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PERFOMANCE MANAGEMENT AGREEMENT
ENTERED INTO BY AND BETWEEN

MOGALE CITY LOCAL MUNICIPALITY herein represented by Makhosana Msezana as the
Municipal Manager (hereinafter referred to as the Employer or Supervisor)

And

Xolani Sibiya as the Executive Director: Infrastructure Development Services (hereinafter referred to
as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

1.1 The Employer has entered into a contract of employment with the Employee in Terms of
section 57(1)(a) of the Local Government: Municipal Systems Act 32 of 2000 (“the Systems
Act’). The Employer and the Employee are hereinafter referred to as the “the Parties”.

1.2 The parties wish to ensure that they are clear about the goals to be achieved and secure the
commitment of the Employee to a set of outcomes that will secure local government policy

goals.

1.3 The parties wish to ensure that there is compliance with Sections 57(4A), 57(4B), 57(C) and
57(5) of the Systems Act, Local Government: Municipal Performance Regulations for
Municipal Managers and Managers directly accountable to Municipal Manager, 2006 & Local
Government. Competency Framework for Senior Managers, 2014,

2, PURPOSE OF THIS AGREEMENT
The purpose of this Agreement is to —

2.1 Comply with the Contract of Employment entered into between the parties;

2.2 Specify objectives and targets established for the Employee and communicate to the
Employee the Employer's expectations of the Employee’s performance expectations and
accountabilities;

2.3 Specify accountabilities as set out in the Performance Management Plan (Annexure A);
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2.4 Monitor and measure performance against set targeted outputs;

2.5 Use the Performance Management Agreement and Performance Management Plan as the
basis for assessing whether the employee has met the performance expectations applicable
to his job;

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

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

COMMENCEMENT AND DURATION

31 This Agreement will commence on the 01 JULY 2026 and will remain in force until 30
JUNE 2027; where after a new Performance Management Agreement, Performance
Management Plan and Personal Development Plan shall be concluded between the
parties for the next financial year or any portion thereof.

3.2 The parties will review the provisions of the Agreement during February each year. The
parties will conclude a new Performance Management Agreement and Performance
Management Plan that replaces this Agreement at least once a year by not later 31 July.

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

3.4 The content of this Agreement may be revised at any time during the above- mentioned period
to determine the applicability of the matters agreed upon.

3.5 If at any time during the validity of this Agreement the work environment alters (whether as a
result of government or council decisions or otherwise) to the extent that the contents of
this Agreement are no longer appropriate, the contents shall immediately be revised.

PERFORMANCE OBJECTIVES

41 The Performance Plan (Annexure A) sets out-

4.1.1 The performance objectives and targets that must be met by the Employee; and

4.1.2 The time frames within which those performance objectives and targets must be
met.

P
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4.2  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 and the
Budget of the Employer and shall include key objectives; key performance indicators;
target and weightings.

4.3 The key objectives describe the main tasks that need to be done. The key performance
indicators provide the details of the evidence that must be provided to show that a key
objective has been achieved. The target dates describe the timeframe within which the
work must be achieved. The weightings show the relative importance of the key objectives
to each other.

4.4 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 The Employee agrees to participate in the performance management system that the
Employer adopts or introduces for the Employer, management and municipal staff of the
Employer.

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

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

6 THE EMPLOYEE AGREES TO PARTICIPATE IN THE PERFORMANCE MANAGEMENT AND
DEVELOPMENT SYSTEM THAT THE EMPLOYER ADOPTS

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

6.2 The criteria upon which the performance of the Employee shall be assessed shall consist of
two components, both of which shall be contained in the performance agreement.

6.2.1 The Employee must be assessed against both components, with a weighting of 80:20
allocated to the Key Performance Areas (KPAs) and the Competency
Requirements (CRs)(Leading & Core Competencies) respectively.

6.2.2 Each area of assessment will be weighted and will contribute a specific part to the total
score.
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6.2.3 KPAs covering the main areas of work will account for 80 weighting and CRs will account
for 20 weighting of the final assessment.

