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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

Edward Bonga - Employee of the Municipality (hereinafter referred to as the Employee).
WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

1.1 The Employer has entered info a contract of employment with the Employee
in terms of section S7(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 godals to be achieved,
and secure the commitment of the Employee to g 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 S57(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;

23 Specify accountabilities as set out in a Performance Plan, which forms an
annexure to the performance agreement;
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2.4 Monitor and measure performance against set targeted outputs:

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

2.6 In the event of outstanding performance, to appropriately reward the

Employee; and

2.7 give effect to the Employer's commitment to q performance-crientated

relationship with jts Employee in atftaining equitable a
delivery.

3 COMMENCEMENT AND DURATION

nd improved service

3.1 This Agreement wili commence on the 01 April 2019 angd will remain in force
until 30 June 2019 thereafter a new Performance Agreement, Performance

for the next financial Yedr or any portion thereof.

3.2 The parties will review the provisions of this Agreement during June each year.

beginning of each successive financial year.

3.3 This Agreement will terminate on the termination of the Employee's contract

of employment for any reason.

3.4 Inthe 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.

3.5 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.

3.6 If at any time during the validity of this Agreement the work environment alters
h

4 PERFORMANCE OBJECTIVES

4.1 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 performan
targets must be met.

Ce objectives and

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, Service Delivery and
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and the Budget of the Employer, and shall include Key Objectives; Key
Performance Indicators; Target Dates and Weightings.

4.2.1  The Key Objectives describe the main tasks that need to be done,

4.22 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.

424 The Weightings show the relative importance of the key objectives to
each other,

4.3 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,

§ 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 wili 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 g
weighting of 80:20 allocated to the Key Performance Areas {KPAs)
and the Leading and Core Competencies.

5.5.2  Each areq of assessment will be weighted and will contribute a
specific part to the totql score,
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5.53 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
Performance Plan {Annexure A), which are linked to the KPA's, and will
constitute 80% of the overall assessment result as per the weightings agreed to

between the Employer and Employee:

Key Performance Areas (KPA’s) Weighting
Mu?icipol ln_fﬂio_ncf [gvaoanmngTEnsTo%o?on_ - (20 N
| Local Economic | Development - |2
| CrossCutting B
 Good Governance and Public Parficipation |4 —
 Municipal Financial Viability and Management ¢
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.

5.8 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.
6. EVALUATING PERFORMANCE

6.1 The Performance Plan (Ann

exure A) to this Agreement sets out -

6.1.1 The standards and procedures for evalvating the Employee’s

performance; and

6.1.2 The intervals for the evaluation of the Employee’s performance.

6.2 Despite the establishment o

f 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.

6.3 Personal growth and development needs identified during any performance

review discussion must be d
as the actions agreed to an
frames.

ocumented in a Personal Development Plan as well
d implementation must take place within set time

6.4 The Employee's performance will be measured in terms of contributions to the

goals and strategies set out

in the Employer's IDP.

6.5 The Annual Performance Appraisal will involve:

\________——__._____________ —=—c
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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,

(c) The applicable assessment rating calculator (refer to paragraph

6.5.3 below) must then be used to add the scores and calculate g
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 to each
leading and core competencies during the coniracting 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 overgll rating represents the outcome of the
performance appraisal.

8.6 The assessment of the performance of the Employee will be based on the
following rating scale for KPA's, leading and core competencies.
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|| Level | Terminology

|
I

|| all standards

I______'________

|| Meet all &
| 4 | exceed some

| | standards

—_—t

| Meet all the

'3 Il standards

|_____J________
| Meet some of

| | the standards

Meet & exceed | Performance far exceeds the standard

| e —— D (= - ]

|| Description jRating |
|

| expected of an employee at this fevel. |

} 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,

| Performance s significantly 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 criterig and indicators and || |

fully achieved all others throughout the | |

| |
| year. | |

| Performance fully r meets the standards I _||

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.
| Performance is below the standard | |
Il 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. | |
|

_\___ e o —
2018/19 Performance Agreement Page 7

SM: Planning and Economic Development

N
1o

2 QY ’L, P
/ @ " A C



! Level

L

R
|| Terminology | Description | _thin_gr;_
1

_|______._ ________________
| Not meeting the TPerformonce does not meet the standard |'
|| standards | 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

| ||
|| | bring performance up to the level ||
| || expected in the job despite |

demonstrate the commitment or ability to ||

| management efforts fo encourage

| improvement.

__J______________________ S

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 Committee or the Audit
Committee in the absence of g Performance Audit Committee;
Member of the Executive Committee or inrespect of o plenary type
Municipality, another member of council:

Mayor and/or Municipal Manager from another Municipdility; and
Member of a ward committee as nominated by the Mayor.

