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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Umzinyathi District Municipality, herein represented by Sipho Bonginkosi
Ndabandaba in his capacity as the Municipal Manager (hereinafter referred to as the
Employer)

And

Ntombenhie Thembelihle Mkhwanazi - Employee of the Municipality (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”) as amended. The Employer and the Employee
are hereinafter referred to as "the Parties™.

1.2 Section 57(1)(b) of the Systems Act, read with the Contract of Employment
concluded between the parties, requires the parties to conclude an annual
performance agreement,

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

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

2. PURPOSE OF THIS AGREEMENT
The purpose of this Agreement is to -

2.1 Comply with the provisions of Section 57(1)(b}.[4A).(4B) and (5) of the Act as
well as the employment contract entered into between the parties;

2.2 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 (IDP), Service Delivery and Budget
Implementation Plan (SDBIP) and the Budget of the Municipality;

2.3 Specify accountabilities as set out in a Performance Plan, which forms an
annexure to the performance agreement;
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2.4

2.5

2.6

2.7

Monitor and measure performance against set targeted outputs;

Use the Performance Agreement as the basis for assessing whether the
Employee has met the performance expectations applicable to his or her job;

In the event of outstanding performance, to appropriately reward the
Employee; and

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

3 COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

3.5

3.6

This Agreement will commence on the 01 April 2019and will remain in force
until 30 June 2019 thereafter 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.

The parties will review the provisions of this Agreement during June each year.
The parties will conclude a new Performance Agreement and Performance
Plan that replaces this Agreement at least once a year by not later than the
beginning of each successive financial year.

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

In the event where the employee is acting in the position hereto referred this
agreement will remain in force only for acting period as approved by Council
and in the event where an extension is granted by the MEC.

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.

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 shallimmediately be revised.

4 PERFORMANCE OBJECTIVES

4.1

4.2

The Performance Plan (Annexure A) sets out-

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

412 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, Service Delivery and Budget Implementation Plan (SDBIP)
and the Budget of the Employer, and shall include Key Objectives; Key
Performance Indicators; Target Dates and Weightings.
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4.2.1 The Key Objectives describe the main tasks that need to be done.

4.2.2 The Key Performance Indicators provide the details of the evidence
that must be provided to show that a key objective has been
achieved.

4.2.3 The Target Dates describe the timeframe in which the work must be
achieved.

4.2.4  The Weightings show the relafive importance of the key objectives to
each other.

4.3 The Employee’s performance will, in addition, be measured in terms of
conftributions 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 accepfts 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.

5.4 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.

5.5 The criteria upon which the performance of the Employee shall be assessed
shall consist on components contained in this Performance Agreement.

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

5.5.2 Each area of assessment will be weighted and will contribute a
specific part to the total score.

5.5.3 KPAs covering the main areas of work will account for 80% and
Leading and Core Competencies will account for 20% of the final
assessment.

5.6 The Employee’'s assessment will be based on his / her performance in terms of
the outputs / outcomes (performance indicators) identified as per attached
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5.7

5.8

6.1

6.2

6.3

6.4

6.5

Performance Plan {Annexure A), which are linked to the KPA's, and will
constitute 100% of the overall assessment result as per the weightings agreed
to between the Employer and Employee:

Key Performance Areas (KPA’s) Weighting
_Municipol Financial Viability and Moncg_emem‘— I KT
Municipal Institutional Development and Transformation 5
Good Govemnance and Public Participation 4
Total 100

In the case of managers directly accountable to the Municipal Manager, Key
Performance Areas related to the functional area of the relevant manager,
must be subject to negotiation between the Municipal Manager and the
relevant manager.

The Leading and Core Competencies will make up the other 20% of the
Employee’s assessment, and are indicated on Annexure A of the attached
Performance Plan.

EVALUATING PERFORMANCE

The Performance Plan {Annexure A) to this Agreement sets out -

6.1.1 The standards and procedures for evaluating the Employee’s
performance; and

6.1.2 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 confract
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
goals and strategies set out in the Employer’s IDP.

The Annual Performance Appraisal will involve:

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

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

{b) An indicative rating on the five-point scale should be provided for
each KPA.
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(c) The applicable assessment rating calculator (refer to paragraph
6.5.3 below) must then be used to add the scores and calculate a
final KPA score.

6.5.2 Assessment of the Leading and Core Competencies

(a) The leading and core competencies 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

the leading and core competencies.

(c) This rating should be multiplied by the weighting given fo each
leading and core competencies during the contracting process,
to provide a score.

(d) The applicable assessment rating calculator (refer to paragraph
6.5.1) must then be used to add the scores and calculate the
leading and core competencies final score

6.5.3 Overall rating

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

6.6 The assessment of the performance of the Employee will be based on the
following rating scale for KPA's.

Level Terminology Description | Rating
- ] 2%3 415
Meet & exceed | Performance far exceeds the standard
all standards expected of an employee at this level.
The appraisal indicates that the
5 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.
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Level

Terminology

Meet all &
exceed some

standards

Description

Ratin -
1] 2?3 45

Performance is?gniﬁcmly higher than
the standard expected in the job. The
appraisal indicates that the Employee
has achieved above fully effective results
against more than half of the
performance criteria and indicators and
fully achieved all others throughout the

year.

Meet all the

standards

Performance fully meets the standards
expected in all areas of the job. The
appraisal indicates that the Employee
has fully achieved effective results
against all significant performance
criteria and indicators as specified in the

PA and Performance Plan.

Meet some of

the standards

Performance is below the standard
required for the job in key areas.
Performance meets some of the
standards expected for the job. The
review/assessment indicates that the
employee has achieved below fully
effective results against more than half
the key performance criteria and
indicators as specified in the PA and

Performance Plan.
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Level

‘ Terminology

Description

Ratin

1—|7$3 45

| f\lo’r_me_eang the

standards

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

improvement.

6.7 For purposes of evaluating the annual performance of the Municipal Manager,
an evaluation panel constituted of the following persons must be established -

6.7.1
6.7.2

6.7.3

6.7.4
6.7.5

Mayor;

Chairperson of the Performance Audit Commitiee or the Audit
Committee in the absence of a Performance Audit Commitiee;

Member of the Executive Committee orin respect of a plenary type

Municipality, another member of council;
Mayor and/or Municipal Manager from another Municipality; and
Member of a ward committee as nominated by the Mayor.

6.8 For purposes of evaluating the annual performance of managers directly
accountable to the Municipal Managers, an evaluation panel constituted of the
following persons must be established -

6.8.1
6.8.2

6.8.3

6.8.4

Municipal Manager;

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

Member of the Executive Committee orin respect of a plenary type

Municipality, another member of council; and
Municipal Manager from another Municipality.