6.3 The Employee’s assessment will be based on his/her performance in terms of the outputs/
outcomes (performance indicators) identified as per attached Performance Plan (Annexure
A), which are linked to the KPA's, and will constitute 80 weighting of the overall assessment
result as per the weightings agreed to between the employer and Employee:

Sice Deliv an Infrastructure Development | 60%
Financial Viability 15%
Good Governance and Public Participation 10%
Local Economic Development 5%
Municipal Transformation and Organizational Development 10%
TOTAL 100%

6.4 The Employee’s assessment will be based on his/her performance in terms of the outputs/
outcomes (performance indicators) identified as per attached Performance Plan (Annexure A),
which are linked to the KPA's, and will constitute 20% weighting of the overall assessment result
as per the weightings agreed to between the employer and Employee.

The six (6) core competencies that act as drivers to ensure that the leading competencies are
executed at an optimal level

Strategic Direction
and Leadership

Impact and influence
Institutional Performance
Management

Strategic Planning and Management
Organizational Awareness

20%

Program & Project
Management

Program & Project Planning and
Implementation

Service Delivery Management
Program & Project Monitoring &
Evaluation

20%

Financial Management

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

20%
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| Change Leadership » Change Vision & Strategy 20%
Process Design & Improvement
Change Impact Monitoring &

Evaluation

Governance Leadership » Policy Formulation 20%
» Risk and Compliance Management
o Cooperative Gov_ernance

CORE COMPETENCIES
Moral Competence
Planning and Organizing
Analysis and Innovation
Knowledge and Information Management
Communication

Result and Quality Focus

TOTAL 100

7 EVALUATING PERFORMANCE
7.1 The Performance Management Plan (Annexure A) to this Agreement sets out-
7.1.1 The standards and procedures for evaluating the Employee’s performance; and
7.1.2 The intervals for the evaluation of the Employee’s performance.

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

7.3 Personal growth and development needs identified during any performance review discussion

must be documented in a Personal Development Plan as well as the actions agreed to
and implementation must take place within set time frames.

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

7.5  The annual performance appraisal will involve:

7.5.1 Assessment of the achievement of results as outlined in the performance Plan: /

|
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(a) Each KPA should be assessed according to the extent to which the specified
standards or performance indicators have been met and with due regard to hoc
tasks that had to be performed under the KPA,

(b) An indicative rating on the five-point scale should be provided for each KPA;

(c) The applicable assessment rating calculator must then be used to add the scores
and calculate a final KPA score.

7.5.2 Assessment of the CRs

(a) Each CR should be assessed according to the extent to which the specified
standards have been met;

(b) An indicative rating on the five-point scale should be provided for each CR;

(c) The applicable assessment rating calculator must then be used to add the scores
and calculate a final CR score.

7.5.3 Overall rating

An overall rating is calculated by using the applicable assessment-rating calculator.
Such overall rating represents the outcome of the performance appraisal.

7.6  The assessment of the performance of the Employee will be based on the following rating
scale for KPA's and CRs:

Unacceptable Performance

Performance does not meet the standard expected for the
job. The employee has failed to demonstrate the
commitment level expected in the job despite management | 1 0% - 59%
efforts to encourage improvement.

Performance Not Fully Effective

Performance is below the standard required for the job in
key areas. Performance meets some of the standards . .
expected for the job. 2 60% — 69 %
éé/' |

L_./
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Performance Fully Effective

Performance fully meets the standards expected in all areas | 3 70% —-79 %
of the job

Performance Significantly Above Expectations /

Exceptional Performance 4 80% — 89 %

Performance is significantly higher than the standard
expected in the job.

Outstanding Performance

Performance far exceeds the standard expected of an|5 90% — 100 %
employee at this level.

7.7 For purposes of evaluating the annual performance of managers directly accountable to
the Municipal Manager, an evaluation panel constituted of the following persons must be
established —

i. Municipal Manager;

ii. Chairperson of the Performance Audit Committee or the Audit Committee in the
absence of a Performance Audit Committee;

iii. Member of the Mayoral Committee; and

iv.  Municipal Manager from another Municipality.