6.8 For purposes of evaluating the annual performance of managers directly
accountable 1o 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 or inrespect of g plenary type
Municipality, another member of council: and

Municipal Manager from another Municipality.

6.9 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).

\_ e —————————————————
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7. SCHEDULE FOR PERFORMANCE REVIEWS

First quarter : July - September 2018
Second quarter : October - December 2018
Third quarter H January - March 2019
Fourth quarter : April - June 2019

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 ang make reasonable changes to the

provisions of Annexure ‘A" from time tfo time for operational reasons. 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 gs Annexure B.

?. OBLIGATIONS OF THE EMPLOYER
2.1 The Employer shall -

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

9.1.2 Provide access to skills development and capacity building
opportunities;

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

9.1.4
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?21.5 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.

10. CONSULTATION

10.1  The Employer agrees to consult the Employee timeously 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 to 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

1.1 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 to be constituted as follows:

11.2.1 A score of 130% to 149% is awarded a performance bonus ranging from
5% 10 9%; and

11.2.2 A score of 150% and above is awarded g 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
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12.1  Any disputes about the nature of the Employee’s performance agreement,
whether it relates to key responsibilities, pricrities, 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.

12.1.3 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) of the Municipal Performance Regulations, 2006,
within thirty (30) days of receipt of a formal dispute from the
employee; whose decision shall be final and binding on both parties.

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

AS WITNESSES: %
4 E A ’
> /- /

- SENIOR MANAGER: PLANNING AND
ECONOMIC PEVELOPMENT

AS WITNESSES:
r
1.

V]

_______\__ e —————————————————————
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UMZINYATHI DISTRICT
MUNICIPALITY -i ; e

PRINCESS MAGOGO BUILDING. 48 Yscipria Straat Dundee 3000, Tel: 034 215 1500, Fax 034 218 1810

www.umzinyathi.gov.za

e-mallirci@umznyathlgav za

PERFORMANCE PLAN /SCORECARD - 2018/1¢9 ANNEXURE A

SENIOR MANAGER: PLANNING AND ECONOMIC DEVELOPMENT

NAME: EDWARD BONGA ﬂ LINE MANAGER: SIPHO BONGINKOSI
NDABANDABA
EMPLOYEE NO. 112047 JOB TITLE: MUNICIPAL MANAGER -
JOB TITLE: SENIOR MANAGER: PLANNING AND ECONIMIC PERIOD: 1 JULY 2018 — 30 JUNE 2019
DEVELOPMENT - - -
 DIVISION / BUSINESS cz:“ PLANNING AND ECONOMIC DEVELOPMENT REVIEW DATE: FEBUARY 2019 S
RATING SCALE: 1 = Not meeting the standards
2 = Meet some of the standards
3 = Meet all the standards
4 = Meet all & exceed some standards
5 = Meet & exceed ali standards

Key Performance Area’s (KPA's) Weight =100%

Leading and Core Competencies Weight = 100%



Weight | Goal Objective Strategy Baseline Key ﬁ>==c§_ Target | Target Date Method of
(%) Performance /Frequency Verification
= 5=y | | Indicator S el —— e
. KEY PERFORMANCE AREA (KPA): MUNICIPAL TRANSFORMATION AND INSTITUTIONAL DEVELOPMENT - o =
5 Preparation and | 2014/17 Date of 31 August 2018 | 31 August 2018 J Copy of the
= o M submission of Annual submission of 2016/17 Annual
2
< W _M m W the Annuall Performance | Annual Performance
oo o0 [
z O Wn W w Performance Report Performance Report.
a w 2|
ﬂ_ W < Z 5 Report to AG and Draft
=2 M Wn e and relevant Annual Report Acknowledgement
= = >
M m = W. m authorities to AG of receipt from AG
T 05 ui A 5w | D N T = )
5 Z W m M On = Preparation and | 2018/19 IDp Date of 31 March 2019 | 31 March 2019 Council Resolution
<
:M._ M Z m = M submission and | review submission of 30 June 2019 30 June 2019 Acknowledgement
5] O E
M m WL W W approval of the Draft and Final of receipt from KZN
z5 % W © It draft and IDP to Council Cogta
= Z<
Q% 0=>s final IDP, as and KZN
= OQx
= m w._u W % required by the Cogta
09 S&Z MFMA to all
T < 20w
o4 T :W._ relevant ‘
authorities
|.|.[[[_|||I|g!||[|[ —_— . —_—
L8.1
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Objective

No Weight | Goal
(%)
—

1.3 5
1.4 5
|
|
|
|
|
|
|
L1

INSTITUTIONAL DEVELOPMENT

CAPACITY TO EXECUTE ITS

ENSURE GOOD GOVERNANCE, FINANCIAL VIABILITY, EFFICIENT ADMINISTRATION
MANDATE.