8.9 The Manager responsible for Human Resources of the Municipality must provide
secretariat services to the evaluation panels referred to in sub-regulations (d) and

(e).

7. SCHEDULE FOR PERFORMANCE REVIEWS
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7.1 The performance of each Employee in relation to his / 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:

Fourth Quarter ; April = June 2019

7.2 The Employer shall keep a record of the mid-year review and annual assessment
meetings.

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

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

7.5 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.

8. DEVELOPMENTAL REQUIREMENTS

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

9. OBLIGATIONS OF THE EMPLOYER
9.1 The Employer shall -

9.1.1 Create an enabling environment to facilitate effective performance
by the employee;

2.1.2 Provide access to skills development and capacity building
opportunities;

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

9.1.4 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

9.1.5 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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Chief Financial Officer

NTV AMS . (,



10. CONSULTATION

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

10.1.1 A direct effect on the performance of any of the Employee’s
functions;

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

10.1.3 A substantial financial effect on the Employer.

10.2  The Employer agrees to inform the Employee of the outcome of any decisions
taken pursuant to the exercise of powers contemplated in 10.1 as soon as is
practicable to enable the Employee to take any necessary action without
delay.

11. MANAGEMENT OF EVALUATION OUTCOMES

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

11.2 A performance bonus of between 5% to 14% of the all-inclusive annual
remuneration package may be paid to the Employee in recognition of
outstanding performance fo be constituted as follows:

11.2.1 Ascore of 130% to 149% is awarded a performance bonus ranging from
5% to 9%; and

11.2.2 Ascore of 150% and above is awarded a performance bonus ranging
from 10% to 14%.

11.3  Inthe case of unacceptable performance, the Employer shall -

11.3.1 Provide systematic remedial or developmental support to assist the
Employee to improve his or her performance; and

11.3.2 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.

12. DISPUTE RESOLUTION
12.1 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 provided for, shall be mediated by -

12.1.1 The MEC for local government in the province within thirty (30) days of
receipt of a formal dispute from the Employee; or

12.1.2 Any other person appointed by the MEC.
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12.2  Inthe event that the mediation process contemplated above fails, clause
20.3 of the Contract of Employment shall apply.
13. GENERAL

13.1  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.

13.2  Nothing in this agreement diminishes 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 DUMA% ......... on this ihe..a.é day of '\’1\(292019
AS WITNESSES:

 U8@s0

2. _-/_d ML Lf Q
AS WITNESSES:

z

MUNICIPAL MANAGER

CHIEF FINANCIAL OFFICER

2018/19 Performance Agreement Page 11
Chief Financial Officer

AWNG.C



%001 = yBiom s9lousjadwo) alo) pup diysiapoa

%001= ybram (s.vd)) s,pa1y adubwiopaq A

SPIDPUDJS |0 P822X9 B |98W = G

SPIOPUDLS SUIOS PB3DX8 3 I |9OW =

SpPIOPUDLS 38U} |ID 8O = €
SPIOPUDLS Y} JO BUWIOS 199N = ¢

SPIOPUDYS 8y} Bulteaw JoN = | VYOS ONILYY

6107 AVNNYT | 3lva MIIATY 101440 AYNSVIYL ANV 135and | :LINN SSINISNG / NOISIAIG

~ 6l0ZANNT 0E—8L0OZ ATNT 1O :aoad ¥3DHH10 TVIDONVNIH 43IHD ONILOV 31114 901
C YIOVYNYW IVIDINAW 311 90T 170901 ‘ON 3IAO14W3
VEVANYEVAN ‘g OHdIS 24IOVNVYW INI IZVNVMHIW ‘L ITHNIGWOIN | AWVYN

4301440 TVIONVNIH 43I1HD

61/810Z - NV1d 3IDNVWIO4¥3d

e2'anl redulUniien) | ews

OVB) B}Z) #E0 X8/ 00GE &1Z MO oL

QONE BRPUNE) 10DIG B,

A BE ONIGNINE 000D YW $830NI14d

ALNYAIDINOW
LJMLSIT IHLYANIZWN




§\< 7 SWH \¢\¢\

Z 9bnd 19210 [PIoUDU JBIUD
i usypUspPUN _ 1811601 m
_I_I_ Id
_ 181s1ba1 JuswIIsSaAUIl lajsibay » O m-w
Z =
JUswijsaAul 10O saipbpdn JUSUISOAU| O o % qu
m o
19)s1b9y _ 10 sajppdn Alyiuow JO alpbpdn Z z Z _.S_._
c
fUSUISDAU] AIUJUOW | €0 Alyjuow jo oN (Tl)oAom] SNONUIUOD m W qu m v ol |
L w G m |
i z4 Q 4
> — O =
z 3 S Z
O m >
= Oz
= @Y
IN woly (disoal v = o>
Z 0 <z
O UOIDULIUOD 3 5 o qu
= 3 z
IN PUD JOADW 8} g~ > M
lwy]
10ADW 8] O} Papugns puo podoal 99 M W m M
IA
wioly jdiedal Jo ju paiondaid spodal spodsal 99 uol}2as Ajytuowl ' M _.W__._
swebpamouwoy AlYiuow €0 99 UOI}D8S JO ON | UOILDSS DA|OM] JO uoipipdaly 35 v | rAl |
_
m _ =
IN _ z
wioly 1diesal Jo Ju | Z x m | 2z 3
JicGeostiot 610Z dunr g canzdg Qa038
swiebpsmoudy | (z):AIpnuuy-ig IN PUD I0ADWY IN PUD JOADW > 2 m z < < <> M
ot} m >
IN pUD |4 10ADW O} palfiwgns ol spodal |/ qu W % m > W Z qu m
610z dunr og wm>00xz >V Zw
loAow ey} (7):Apapon o4 psilwgns pup | pup paindaid uol}28s Alyiuow M w > M 3> w % an m
<z >Z
wol} jdiedai Jo ju ) paiodaid spodel spodai [/ JO UOISSILUGNS >0 W 7 _._._ SZ g |
m
awsBpsmou oy SISOQ AlYLUowW ¥0 7 | Z UODSS JO ON | UOIDD5 SAjaM] puL uolindaiy m * Z ¥ 'L
| |
_ . : T
INIWIOVNVW ANV ALITIEVIA TVIONVNIH TVJIDINNW:(VAN)VIIY IONVYWAOLYId AN 1
UOYDIYUIA ebin) iojp3Ipy| | (%)
ajbQ j9bin]
JOo poyiaw [PNUUY | @DUDWIoUad Ad) aujaspg ABajoys aApo3afqo pos | yBiom ON
R ———]. |