8 SCHEDULES FOR PERFORMANCE REVIEWS
8.1 The performance of each Employee in relation to his or her performance agreement shall be

reviewed on the following dates with the understanding that reviews in the first and third
quarter may be verbal if performance is satisfactory:

First Quarter July — September 2025 October 2025
Second Quarter October — December 2026 January 2026
Third Quarter January — March 2027 April 2027
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Fourth Quarter April = June 2027 n/a

8.2  The Employer shall keep a record of all formal and informal reviews, including the midyear
review and annual assessment meetings.

8.3 Performance feedback shall be based on the Employer’s assessment of the Employee’s
performance.

8.4  The Employer will be entitled to review and make reasonable changes to the provisions of
Annexure “A” from time to time for operational reasons. The Employee will be fully
consulted before any such change is made.

8.5 The Employer may amend the provisions of Annexure “A” whenever the performance

management system is adopted, implemented and/or amended as the case may be. In
that case the Employee will be fully consulted before any such change is made.

9 DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is attached as
Annexure B.

10. OBLIGATIONS OF THE EMPLOYER
10.1 The Employer shall:—
10.1.1 Create an enabling environment to facilitate effective performance by the Employee;
10.1.2 Provide access to skills development and capacity building opportunities;

10.1.3 Work collaboratively with the Employee to solve problems and generate solutions to
common problems that my impact on the performance of the Employee;

10.1.4 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

10.1.5 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.
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11  CONSULTATION

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

11.1.1 Adirect effect on the performance of any of the Employee’s functions;

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

11.1.3 A substantial financial effect on the Employer.

11.1.4 The Employer agrees to inform the Employee of the outcome of any decisions
taken pursuant to the exercise of powers contemplated in 11.1 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 inclusive annual remuneration package may be paid to
the Employee in recognition of performance and the amount payable would be calculated on the
following basis:

= - A s ey S Lo | [ v 1
1. 0% - 59% Performance Unacceptable | 0% of total package
2. 60% - 69% Performance Not Fully Effective
3. 70% - 79% Performance Fully Effective Remuneration Progression
4. 80% - 89% Performance Significantly Above + Remuneration Progression
Expectations/ Exceptional Performance « 5% - 9% of Total Package
5. 90% - 100% | Outstanding Performance » Remuneration Progression
« 10% - 14% of total package

12.3 The Employee will be eligible for progression to the next higher remuneration package, within the relevant
remuneration band, after completion of at least twelve months (12) service at the current remuneration
package on 30 June (end of financial year) subject to a fully effective performance assessment results
and above.

12.4 In the case of unacceptable performance, the Employer shall —
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12.4.1 provide systematic remedial or developmental support to assist the Employee to improve his or
her performance; and

12.4.2 after appropriate counseling 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 any other matter provide for, shall be

mediated by -

13.1.1 The Executive Mayor within thirty (30) days of receipt of a formal dispute from the Employee;
or

13.1.2 Any other person appointed by the Executive Mayor.

13.2 In the event that the mediation process contemplated above fails, clause 19.3 of the Contract
of Employment shall apply.
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14 GENERAL

14.1 The contents of this agreement and the outcome of any review conducted in terms of Annexure A

may be made available to the public by the Employer.

14.2 Nothing in this agreement diminished the obligations, duties or accountabilities of the Employee in
terms of his/ her contract of employment, or the effects of existing or new regulations, circulars, policies,

directives or other instruments.

Thus, done and signed at ...Krugersdorp............. on this the ...... ... day of July 2026
AS WITNESSES

EXECUTIVE DIRECTOR:

|NFRASTRUC(TUR DEVELOPMENT
2. i SERVICES

{ e T

Thus, done and signed at’ YA CeRSDORP.  onthisthe . S ..., day of ...\..J..‘.’?H...2026
AS WITNESSES:

. By | N

J .U/_X(' \-/J I L MANAGER

2.
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CORE MANAGERIAL
COMPETENCIES

Strategic Diraction and
Leadership

PERFORMANCE MEASUREMENT

EVIDENCE

F signed with
Managers within the Department

1=AllF it
within the Depariment signed after the 30/09/2026

of Managers

2= All Per

the Departmenl signed after the 15/08/2026

within

3= All Per A ts of b

within the Departmenit signed by the 31/08/2026

4= All Perf 1t Ags of
within the Dep signed by the
5= All Peric of M:

within the Departmenl signed by the 10/08/2026

Fiva (5) signed 2026/2027 Perfarmance
Management Agreements for the five managers.