AND OPTIMAL INSTITUTIONAL TRANSFORMATION WITH

Senior Manager: Planning and Economic Development

Strategy

Preparation and
submission of
the draft
oversight report
to Municipal
Public Accounts

Committee

Ensure the
preparation and
submission of
the
organisational
and individual
performance
management
system reports to
ExCo

ﬂamm::m | Key
Performance
“ | el Eamna*oq o gl
2016/17 Date of
Oversight submission of
Report Oversight
Report by
MPAC
2017/18 No of quarterly
performance | performance
managemen | progress
t system reports
reports submitted to
Audit
7 Committee
and EXCO
|
|
I

e e —

Annual Target

7 31 March 2019

Target Date
/Frequency

31 March 2019

Quarterly

S L

Method of
Verification

Copy of the
Oversight Report

MPAC minutes

Audit Committee

Minutes

ExCo Minutes




Weight | Goal Objective Strategy Baseline Key Annual Target | Target Date _ Method of
(%) Peformance /Frequency Verification
- | I ___| Indicator | S N R SRR
5 - " - Compile and New % of 100% Quarterly Acknowledgement
= < i
W W OB < _W _.__HL submit Quarterly | Indicator departmental of receipt of
=z< ZzZZ32H Quarterly
Z5 2= 5 Q<wWw<Qo z O | Performance Organisational Performance
220626 SZLC358w.y Reports by the
xHEg=2 % 2 EE XS Y Reports and Scorecard ports by
O> = W W 5 < o Municipal Manager
WMWW& %NWWWWTM>33cQ_ targets
LEX05> B<5220%] .
L L FZzxzZZ3 0 O 1 Performance achieved
nHu O250 GTx<s2Y <
=Z < >> 006 <a | reports to IAAC
IO« O <og<
2 © O | and Council
1 I —— | | = T L S S
MUNICIPAL INSTITUTIONAL DEVELOPMENT AND TRANSFORMATION - FINALSCORE J—— R . /25 @
KEY PERFORMANCE AREA (KPA): LOCAL ECONOMIC DEVELOPMENT
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720

vy||

3

Weight
ol

Goal

ECONOMICALLY VIABLE DISTRICT
PROMINENT IN INVESTMENT AND JOB

|
|
|
|
|
|\
’>

CREATION

GUIDE AND SUPPORT SMME DEVELOPMENT

AND SUSTAINABILITY TO
INCREASE AGRICULTURAL AND TOURISM

POTENTIAL WITHIN THE DISTRICT.

|

Senior Manager: Planning and Economic Development

Strategy

Implementation
of Co-operatives
and Small
Enterprise
Development
Programmes in
manufacturing,
fourism,
agriculture,
service sector
and informal

economy

Baseline

= _||||J =i mR © e A ——— Thn ([ SR R ——

Key Annual Target | Target Date Method of
Performance /Frequency Verification

P e e
No of 10 31 December 2018 Signed Close out
agricultural 30 June 2019 report by Senior
Co-operatives Manager
supported with
mechanisation Signed agreement
.enterprise between
development Municipality and
& market i Co-Operative.
support i

| | |

—— e . ]



= |_| e
No Weight | Goal

(%)

22 |3

3

_—
Objective

GUIDE AND SUPPORT SMME DEVELOPMENT AND SUSTAINABILITY TO
INCREASE AGRICULTURAL AND TOURISM POTENTIAL WITHIN THE DISTRICT.

Senior Manager: Planning and Economic Development

e (| S

\

o |

. — _ == - OO

Strategy Baseline lﬁ Key * Annual Target J Target Date _ Method of
_ 7 Performance /Frequency 7 Verification
Indicator

|_|||||.|‘(‘|||||.||||.|vv —_——— N _||||||\_’||||||
Establish o New 7 Date of 7 30 June 2019 i 30 June 2019 7 Council resolution
special purpose | Indicator adoption of
vehicle that will section 78
manage the feasibility
implementation i report by i |
of high impact i Council

e

7 programmes

7 and projects to

address job

creqtion,

poverty 7

alleviation and 7

improve per 7 _

|
io_" local citizens ﬁ i _

| Promotion of 7 S

i capita income

‘

i No of Tourism _ 1 i_ 0 September 2018 w Signed agreement
tourism i Institutional Battlefields _ i and payment
marketing i structures route voucher
through ‘ i supported with i association | _7
financial