¢ aboy

Wwin

7 sWy

I92J0 [o1oUDUL JBIYD

ALTIGVYNIVISNS TYIONVNIL JANSNI
ANY S304NOSTA TVAIDINAW FHL FDVYNYW ATIAILDF443

4,

‘TONVYNIFAOD AOOD
ANY WALSAS INGWIDOVYNVYW TVIONVYNIH ANNOS JLIOWOdd

2lbJ UOND8|0D =11e)] 8]bJ UoID8]j0D
podal snuaasy AlYpuow %S Syl JO % | UOUDI0D %|¥ 10 Juswarciduw
JoADW ay]

JOADW 2y} O} papiugns pun spodal spodal anusAsl
wol jdieoal Jo ju paindaid spodsi SNUBASI $O uoIssIlgns
swabpsmouyoy AlYtuow €0 BNUSASI JO ON SAIOM| puo uolbiodaiy

I0ADN - =~
8y} ol payiwgns "SLIDISAS
pup paiodaid Hosunyy e
$1ODIUOD SLODIJUCD pun
uo spodal 10 spodau JIOIADY /dIA  ®
fuswabpupw | juswaboupw S]ODAUOD
[cjuswppdap | pluswpdep [ouswIDdopP
19451621 Jo0IUOD AlYyluow €0 JO ON (Z1)eaem] JO JuswiaBouny
SAVS
suwinial O} papwgns
LV A PUD S¥VS SYVS O} papiugns suinial SuINiSl oA
WoJ} JUSWSIDIS AlYluow 20 | suinfal IVA JOON | LVYA (g1)eraem] J0 uoypiodaig
:M_WM_F___._W_‘O 3o 49610y _Mﬂmﬂo@ wo:uEhMHﬂo._uwﬂw__ aulasnyg ABajois

aAd9lqo

s| 11
v 9l
|
v sl
|
_ v| L
(%)
0S| bBIPeM | ON




¥ ebBoy

Wy

1920 [PIOUDUL Ja1YD

JSWy \W\
Yy

1d pup J0ADW By}

1d pPUD I0ADW 2}

1d puo 1I0ADW

a2y} 0} sjiodal

wloy) 1diadal Jo ju O} paiuigns puop spoday juswsBouny
awabBpsmowoy _ paipdaid spodal | JusweBpupyy uiyD
syl | juswabouow uiyD Alddng Alyiuow
wol jdisoal jo |u _ uioyD | Alddng Ajyiuow 1O UOISSILICNS
swsbps|MoudoY AlYyluow €0 Alddng Jo oN * SAlOM| pup uolpIndsId
_ 6L°1
_ SOM 91/G10C
ouny | 10} oIl
podal |/ uolDes AlYluow syjuow ¢-| 8bpISA0D) 150D | 9B8DISA0D SO0 00cOEMMMM
." ybBnouy} woalsAs
_ | %9/°C SOM uswsBouow
| ol 9BPISA0D 91/S10¢ 10} [oIouLUlY
19181681 UDOT | Alyiuow %0 |98 oy | oupisbolaAy | punos ajowold of
UOHDPIYUSA aibq 19610] [EYST 1T lojpoIpuy|
[pnuuy | asupuwIopNdd Ad) aulasbyg ABajpis

10 poyjew

ALTIGVNIVLISNS TVIONVYNIH J3NSNT
ANV S324N0OSFA TVAIDINAW FHL IDVYNVYW ATIAILDTH4d

‘FONVYNIIAOD AOOD

aAyoalqo

d
A
@)
<
O
m
w
)
c
Z
w}
o
pd
>
zZ
0
>
[
Z
>
Z
>
Q
z
o v oLl
|— B —
o
S
ﬂ
< |
>
s
O
s &1
§ g1
(%) |
jpoo | Wbiem | ON




25w :
Wy Yoo

1920 [DI2UDUY JaIYD

4

G obny

04D Ag JaysiBal
JusuwUIWOD |

Jos1621

JUSWIHWIWOD

19]s16a1

LUSWIHILILWIOD

paubig Alyjuow co | UO sajpopdn jO ON | 10JDDIPU] MBN 10 Bulbpdn
{sAbp Og puo H
¥1}9A00D puUD
- 10°000 00Z ¥
. sseo0.d Buippiq
aAllladwon
(HaApD SADP /)
000 002y
-10"000 0g:
suolpionb soud
US UM jOUIOS
00000
0E- 100007 ¥
suojpionb aoud
Id oo 1o uoyup | Ld PUR JOADW UL
wol jdivdal Jo Ju oooz 8 | O} PRHIWQNs pup
swabpamounoy -0 ¥ :sesoyoind | palpdaid spodai 1d pup JoADW
usoo Aad puo ‘Adlj0d sy} o} Adlj0d
:senoband
JOADW By] usweBounw uswsbBoubw
Buimoy|o} ey} 1ed
wiol) jdieoal Jo u $0 '99UDYAIOD uioyD Ailddns yiim 2oupD||dwoD uipyD Alddns
awsbpamouoy Alytuow %001 22éup!IdWoD % %001 ypm AldwoD
UOYDIOBLID A ajoq 19610} [EYsITeY ] Jojp3Ipu)
Jo poyjdw |pnuuy | 9dubwiIopsd A9y aujespyg ABajous

ALTEAYNIVISNS
TYIONVNI FINSNT ANV SFOANOSTY TVLIDINAW FHL FOYNVYW ATAILDI44d

TONVYNIIAOD
AOOD ANV WALSAS INFWIADOVNYW TYIONVYNIJ ONNOS FIOWOHd

2Al29[q0

00O

(AN}

(%)
ybom




9 2Bpd

iy

PR

192110 [oIPUDUY JBIYD

IN pUD | d
wioyy tdiedal jo ju

awabpsmou oy

610C 1ebpnq Hoip jo 1ebpng 0¢/610T HoIQ

UOINIOSIIDUNOD | 610C UDIOW (€ YoIoW 1€ | uolidopp jo epoQ 61/810¢ sy} jo Bulgo|

IDBA |pIDUDLULY

HUNWDS O} Xau sy} ioy

up|d JUsWIaIND0Id up|d fUsWBIND0Id

“HUN WS [PNUUY ipjUswWpDdag

woly Jdisosl jo ju 1O UOISSILICNS jonuuY

swabpamoudy 610z 9uUnr og | 410g 2unr Qg JO 81 | JOLODIPUl MON 40 uoypindaid

04D Ag 18151621 18]51621 18151621

alnlipusdxa ainjipuadxa ainjipuadxs

[NJBISOM PUD INJBISOM PUD [NI2ISOM PUD

$$a|1NJY InINBa.| sssjlinyy uoNBauy §so|lini) IoINBay

‘pasuoyINDUN ‘pasHoyinnun ‘PasUoYINDU

paubis AlYiuow €0 | JO $21DPAN JO ON |  IOLDDIPU| MEN Jo Bunppdn

04D Ag 18181621 18}s18a1 $400IUOD) laysiBal spooluo D)