Program and Project
Management

% Implementation Service Delivery Budget and
ion Plan P e

1=50% and below implementation of the SDBIP

2= 80-80% impiementation of the SDBIP

3= 70-79% implementation of the SDBIP

4= 80-89% implementation of the SDBIP

5= §0-100% implementation of the SDBIP

SDBIP Quarterly Performance Reports from
Monitoring and Evaluation Division and
Annual Performance Report

Financlal Management

% Reduction of Unauthorized lregular Fruitless (UIF)
expenditure

1= 0 - 54% reduction on the UIWFE

2= 56 -64% reduclion on the UIWFE

3= 65 - 74% reduction on the UIWFE

4= 75 - 89% reduction on the UIWFE

5= 90 - 100% reduction inctuding no UIWFE expenditure
incurred

Quarterly UIWF reports adopted by Council

% of Opex Budget spent (Bi-Annual)

1=Less than 70%

2= 80% - 89% expenditure

3= 90% - 85% expenditure

4= 96% - 88% expenditure

5= 99% - 100% expenditure

Quarterly In year monitoring report; 1 July
20286 to 30 June 2027 In year monitoring
report.

% of Grant / Capex Budget Spent { Bi-Annual)

1=Less than 79%

2= 80% - 89% expenditure

3= 90% - 85% expenditure

4= 96% - 8% expenditure

5= 99% - 100% expenditure

Quarterly In year monitoring report; 1 July
2028 to 30 June 2027 In year monitoring
report.

Change Leadership

1=59% and Below Implementation

2=60-89% Implementation

3=70-79%

of monthly

4=80-89% Implementation

5=00-100%|mplementation

Agenda, Attendance registers. and Resolution
mesting register
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CORE MANAGERIAL

