SISPIOYSIEIS [ELIS)2 01 GOUMLSW oyl sjowiold pue 1N

sapdiounad s1e4 oyeqg se1ouwoxd 12yl LONENIIS UIM-ULAM B I8 SALLIE pue siapewl xadimos punode sucyeroSau joep A[pAleags ol o[qV
sanss1 Xo[duod 1o Surodmars SUEOUNUITOD USYM SPISU [BUONNINSTI [In seandadsied Teoniod soueep

Fojens UOLIBIIUNTILIO) POUap-1[om & dofeas(]

SISPOYSNEIS TURAS[OL 01 SIOUBWI SANISUSS PuB NSU-YS1] oleoiunumuos A[SAU0oITH

| 01 19p10 m aowarpne a1y 107 %)

0z 10 £} sbed



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 Arcas (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 V\’eigl;téd
. Weightings  Weightings Score
Bagic Service and Infrastructure Development | 62
Municipal Institutional Development and Transformation 0
Local Economic Development (LED) 0
Municipal Financial Viability and Management 10
Good Governance and Public Participation 28
Spatial Rationale 0
Total KPAs = (KPAs Weighted Score/104%) 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 PL.AN FOR THE PERIOD 07 QCTOBER 2024 - 30
JUNE 2025
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