$}oRJU0D paubls AlYiuow co | UOsalppdn O ON | I0JODIPU] MSN JO Buybpdn
UOHDIUIA —— jobID] | lojp3Ipu| s

jo poyjew [oNuUUY | S2ubwiopay Ad) aujjespg ABajpys

IN puo
1d O} uoissiwgns
puD ‘IDUNOYD

o} jobpng

ALITIGVYNIVISNS
TVIDNVYNH FINSNI ANV SFDANOSTY TVAIDINAW FHL FOVYNYW ATFAILDF44S

anyd3lqo

(e

Bam |

d
A
O
<
o
—
m
w
O
c
Z
O
M
z v o9l
>
Pt
&
>
-
Z
>
Z
>
O
m
<
m
5
% v oSl
-
%
m
<
>
Z
O
Q
O
O
O
Q
O
i v vl
pd B
>
Z
O
m
v €Ll
(%)
[009 ON




by

7 SINY

JSDHO [PIoUDUL JOIYD

i

ALNIGVYNIVISNS TYIONVYNIA FINSNG
ANV S3DINOSTY TYIDINAW FHL FOVYNYW ATIAILDFH43

T

/ 8bpy
SI0}IPa.2 Jo pouad
slojipsid And 0} juswAnd sAop
Lodai 113 4107 2unr 0 SADQ 0E | USND4 SADP JO ON SADQ OE | 0F O} 8oUsIBYpPY
u JOADW AQ UD|(
uoypjuswadwi | ounpjusws|dul uonpuswa|dul|
1obpng }obpng 1obpng
pup AlBAls( pup AlsAalaq | pupL AlsAllaq
JOADW B2IAIDS JO 92IAISS |  9201AI8S [pACIAD
Aq saye| jorciddy 610C 8uUNr gg | 610C 2UNr gz | uoldopw Jo 80 L1/9102 PUB uolpIndald
usyppspun sajopdn 18481621
spodal
UOIIPPD Jassy 18]51631 19ssD o] Alyiuow 19s8SD Y4 o
AlULUOW €0 | losslppdn o ON aAPM] aippdn Alyjuow
$8DIAISS DISDQ 12bpnqg saolales
881} UO Juads 21S0Q 98145 UO
N0 Juud WIS ISAS 6107 9Unr Og %001 18BpPNQ JO % | I0JDDIPU| MBN Buipuads ainsug
IN PUD 14 INPUD
wol jdiedal jo (U 1d O} uoISSILIgNS S}
awabpamouw Dy BUD “I9UNo™ A
UOIN|OSaI [IDUNOD 1ebpng jouy jo 1obpng yoBpng 0z/6102
610C ADW 1€ | 6102 ADW | | uoldopDp Jo aipQ L1/910¢ ay} jo uoydopy
UOUDIUDA jebIn) lojpoIpu|
Jo poyjaw 2ipajisBioy |pnuuy | 9dUDWIONSd Ad) aujespyg ABajpus

aAld3[q0

P05 | ybiom |

d
3
Z _.—N.—
O S |
—
m
w
@)
(e
z
Q5
Sz
SZ
Q0
Q >
5z
2> | oZl
z
z >
z
oo
m M
L
m
z
I— -
m S| 6l
ﬂ — S—
<
>
z
O
g | 8l'l
|
|
|
_ v LUt
j (%)
ON




Iy

DSty

g abpd 19210 [PIoURU 814D
¥/ NOILVdIDIL¥Vd D119nd ANV IDNVNIIAOD A00D
“ZTROZ Q)
52575 06,25,
‘pajuswsdwi ‘paliuSpI SQOZZm m OZZ0Op
02232 FT3323%7
podal upiy up|d pajuswaiduul SYSU ODILD m 05z% > uNa @ mﬂu w m T
1uswiaBoUDW 3siy _ T Zm 2T E>EXIcZm
juswabouow up|d ajpbiyiw o} uod ST S TZo>»35S
[ > um m|v <O o0 =< num qu
JsU pjuswpDdap | (usweBoubw Juswaboubuw i O Z H 2 9y W._ -
= =
6L0C 2unr og _ %001 0% ASU %001 sl juswis|du| 7 mo 14 L'e
| ! i
NOILVdIDILNVd DI190d ANV IONVNIIAOD A00D (VI)VIYVY IDNVWIOLNId AN '€
S/ INAWJdO13AIA TVNOILNLILSNI ANV NOILVWIO4SNVAL TVdIDINNW
Z > rd
I2UNOD) PUD W_ “ouz M m 4L
55225 | 22§z
DV'V| 0} spodal wmmom mmm%
soudwWIopad | » M £ W e S 33 p
> 2= 2>
JebBoupy _ PBASIYOD Pl | Z = mum oz N o W uﬂ..A M
[pdiDunpy >0z>»S 8 mZ D
oy Aq spoday syobln) pln28Ios pup spoday | = & w z =3 2 m an M qu _
S2UDWIONS jouoiSIUDBIO 22UDWIONLSd N m 2 0L =zZ _
cX3=% T2 O
ApSHOND plusWPds ABLIDND HWgNS R2z2z £g59m
10 1di®oa1 10 U _ o4 g P HOHPAD g wmllu_uwvmm 27z _
awebpajmouyoy Aspon®d %001 10% | IOLODIPpUl MEN pup aidwoD z© - S L'z
INIWJOTIAIA TVNOILNLILSNI ANV NOILVWIO4SNVIL TVdIDINNW (VdI)VINY IDONVYWHOL¥Id AN T
96/ INIWIDVNVYW ANV ALITISVIA TVIONVNH TVdIDINAW )
UOUDDYUDA mw mwhﬂu j9bip] Jojpoipuyl | - (%) |
1o Poujew 100 4 1 jpnuuy | asubwoydd Ad) aujospg ABsjpis aAl3[q0 Pos | wbiIdm ON




4 obnd

Wy

- S

1920 [PIoUDUL JOIYD

Buuojiuow pun Bulodsy [pIdubUL
Adalleq pup ABapILS [DIDUDULY

uolLNDaX3 puo Buluub|d 1ebpng

uolPNIDAT
pun BuloliUOW 108lold puUL awwpIBold
juswsBouniy AIDAlIR(Q 821AISS
uolibjuswia|du|

pup Bujuubld 128f0Id PUL 2WWPIBOI

uswsbBoupyy aindsig pup uolipiobaN
uswaboupyy suolblay asio|dwi]
uswisboupw Ajsiaalq

{uswdolaasq pup Buiuupld pHdoD upwny

ssoUBIDMY jouolISIUDBIO
JuswaBouLW PUL Buluub|d 2169101
JUBWIBBDUDW 92UDUIIOLS] [OUOINLILSU|