COMPETENCIES KPt

PERFORMANGE MEASUREMENT

EVIDENCE

4 Quaterly Staff Meetings hald per ysar

1= No meeting held

2= 1 mesting held

3= 2 meetings held

4= 3 meetings held

o

= 4 meetings held

Agenda and Attendance Register of staff
mesatings held

People Management and Average time taken to respond to leave requests

4= approved in 5 days

2= approved in 4 days

3= approved in 3 days

Leave Management Reports/Summary of
days taken to approve leave

Empowerment
4= approved in 2 days
5= approved in 1 days
1= No policy submitted
2= 1 policies submilied
Development and Revision of Policies considered
No. of Developed and Revised Policies 3= 2 policies submilied by SMT { Draft Policy or Policy, SMT Minutes and
Agenda)
4= 3 policies submitted
5= More than 4 policies submitted
L hil
1= Na SOP submitted
2= 1 SOPs submitted p and ion of SOP idered by
No. of SOP developed and Revised SMT ( Draft SOP or SOP, SMT Minutes and
Agenda.)
3=2 SOPs submitted
4= 3 submitted submitted
5= More than 4 submitted submitted
[Total=100%
Signed and Accepted by the %ﬂﬂlmmon Infrastructure Development Services
/- -
Xolani Siblya: . Date: / C&/&f 24 )/6
Approved by the Mun
Makhosana Msezana, Date:
pa—
-
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O o] 9 Resp effectiva and efficlent local government system
NDP Chapter Building a professional cap citizen f d public service NDP Chapter 13 2026/2027
Strategic Goal To provide sustainable services to the community
DEPARTMENT: Infrastructure Development Services
KPA: SERVICE DELIVERY AND INFRASTRUCTURE DEVELOPMENT = 60%
Flest Management : 15%
(8
ORIGINAL PROGRAMME/PR
KP1NO, PLANNING LEVEL | MSCOAPROJECT |  WARDTO  |KEY PERFORMANCE UNIT OF BASELINE ANNUAL QUARTER 0UECT TYPE OF EVIDENCE PER QUARTER NT RESPONSIBLE PERSON
BENEFIT  |NOICATOR " el
o 100 1=less than 50% approved vehlcls requests procured
a2 100 2=51%-75% approved vehicls requests procured
1 KPI: DS - Quantity indicator | Acquisition of flest Al Werds 15% % New KPI 100 Qa 100 Q1-Q4: Proof of funding, xx_ 3gcso_¢imi. Dellverynotes end | .65, 00% approved vehicle requasts procured
avallable budget
4= 81%-98% approved vohlclo requosts procured
Q4 100
5= 100% and more approved vehicle requests procured
ORIGINAL PROGRAMME/PR
KP1NO. PLANNING LEVEL | MSCOAPROJECT |  WARDTO  |KEY PERFORMANCE  |ypiouming  |UMIT OF MEASURE |BASELINE ANNUAL QUARTER OJECT Pratical TYPE OF EVIDENCE PER QUARTER PERF RESPONSIBLE PERSON
BENEFIT  |INDICATOR ARGET 2y
cmte
Divialon: Water and sanitation 40%
at 100% 1= 55 than 50% of project milestones in line with plan
=51%-80% of t milestones In lins with plan
IDS- Percy Stewart %% implomentation of 5 — 2m819%-50% of preject mieatones i e wih p
. Executiva Diractor: wWwWTW Percy Stewart WWTW | Q1 and Q4 Project plan & treport
2| werzps (s Output refurbishmen tareach| A Wards refurbishment project o s 09% oD
M compence ilesighes in B with plan a3 3m 81%-70% of of projact milestones in line with plan
o 100% 4= B0%-99% of project mileatones In lino with plan
= 100% and ject misstones in line with pt
5= 100% and more of project ml in line plen —r— o -~
Development Senvioss
a1 10 1= leas than 50% of project plen
Q2 _ 2=51%-80% of project plan
| % implemontation of Fiip
) Exocutive Director: |Refurbishment of Fila humen WWTW .
s [Kp1: s roan) [Sout e P |l Werds o AL 5% % 100% 100% Q1 and Q4 Project plan and Project report
| line with plan Q3 - 3= B1%-70% of project plen
4= 80%-89% of project plan
Q4 —
._ 5=100% and more of project plan
S 1 . |
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a

1= 1 to 30 smart conventional water metess Installed

Q2 25 2% 31 to 60smart conventional waler meters instelied
KP1 4: 1D3 (592) N 1DS Smart
Executivo Director ;: i i d
X oﬂu =_,< Cotuonbng W aior Al Wards z:nw.ﬂ M Hﬁ_ﬁi - Nuttbar - Bn i M _m.nuw. Pa_.uwas moeS Signed verification checklist, instaflation | o\ oo otr el wobor rodtecs Iotiaing me.,..._ﬁ Director: _inwns___a
Meters MCH Sertt
4= 80 to 01 smart conventional water meters installed
Qa 35
5= 100 and more smert conventional water meters installed
at 350 1= 11053 bulk wabor meters installed
Q2 500 2= 54 to 103 bulk water metors installed
. Installation of —
Executive Director Number of conventionel Executive Director: Infratructure
KP1 5: D8 (1042) Conventionsi water All Werds % Number 1048 1750 @ 500 Q3-Q4 Progress roport and Installaton list 3= 104 b 203 bulk water maters instalied )
Outpul meters In Mogala city water meters installed Development Senvices
4= 30D to 400 butk water moters installed
a4 400
5= 500 and mora of bulk water meters instalied
1= loss than 50% of project plan
ai Q 1- Project plan
2=51%-80% of projoct plen
All Wards e New KPI Q2 NiA 3= 61%-70% of project plan
1DS-Refurbishment of % Gompletion of the ;
KPi6: D8 Executive Director | Ristfontsin pump station % " 100% Executive Director: Infrastrcutura
' Qutput IDS Pumpstation refurbishment In fine with Dovalopment Services |
the Project plan Q3 100% Q3-Project completion certificate and close out report 4= B0%-99% of projest plan
Q4 100% NiA 5= 100% and more of project plan
Q1 1-ass than 50 COGS Issued
2-51-99 CoCs Iasued
Municipal pumping &
. Executive Diroctor | storage capacity Number of Pressure : Cert
KPI7: ID8 (840) Output IDS (water conservetion All Werds. Reducing Valve (PRV) 10% Number New KPI 181 Q2 Q3: Certificata of compliance (CoC) per complated PRV Installation | 3-97-128 CoCs [sued
and demand
a3 60% 4-120-160 CoCs Issued
Q4 81 5161 or more CoCs Issued
1] 1= less than 50% of project plan
Q1-Q2 Project plan 2=51%-80% of projact plan
% implementation of
KPL8: IDS (810) | Output indicator | Muldersdrift Reservoir All Werds Muldersdrift Reservoir 5% % 100% 100% oz 100% 3= 61%-70% of project plan
project in lins with the plan
Q3 Project completion certificats and cloas out report 4= 80%-89% of project pian
Q4 NA