i grant funding *
support, shows ‘




Strategy Baseline Key Annual Target Target Date
Performance /Frequency
| Indicator N
A o and exhibitions New 7 No of tourism i 6 30 September 2018
‘ M - = Support of Indicator 7 events (Daisy, Talana Live)
= =
i _.__M._. = ulNu Tourism ‘ i participated in _ 31 December 2018
A
W z _M Institutional to advertise i i (Provincial Tourism
<
_._W._ W W_. Structures UMzinyathi as \ Investment)
< =
z - the destination 31 March 2019
£ 9 u
:,ML < Q of choice (Ilsandiwana)
—
m z :MNL 2 ‘ 30 June 2019
m = o (Tourism Indaba
o 02§
5 me T A W F and Royal Show)
o [ a) ANn a I D e (N
25 3 % o _._ML 2 Establishment TBD No. of jolbs 225 i 30 June 2019 i
M 2 m and created
—l
i Wn _mmlv w implementation through |
M W mRu of key capital municipality's \
< < . C
\ 8) A w and social LED initiatives
‘ 3 Z 5 initiatives \ (Co- | \
Z (8N]
w w an projects to i Operatives) 7
E o enhance ‘
_|[¥I||[||||]||[|[II ||I|_|||||F|||I|_r|[|| —
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\

Method of
Verification

Signed Close out
report by Senior
Manager endorsed
by Portfolio

Committee

Appointment letters



.

Strategy Baseline

economic 7 TBD
development
ond job

creation

b

Key i Annual Target
Performance

. Indicator
No of jobs 100

opportunities *

created

through EPWP i

No of Farmer i 2

Target Date
/Frequency

30 June 2019

31 December 2018

_ Method of
7 Verification

___ = ||[x‘/||| |l)v - |

7 Appointment letters

Implementation i New Signed bi-annual

reports by Senior

7 Wasbank and

SUSTAINABILITY TO
CULTURAL AND TOURISM POTENTIAL

WITHIN THE DISTRICT.

ECONOMICALLY VIABLE DISTRICT PROMINENT IN
INVESTMENT AND JOB CREATION
GUIDE AND SUPPORT SMME DEVELOPMENT AND

of Agri-Parks Indicator Production 30 June 2019
i Manager endorsed

O initiative i Support Units 7 Nqguthu by Portfolio

= .

m (FPSU)supporte i Committee

m ‘ ‘ 7§§ 7

= 7 mechanisation 7

Q

Zz [ and inputs
rIflfFf:f]l[||||L|||||P|I||F|WIIVII|IL|IIII|FII|
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No

[

Weight | Goal Objective Strategy Baseline Key Annual Target | Target Date Method of
(%) _ Performance /Frequency Verification
L Indicator o
28 3 > A Facilitate SMME No of SMMEs in | 2 31 December 2018 | Signed bi -annual
= =
m M w5 m W participation of | Strategy the Keates Drift 30 June 2019 report by Senior
— < . _ .
m = W z mlm_ W local SMMEs in manufacturing | and Talana Manager endorsed
i ©“ <
M 2 W & W _w W main stream sector | by Portfolio
~ O oD .
_ Wn m < o M O W_ U economic supported Committee
-1 Sz%cw i
- A AT R activities
=2z9 o <28
Q>0 Z z489 through skills
T w2 IS
O < O o development
z =2 500 x
OO0 OTZ3 and access to
Q& o~
_ o= funding
|
LOCAL ECONOMIC DEVELOPMENT - FINAL SCORE /24
|
3. KEY PERFORMANCE AREA (KPA): CROSS CUTTING -
3.1 2 A A T o W W | Updating of 25 Number of IDP | 30 30 June 2019 Map with spatially
o
< ANn M W - > N < W W Geographical projects referenced projects
o — ) m = Z 0O .
O 2 < % - > X9 72 2 & 2| Information captured and
E > 3 b )5<68r28
| £ e O ”AWCAmei mapped

S
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V= ||I_| ——=x =
No 4.‘5363 Godal | Objective
(%)
o e )
32 |2
|
|
] |
I S
ﬁiw |
|
6|L|II|I|IIII
34 |2 . i
7m - 2ZY
200 f.mﬂ@%
i 7nUK Z T v Omn..NN
n <o 2 | S5xXZ
| m oo < W 5,52
<06 ¢ | FuE3
| 629 ” 024
| _m ® 0%
1 |