22uan|u| pup joodudl

2i02%

MBJABI
jo alpp uo ssaiboiy

luswisbBpupy [pIDUBUL] e S
__
juswisBoupyy 1A
109loid puo swwipliboly e
g
JUsWoBDUDN B|doad e
diysioprs
Iysiepoa Gl |
puD uoyosIQ JIBBIDNS e
(%) |
(%02) SAONILIIWOD ONIQVET | 15000

%001 = jybBrom

sapouajadwod alon pup diysiapbal

MAOMIWVYL ADNILIdWOD



iy

0l bod JBOIO jPoUDU J8IyD
s seBoupw 0y supid
AouaBulluoD Jusioe PINg PUD AISAIISP 8DIAISS G
10 Ajonb ayy aInsus O} A|9AIID8))8 $82IN0SaI PUD
uolowuoul ssiunbio pup sziuoud ‘un|d o] s|gy BuisiupBiO pup Buluup|d e
|
| ‘Adusiaduwiod
[DJOW S}D8|Sl JDYY INOIADYSQ AD|ASID A|LUSLSISUOD
AousladwoD) [DIOW e S
puo AuBalul pub Ajssuoy ssjowold Loyl _ |
Buluosoai Alddp ‘s1eBBu) [pIow Ajiluspl O a|gy
| 2102 g2iisd 3 (%) |
S 10 9JOp UO 55816014 (%0€) S3IDNALFIWOD TNOD wbiom |
0L/ JYODS TYNH SIIDNALIdWOD DONIaVI1

‘ _ 2102§

S2UDUIBSAOS) BAllDIBd00D
juswaBpupy 8ouDAdWOD PUD sy

UOIDINWIOS ADIjOd

uolpNPA pup Bulojuow 1opduw| abunyD
juswsaAciduw| pup ubisa ssao0id

ABaDIS PUD UOISIA 8BUDYD

T

M3JAS)
jo 9jbp uo ssalboliy

diysiopna] 92UDUIDADS)

diysisppe abupyd

Sl

(240£) SAIDONI1AdWOD ONIAVYIT

(%)
WbIMm




w4
o SV 3

Ll @Bod JO2IHO [PIoUBU JBIYD

| og/ JYOOS TVNH SIIDNILIdWOD FN0D _

_ SoAILDS[QO paluspl JsuipBo Alonb puo
SJiNS21 SINSDBW PUD JOHUOW A|SALLDD O} ‘1aylind
SpaopuUDis Aljonb jJssaw 0} s1ayjo aboinoous

puD suolpoadxs PaadXe Of BUIAULS AjJUSISISUOD

BIym $8A1108[QO puUB §1Nsal BulASIYDD UO

PBsSN20] ‘spiopupys Alionb UBIY UIDIUIDW O} 9|y e SND04 AJIDNYD PUD SJINSDY o

"SWODINO PaIISSP Sy

SASIUDD O} SISPIOYSAOLS ©oUsN|IuUl pun appnsiad

‘ASAUOD A[SAIJDBYS O} JSPIO Ul 92USIPND By} 10} S
ajoudolddo JauuUDW 8SIDUOD PUD PasSNI0] “ID3D D

Ul SPSpI PUD 8BPSIMOUY "UCIIDUWIOUI 8I0US Of S|gyY e UOILDDIUNWILIO D

JUSWIUIBA0B |00 JO 850 9BPS|MOUY BAILDS||0D
_ Sy} 92UDYUS 0} JSPIO Ul ‘DIPSW PUD $8559001d

SNOLDA UBNOIY} UOIDLUIONUI PUD SBP3IMOUN juswabounw

jo Buupys pup uolpisusb sy} spowold o) s|gy e UOIHROUIOIU| PUD 8BpaIMOouUY

$2AIL08IgOo DIBaLILs

A9 SASIYDD 04 I9PIO Ul s8ss920Id [oUOINLIISUl
aA0Iduwl O} SAIIDAOUUL BID DY} SUOKN|OS §

pasod Jon) Juswaiduwl puo Ysiigrise o} SpUal) puo

SeBUS|DYD ‘UOIDUIIOIUI SSAIDUD AJODIUD OL 8|y » UOIJDAOUU| PUD SISAIOUY  ®

M3JADI

102§ | 10 240p U 55316014 (£0¢) SAIDNILIdWOD TWOD (%)

WbMm




1 ebog

7 SWY .
WUV e

19210 [PIoUDUY JaIYD

spoyiaw pupn
$1dedu0D sAisusyaIdwoD saddp pup sdojgasp ‘abBubyd
pub suoldalp 216a}0Is Buidoys ul [DDLUD ‘suUolipIado

juswiuIsA0B Do) JO BuipublsIapPUN SAISUSYIAWOD D SOH

Jouadng

SOSAIDUD Yidsp ul $8indoxa
pup dnoib B sPPS| PUDB $}D2IIP AIBAILDSLT "Buipupjsiapun

pup spoyjaul ‘sydasuod xaidwod ssiddo pup sdojeaaq

P8OUDAPRY

SISAJoUD 9AIssaIB0Id $8]ND8X8 PUD SIaY0
JO oM By} sepin pup supid ‘Buipupisispun pup Spoylaul

'sdoouoDd salsselbold alow sanddo pup sdojaasg

jusiadwon

(Al

uoljuUsAIBjUl jJuswidoaAsp
pupL UoISIAladNS salinbal Ing ‘SuoipISdo JuawuIaA0ob |020)

jo Buipupysiapun pup spoyjsw ‘sideduod disog solddy

oI1509

Bupoog

uoyduosaq

S|9ADT JUSWBAIYOY

:0|02s Bulp BuIMO||0) Sy} UO Pasng aq (IM $310USdWO0D BY} JO 8oUDWIOLEd U} U0 J1aBDUDY aYl JO JUSLUSSSSSD Y|



€l o604 12210 [PIPUDUL JBIYD

————— e e e e e e e ——

K4
YIDOVNVW TVdIDINAW
2 . Al @ !
. e - ,.._ i
v -
‘SASSANLIM SV
/ .
Oﬁlitbgi\ 4
4301440 TVIONVNH 43IHD
N |
‘SISSANILIM SV

— )
10T SWZ JoAOp™ @ Buisiyj uo % *:\.3 10 paubis pup auop sNy|



Annexure B

PERSONAL DEVELOPMENT PLAN (PDP)

Entered into by and between

SIPHO BONGINKOSI NDABANDABA

Municipal Manager
Umzinyathi District Municipality

[“the Employer”]

and

NTOMBENHLE THEMBELIHLE MKHWANACZI

Chief Financial Officer

[“the Employee”]



Explanatory Notes to the Personal Development Plan

1.