5-400% and more of project plan




ORIGINAL PROGRAMMERR
KP1 NO. PLANNING LEVEL | MSCOAPROJECT | WARDTO  [KEVPERFORMANCE |ywpiguiig | UMIT OF MEASURE |BASELINE ANNUAL QUARTER 0JECT TYPE OF EVIDENCE PER QUARTER PERFC RESPONSIBLE PERSON
TARGET MILESTONE
Divislon: Energy Services 5%
Q1 Q1-Project Plan 1= lass than 50% of project plan
S 251%-60% of arvisct pien
% implementation of Q2 100% Q2: Project completion certificate and close out report 3= 61%-70% of project plan
KPig:ipg | EXecuiveDirector | Chemdor Substation |y yy g Chamdor substation % % NewKPI 1 Excutivn Diractor: Infrastcuire
: Outpot DS refurbishment 4 sl 3 Sorvicas
project in line with plan
Qs NIA 4= 80%-00% of project plan
a4 NiA 5100% and more of project plan
1 . —




KPA: FINANCIAL VIABILITY= 15%

a1 1= 10% - 30% Expandtura Report
az L 2= 31% 40% Expenditure Report
Executive Director ) % expanditure on the Exocutive Director: Infrazircuture
10 : - "
KPL: IDS - 10 Output Grants Expenditure Al wards WSIG grent 10% 100% 100% Q3 1 Expenditure reporl 3=41% - 50% Exepnditure Report Development Services
100% 4= 51% - 80% Expeniture Raport
a4
5=81% - 100% Exponditurs Roport
B @ 1= Drafl Encrgy Loss Reduction Mastor Plan or Draft W ster Gonservation and Demend
Man t Plan | Stratey or Dreft Business Plan
o Tonis 2= Approved Energy Loas Reduction Mastor Plan or Approved Water Conservation and
millen Demand Mansyement Plen / Straimyy or Asproved Business Plen
1" KPE DS -11 mxxzh”ahﬂia. _wwmmhw:_q AlWards  |External Fundraising 5% Rands New RS0 millon o 10mifion 3= R20 millon Received Capital Funding or Technical Assistance Siecthie c_ﬁﬁum_§83:zs
———— =1 Approved Energy Loss Reduction Master Plan or Approved W ater
| Consorvation and Demand Managoment Plan  Stretegy Received | 4= R30 million Received Capital Funding or Technical Assistance
Q4 30 millon Capital Funding or Technical Assistance e
| 5= RS0 miliom Raceivad Capital Funding o Tachnical Assistance
KPA: GDDD GOVERNANCE AND PUBLIC PARTICIPATION = 10%
a1 - 1= L e
= Loas than 70% Imslementsd
Q2 22 70 - 84% implementsd
12 KP1:DS fomfem Oy wiem i % implementation of AG a - J 2= 5% | Executive Dreotor: Ifrastreuturs
DS 12 i AGSA Action Plans Alwergs | B 5% % 0% 85% OPCA pans st Saiea
| 4:90% mptementation
5%
o4 5= 96% - 100%