1.1

2.1

2.2

Infroduction

A Municipality should be committed to —

fo)] the continuous training and development of its employees to achieve its
vision, mission and strategic objectives and empower employees; and
{b) managing training and development within the ambit of relevant national

policies and legislation.

A Municipality should follow an integrated approach to Human Resource
Development, that is:

(a) Human resource development should form an integral part of human
resource planning and management.

(o) In order for a municipdlity’s training and development strategy and plans
to be successful it should be based on sound Human Resource (HR)
practices, such as the (strategic) HR Plan, job descriptions, the result of
regular performance appraisals, career pathing, scarce skills an talent
management and succession planning.

(c) To ensure the necessary linkage with performance management, the
municipality’s Performance Management and Developmeni System
should provide for the Personal Development Plans of employees to be
included in their annual Performance Agreements. Such approach will
ensure the dalignment of individual performance objectives fo the
municipality's strategic objectives, and that training and development
needs are also identified during the performance management and
appraisal process.

{(d) Career-pathing and succession planning ensures that employees are
placed and developed in jobs according to aptitude and identified
potential and through training and development acquire the necessary
competencies to prepare them for future positions. Scarce skills and
talent management also requires appropriate training, education and
development interventions.

Competence Modeling

What does an institution mean when it says an employee / prospective employee
is competent if he / she fits a managerial competency framework or
occupational competency profile2 The institution is in fact expressing
competence as a future-oriented ideal that they require to achieve their strategic
objectives [The institution is in effect giving a depiction of the desired or required
knowledge, skills and attributes for an individual in a specific position]. For
competence to be useful, the associated competence should be greater than
the observed performance as it will allow the individual growth fowards this
‘ideal’.

There is however a risk in expressing a required competence that a current or
prospective employee should adhere to in the future, as the future is, by

2018/19 Personal Development Plan Page 2
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2.3

2.4

3.1

3.2

3.3

definition, uncertain. Managers cannot know how an employee will perform in
the future nor can they know how employees that they did not select, did not
promote, did not award a qualification to, might perform.

Moreover, managers do not make their expressions in a social vacuum. They do
so within a social context in which there are various actors, various stakeholders,
with different interest’s accountabilities, different things they are trying to achieve
and various ways in which others will hold them accountable. If managers are
selecting employees they shall similarly have to justify their decisions to others.
Relevance thus becomes an obvious issue that affects the level of confidence in
such a decision. Various human resources procedures and systems need to be
established to maintain the relevance of the expression of competence to the
requirements of the employer. Confidence is the basis on which the various
parties implicated in the decisions and actions taken within a competence
system will seek to account to others for those decisions and actions.

When linking a decision that a prospective employee / current employee is
competent the communication is based on what may be cailed conventions of
assessment. Some common understanding is achieved by which a certain set of
arrangements become socially accepted as the basis for linking different
contexts. Contexts differ, in particular in ferms of time. So performance in the
past is linked to future situations in which desired performance is anticipated.
This linking of contexts will normally involve some model, some way of accounting
for the claimed link. The COGTA has decided on:
2.4.1 A managerial competency framework as an expression of required
managerial competencies.
2.4.2 Occupational competency profiles as expression of occupation / post
competency requirements.

Compiling the Personal Development Plan attached as the Appendix.

The aim of the compilation of Personal Development Plans (PDPs) is to identify,
prioritise and implement training needs

The Local Government: Municipal Systems Act: Guidelines: Generic senior
management competency framework and occupational competency profiles
provides comprehensive information on the relevance of items 2.4.1 and 2.4.2
above to the PDP process. The Municipal Finance Management Competency
Regulations, such as those developed by the National Treasury and other line
sector departments’ legislated competency requirements need also be taken
into consideration during the PDP process.

The assessment results of a manager against the minimum requirements

contained in the managerial competency framework and occupational

competency profiles will assist a manager, in consultation with his / her employee,

to compile a Personal Development Plan as follows:

(q) The idenftified training needs should be entered into column 1 of the
Appendix, entitled Skills / Performance Gap. The following should be
carefully determined during such a process:

a. Oraanisational needs, which include the following:
o Strategic  development priorities and competency
requirements, in line with the municipality’s strategic
objectives.

2018/1% Personal Development Plan Page 3
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o The competency requirements of individual jobs. The
relevant job requirements (job competency profile) as
identified in the job description should be compared to the
current competency profile of the employee to determine
the individual’'s competency gaps.

o Specific competency gaps as identified during the
probation period and performance appraisal of the
employee.

b. Individual training needs that are job / career related.
(b) Next, the prioritisation of the training needs [1 to ...] in column 1 should

also be determined since it may not be possible to address all identified
training needs in a specific financial year. It is however of critical
importance that training needs be addressed on a phased and pricrity
basis. This implies that all these needs should be prioritized for purposes of
accommodating critical / strategic fraining and development needs in
the HR Plan, Personal Development Plans and the Workplace Skills Plan.

(c) Consideration must then be given to the outcomes expected in column 2
of the Appendix, so that once the intervention is completed the impact it
had can be measured against relevant output indicators.

(d) An appropriate intervention should be identified to address training needs
/ skills gaps and the outcome to be achieved but with due regard to cost
effectiveness. These interventions should be listed in column 3 of the
Appendix, entitled: Suggested training and / or development activity. The
fraining / development must also be conducted either in line with a
recognised qualification from a terfiary instifution or unit standards
registered on the National Qualifications Framework (South African
Qualifications Authority), which could enable the frainee to obtain
recognition towards a qualification for training undertaken. It is important
to determine through the Training / Human Resource Development / Skills
Development Unit within the municipality whether unit standards have
been developed with regard to a specific outcome / skills gap identified
{and registered with the South African Quadlifications Authority).  Unit
standards usually have measurable assessment criteria to determine
achieved competency. There is more detail on this in item 4 below.

(e) Guidelines regarding the number of training days per employee and the
nominations of employees: An employee should on average receive at
least five days of training per financial year and not unnecessarily be
withdrawn from training interventions.

(f) Column 4 of the Appendix: The suggested mode of delivery refers to the
chosen methodology that is deemed most relevant to ensure transfer of
skills. The training / development activity should impact on delivery back
in the workplace. Mode of delivery consists of, amongst others, self-study
[The official takes it upon him / her to read e.g. legislation]; internal or
external training provision; coaching and / or mentoring and exchange
programmes, etc.

{(9) The suggested time frames (column 5 of the Appendix) enable managers
to effectively plan for the annum e.g. so that not all their employees are
away from work within the same period and also ensuring that the PDP is
implemented systematically.

2018/19 Personal Development Plan Page 4
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(h) Work opportunity created to practice skill / development areas, in column
6 of the Appendix, further ensures internalisation of information gained as
well as return on investment (not just a nice to have skill but a necessary to
have skill that is used in the workplace).

(i) The final column, column 7 of the Appendix, provides the employee with a
support person that could act as coach or mentor with regard 1o the area
of learning.

3.4 Personal Development Plans are compiled for individual employees and the data
collated from all employees in the municipality forms the basis for the prescribed
Workplace Skills Plan, which municipalities are required to compile as a basis for
all fraining and education activities in the municipality, in a specific financial year
and report on progress made to the Local Government Sector Education and
Training Authority (LGSETA).

3.5 Funding shouid be made available for training, education and development, in
line with the Skills Development Act, at least 1% of the personnel budget must be
earmarked for it. Additional funding can also be secured in terms of the
provisions of the Skills Development Levies Act from the LGSETA if;

(a) A Skills Development Facilitator has been appointed.
(b) The Workplace Skills Plan has been submitted.
(c) A submission, including a Business Plan is submitted for additional grants

[The LGSETA can be approached at Tel. 011 456 8579 for more information
in this regard].

2018/19 Personal Development Plan Page 5
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4.1

4.2

4.3

4.4

Life-long learning

It was agreed that an outcomes-based Llifelong Learning Development
Framework would be the basis on which Curriculum 2005 would be developed.
The basic principle is that learners should be able to progress to higher levels of
achievement by mastering prescribed learning outcomes. Learning programmes
should thus facilitate progression from one phase or learning outcome to another
and from any starting point in the education and training system.  Prior
knowledge (acquired informally or by work experience, would also have to be
assessed and credited. National qualifications would be awarded, at each of
the levels of the National Qualifications Framework (NQF) [see the attached
definitions] provided that candidates have accumulated certain combinations of
credits and have abided by probable rules of combinations required for such
qudlifications.

Eight learning areas were identified to form the basis of all education up to the
Further Education and Training Certificate:

- Learning Area
Language, Literacy and Communication
Mathematical Literacy, Mathematics and Mathematical Science
Human and Social Sciences
Natural Sciences
Technology
Arts and Culture
Economic and Management Sciences
Life Orientation

=
=

QO N[O~ || W (N |~

As is clear from the definitions, there will be four phases, with Adult Basic
Education and Training {ABET) linked to the first three. The history of school
education had the effect that the majority of the adult population for black
communities, were provided with inadequate education or no schooling. Thus
ABET is viewed as a force for social participation and economic development
and has been brought into the mainstream of the education and training system.
The underlying principles are that ABET should provide a general basic education,
promote critical thinking and empower individuals to participate in all aspects of
sociely, and promote active learning methods, and, ABET should lead to
nationally recognized certificates based on clear national standards assessed as
learning outcomes.

Once the foundation phase is addressed the other phases can follow suit. In this
regard the discussion in item 3.3 (d) refers. Note should also be taken that in
addressing professionalisation within the local government sector there may be a
need to develop vocational qualifications.

Chief Financial Officer
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DEFINITIONS:

“Higher, Further and General Education and Training” refers to:

' National Levels TYPES OF QUALIFICATIONS AND CERTIFICATES
Quadlification
Framework
level
8 Doctorates -
Further Research Degrees
B 7 HIGHER Higher Degregs -
EDUCATION Professional Qualifications
- 6 | AND First Degrees
TRAINING Higher Diplomas
5 Diplomas
Occupational Certificates
FURTHER EDUCATION AND TRAINING CERTIFICATES
4 SchooI_/College/Troining Cerfificate
FURTHER Mix of units from all
3 EDUCATION | School/College/Training Cerfificate
AND Mix of units from all
2 TRAINING School/College/Training Certificate
Mix of units from all
~ GENERAL EDUCATION AND TRAINING CERTIFICATES
-
Senior Phase ABET level 4
GENERAL
EDUCATION Intermediate Phase ABET level 3
AND
TRAINING Foundation Phase ABET level 2
ABET level 1
2018/19 Personal Development Plan Page
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CONFIDENTIAL

FINANCIAL DISCLOSURE FORM

I, the undersigned (surname and initials) _b\/_\k',/\wam Z/i

(Postal address) %

Annexure C

FTDr\dQSG

Achards  ay , 2700

(Residential address) 4’@)

Frondosa

R(C(«QFCLS BCM
St

(Position held) CHIEF FINANCIAL OFFICER

UMZINYATHI DISTRICT MUNICIPALITY

Tel: T)E)CE' Qlﬂ___ ls]o

Fax: DKG 7‘ g L('?O 8_ 5

I hereby certify that the following information is complete and correct to the best of my

knowledge:

1. Shares and other financial interests (Not bank accounts with financial institutions.)
See information sheet: note (1)

Number of shares/Extent of
financial interests

INOB S 0S% | Sharchcldhag

Nature

Nominal Value

Name of Company/Entity

INDBS

Otamcsont @)@@n%l&d |

Otamalonuy

l

i —

/

2. Directorships and partnerships
See information sheet: note (2)

Name of corporate entity,

Type of business

Amount of Remuneration/

partnership or firm - Income
JNDBS Pvate Gmpany —
Otamabomu INV | Prwate  Com vy —
o CONFIDENTIAL
2018/19 Financial Disclosure Form Page 1

Chief Financial Officer
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3. Remunerated work outside the Municipality
Must be sanctioned by Council. See information sheet: note (3)

Name of Employer

Type of Work |

Amount of remuneration/

Income ‘

/

~

Pl

/~

7

Council N /A

Signature by Council

N /A

4. Consultancies and retainerships
See information sheet: note (4)

Date M’P\_ -

Name of client ]

Nature

Type of business
activity

| Value of any benefits
~ received

e

Z

o

i

prs

e

e
e

5. Sponsorships
See information sheet: note (5)
Source of Description of assistance/ Value of
__assistance/sponsorship Sponsorship assistance/sponsorship

2

P

—

~

s

/

/

il

Nl

|

/

é. Gifts and hospitality from a source other than a family member
See information sheet: note (8)

Description

Value |

/

Source ‘

Wl

_

- |

7
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Description Extent Area Valve

CONFIDENTIAL

Land and property
See information sheet: note (7)

House. ] Bulavds Bsy RFED 060

- | ]

SIGNATURE OF EMPLOYEE

one: 0605|2019

PLACE: -.Ductfe"/

OATH/AFFIRMATION

| certify that before administering the cath/affirmation | asked the deponent the following
questions and wrote down her/his answers in his/her presence:

(0 Do you know and understand the contents of the declaration?

Answer [6 =

(ii) Do you have any objection to taking the prescribed oath or affirmation?

Answer l‘_’o I

(iii) Do you consider the prescribed oath or affirmation to be binding on your

conscience?