1 - 1= Lasa than 50%
% implementation of 92 2= 51%-00°
i Executiva Dirsctor: Strsteqle Rlsk departmental mitigation P~ Executive Director: Infrastreuture
13 KP1:IDS 13 Outpul Nanagaent AlWards | e the Statogte 5% % 100% 3 Strategic Risk Register andfor Dashbosrd N pstans 0 Services
Risk Register
Q4 100% 4= 81%-09% one month end
5= 100% Implemented two{2) months before quarter end
KPA: MUNICIPAL TRANSFORMATION AND ORGANISATIONAL DEVELOPMENT = 10%
a
1= 10- 7 working days
Q2
2= 7-6 working dny=
Number of days teken to
N Executive Director altend to employes . N Exocutive Diroctor: Ifrastreuture
14 KPI: IDS - 14 Output Labour Disputes Allwards |00 il 5% % 10 10 Days @ Signed grievance form and Grievance mosting / response Development Servicss
prescribe time lins 3=8-4 werking deys .
10 days 4=3 - 2 workiig dad
Q4 5= 1-0 working da.
1= No review session conducted
Q2 1 2= 1 review sesssions conducted for Directors
Number of Managers -
» Execuitive Diractor Performance Performance of assessment minutes or agenda and or attendance Executive Director: Infrastrouture
15 KPI: DS +15 Output Mensgement All Wards. mﬂmunmmhmﬁz 5% Number New target 2 - B roditer Deveiopmant Services
3= 2 reviaws sasslons conducted for Directors
4= review sessions conducted for_Directors within 60 duy= _after tha end of quarter two
4 1 5= review sessions conducted for Directors within 60 daye_sfter the snd of quartet four
KPA: LOCAL EGONOMIC DEVELOPMENT: 5%
at
1= 10 - 18 bobs opportinles created
I T Executive Director: Infrastreuture
Executive Director; Number of jobs 2= 20 - 30 Jobn reeted D Services
18 : DS -
KP: IDS - 16 ‘Output Job Creation Al werds o perniniisn erodisd 5% Number New Target 150 MEAM Reports or Senvice Prowidars EPWP quarterly report
through IDS Projects a3 3=31-50 crested
50 4=61- _.oa created
30
Q4 5= 101 - 150 job itios croated
Total = 100%
Signed and Accopted by the Director: Services
u & 4
. 3] /|2 Y

Xolanl Sibiya:
/
Approved by the Municipal Dl

Makhosana Msezana

. Wb




SURNAME

Xolani NAME Sibiya

EXECUTIVE DIRECTOR: INFRASTRUCTURE
POSITION __um<mro_u_smz._. SERVICES Jxm_uOm.q TO MUNICIPAL MANAGER
SALARY LEVEL 2 SALARY BAND $56
IDEPARTMENT |INFRASTRUCTURE DEVELOPMENT SERVICES FINANCIAL YEAR 2026/7

ff revi 88!
Competency area to he Sadial i el Competency indicators Deavelopment activities (self-study,] Support required oniae gl .J.Somi_ S m.a.:% ,..._.d _o _muw:nan._m ,uu_sM:n
developed it (evidence of development) | on-the-job, formal-dates and cost)| (e.g. coaching) D e L ariing bl ATl
achieve) : provider Coach)

(Goal Alignment and Being able to assertivel

Personal Mastery Assertiveness, problem peing abie . Y Training & Course Bi-annual assessemts
. N N influence decisions

solving & influencing
Strategic & business mastery __u_m::_:m..o_dm:_m_so. finance JAble to prioritise activities and Training & Course |Bi-annual assessemts

& delegation delegate to team

The ability to enable opposing
parties to move past impasse Training on

Team mastery |Managing teams ) aimz.um the successful resolution __.mmam_..m:_u mm:.__:mﬂ.oq workshops Performance POE

performance & caonflict of an issue through the Executive Leadership Courses

_— . . Management
application of dispute resolution
_ﬂmn::Ecmm
|EMPLOYEE SIGNATURE \
MM’s SIGNATURE \.—W;._.m w ; OJ m.o w‘ru