Answer Z’Eb

| certify that the deponent has acknowledged that she/he knows and understands the
contents of this declaration. The deponent utters the following words: "I swear that the
contents of this declaration are true, so help me God.” / "l fruly offirm that the contents of
the declaration are true”. The signature/mark of the deponent is affixed to the declaration
in my presence.
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er of Oa_ﬂ; /Jusiice of the Peace

Full first names and surname:

gﬁbfz/ el gj&/ﬁ/{a MLmZ/ {Block letters)

GABRIEL SIBUSISO VILAKAZI
. Commissioner of Oaths
HH HR Associate (HRA)
i Member number: 11098
§Bﬁg§£ p" No. 18 Gladston%Ert‘Be:; CONFIDENTIAL
Sening R st 3000

Designation (rank) ‘ iﬁ MM F}"?@f_ Ex Officio Republic of South Africa

Street address of institution EQL .MQZ&.[Q” «5’4@@7_—
DPunvee oo

Date 22}/05;/20//? ~ Place __B‘LN bee

/ AN (Y S

\ - L
CONILENIS NOTED: MUNICIPAL MANAGER

oare: 0£/05/2017

!
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Annexure D

Schedule 2

CODE OF CONDUCT FOR MUNICIPAL STAFF MEMBERS
[Sch. 2 amended by s. 29 of Act No. 44 of 2003.]

Wording of Sections

1. Definitions. — In this Schedule “partner” means a person who permanently

lives with another person in a manner as if married.

General conduct

2. A staff member of a municipality must at all times—

(a) loyally execute the lawful policies of the municipal council;

(b) perform the functions of office in good faith, diligently, honestly and in a
fransparent manner;

(c) actin such a way that the spirit, purport and objects of section 50 are
promoted;

(d) act in the best interest of the municipality and in such a way that the
credibility and integrity of the municipality are not compromised; and

(e) act impartially and freat all people, including other staff members,

equally without favour or prejudice.
Commitment to serving the public interest
3. A staff member of a municipality is a public servant in a developmental local

system, and must accordingly—

(a) implement the provisions of section 50 (2);
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(0)

(c)

()

(e)

foster a culture of commitment to serving the public and a collective
sense of responsibility for performance in terms of standards and targets;
promote and seek to implement the basic values and principles of
public administration described in section 195 (1) of the Constitution;
obtain copies of or information about the municipality’s integrated
development plan, and as far as possible within the ambit of the staff
member’s job description, seek to implement the objectives set out in
the integrated development plan, and achieve the performance
targets set for each performance indicator;

participate in the overall performance management system for the
municipality, as well as the staff member’s individual performance
appraisal and reward system, if such exists, in order to maximise the
ability of the municipality as a whole 1o achieve its objectives and

improve the quality of life of its residents.

Personal gain

4. (1) A staff member of a municipality may not—

(a)

(b)

use the position or privieges of a staff member, or confidential
information obtained as a staff member, for private gain or to improperly
benefit another person; or

take a decision on behalf of the municipality concerning a matter in
which that staff member, or that staff member’'s spouse, partner or
business associate, has a direct or indirect personal or private business

interest.

(2) Except with the prior consent of the council of a municipality a staff

(a)

member of the municipality may not—

be a party to a contract for—

(i) the provision of goods or services to the municipality; or
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(i) the performance of any work for the municipality otherwise than as
a staff member;
(b) obtain a financial interest in any business of the municipality; or
(c) be engaged in any business, trade or profession other than the work of

the municipality.

Disclosure of benefits

5. (1) A staff member of a municipality who, or whose spouse, partner, business
associate or close family member, acquired or stands to acquire any
direct benefit from a contract concluded with the municipality, must
disclose in writing full particulars of the benefit to the council.

(2) This item does not apply to a benefit which a staff member, or a spouse,
partner, business associate or close family member, has or acquires in

common with all other residents of the municipality.

Unauthorised disclosure of information

6.(1) A staff member of a municipality may not without permission disclose any
privileged or confidential information obtained as a staff member of the
municipality fo an unauthorised person.

(2) For the purpose of this item “privileged or confidential information”
includes any information—
(a) determined by the municipal council or any structure or functionary
of the municipality to be privileged or confidential;
(b)  discussed in closed session by the council or a committee of the
councill;

(c) disclosure of which would violate a person’s right to privacy; or
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(d)  declared to be privileged, confidential or secret in terms of any law.
(3) This item does not derogate from a person’s right of access to information

in terms of national legislation.

Undue influence

7. A staff member of a municipality may not—

(a)  unduly influence or attempt to influence the council of the
municipality, or a structure or functionary of the council, or a
councillor, with a view to obtaining any appointment, promotion,
privilege, advantage or benefit, or for a family member, friend or
associate;

(b) mislead or attempt to mislead the council, or a structure or
functionary of the council, in its consideration of any matter; or

(c) be involved in a business venture with a councillor without the prior

written consent of the council of the municipality.

Rewards, gifts and favours

8.(1) A staff member of a municipality may not request, solicit or accept any
reward, gift or favour for —

(a) persuading the council of the municipality, or any structure or
functionary of the council, with regard to the exercise of any power
or the performance of any duty;

(b)  making a representation to the council, or any structure or
functionary of the council;

(c)  disclosing any privileged or confidential information; or

(d)  doing or not doing anything within that staff member’s powers or

duties.
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(2) A staff member must without delay report to a superior official or fo the
speaker of the council any offer, which if accepted by the staff member,

would constitute a breach of sub item (1).
Council property

9. A staff member of a municipality may not use, take, acquire, or benefit
fromm any property or asset owned, controlled or managed by the

municipality to which that staff member has no right.
Payment of arrears

10. A staff member of a municipality may not be in arrears to the municipality
for rates and service charges for a period longer than 3 months, and a
municipality may deduct any outstanding amounts from a staff member’s

salary after this period.
Participation in elections

11. A staff member of a municipality may not participate in an election of the
council of the municipality, other than in an official capacity or pursuant
to any constitutional right.

Sexval harassment

12. A staff member of a municipality may not embark on any action

amounting to sexual harassment.

Reporting duty of staff members
13.  Whenever a staff member of a municipality has reasonable grounds for
believing that there has been a breach of this Code, the staff member
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must without delay report the matter to a superior officer or to the speaker

of the council.

Breaches of Code

14. Breaches of this Code must be dealt with in terms of the disciplinary

procedures of the municipdlity envisaged in section 67 (1) (h) of this Act.

Disciplinary steps

14A(1)A breach of this Code is a ground for dismissal or other disciplinary steps

against a staff member who has been found guilty of such a breach.

(2) Such other disciplinary steps may include—

(a)
(o)
(c)
(d)
(e)

suspension without pay for no longer than three months;
demotion;

fransfer to another post;

reduction in salary, allowances or other benefits; or

an appropriate fine.

[ltem 14A inserted by s. 29 of Act No. 44 of 2003.]
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