= “‘|
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T = -
Strategy | Baseline ; Key ﬁ::ca_ Target ﬂo_.mm* Date i Method of
_ ‘ i Performance /Frequency Verification
||||Ti[ff¥%§r]L||ll T T Ta e -
Verify water New Date of _ 30 June 2019 7 30 June 2019 i Updated
infrastructure Indicator completion of 7 i_ infrastructure map
capital projects i verification of 7
spatially i water i
i infrastructure _ q
projects ‘ N
—— e
i Update and i New u Date of _ 31 December | 31 December 2018 7 Council resolution
i review existing i Indicator i adoption of 2018
7 GIS Strategy and 7 reviewed GIS 7 7
7 Policy Strategy and i
\ 7 Policy by 7
P 7 Council L L
Enhance Web New lia No of projects | 2 30 September i Signed Close out
_Alln_ = portals to Indicator i implemented i 2018(Server) i report by Senior
Z LW
W _._M._ Wi Internet i to update GIS i 30 June 2019 i Manager endorsed
W m :m_ Technology for i web Portal i (Web Portal 7 by Portfolio
DWA M “| advanced field i | development) 7 Committee
z
w i data capturing _ _
— - [ |




—

Weight | Goal Objective ﬂaam_«\ Baseline Key Annual Target | Target Date lﬁ Method of
(%) Pedformance /Frequency Verification
- e el Bl | — ¢ lindicator | — Sl e -
2 Provide New No. of Shared 4 Quarterly Portfolio
Technical Indicator services reports Committee
support to Local submitted to 7 resolution
Municipalities the Portfolio 7
I ——Jeewe | 0
2 Develop Nkande No of projects | 8 30 April 2018 7 Council resolution
Precinct plan for | Precinct Plan | phases i
Isandiwana _ completed for
areq Isandiwana 7
L i Precinct Plan 7
2 = | Develop and 2012/17 SDF i Date of 7 30 June 2019 30 June 2019 T00c30= resolution
W o M 5 % 0 . o M _._MN._ adopt Spatial 7 adoption of 7
= 9 m QO N m _M e % m W Development Spatial i
| im M W M e W W _._W._ W M Frameworkin | Development |
i W M % m _._Vw._ M 5 __”__V._._ % w B line with the _ Framework
_.__M._ % le._ & W m Ox W W new generation 7 7 7 | \
LB "2 " e | | | | i
L P
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Strategy

l

Key
Performance
Indicator

Provide
assistance to
local
municipalities in
processing of
Planning and
Development
Act /SPULMA

applications

MANAGEMENT
DEVELOPMENT OF DISASTER
OF ROBUST DETECTIVE,
PREVENTATIVE AND RESPONSIVE
PROGRAMMES.

SUPPORT, MITIGATION AND RISK

MANAGEMENT THROUGH LOCAL
STRUCTURES AND IMPLEMENTATION

(ACTIVE)STRENGTHENING DISASTER
MANAGEMENT AND FIRE SERVICES

|

Fire services
support to the
local
municipalities —
specialised
firefighting
services such as
mountain, veld
and chemical

fire services

Senior Manager: Planning and Economic Development

within 21 days

100% of fire

and rescue

addressed

% of PDA
/SPLUMA
applications
processed
within 120 days
- completed

% of Authorised
Certificates

approved

% of fire and
rescue cases

addressed

Annual ._.oﬁml Target Date

/Frequency

30 June 2019

30 June 2019

30 June 2019

Method of
Verification

JMPT minutes

Register

Incident Report

Quarterly Fire

Services Report



No

Goal

Weight Objective Strategy Baseline Key Annual Target | Target Date Method of
(%) Performance /Frequency Verification
Indicator
311 |2 Disaster New Date of 31 October 31 October EXCO resolution
. . 2018(summer)
Management Indicator adoption of 2018(summer) 31 March
and Fire services winter and 31 March 2019 (winter)
support to all summer 2019 (winter)
Local incident
Municipalities response plans
312 |2 a _ Preparation of New Date of 31 September | 30 September 2018 | Council Resolution
p .
< M A < Disaster Annual Indicator completion of | 2018
[a%4 z =
H O w2 0w Report to Disaster Annual
2 5 225z
5 m Z & A 2 Council, KZN Report
S EZ $ 229 |
W_MM_._M._ S 08 gy Cogta and
- )
zsgd B = § % 3|50
—ogL < MSFNAZ.. liti
<o M 2 @ o) H NRU unicipalities
. 2233 |89z ¢ 8- . —
3.13 |2 ¥ sz ¥ _nlu i .n.lw W & | Undertaking of 20 No of disaster 50 15 Q1 Awareness
2 Oz z v < .
g Q0 = S B = W Disaster Risk awareness “m MW campaign Form
= 0 (NN
_mlm nHu M m 2 m Reduction campaigns 10 Q4
zZ O
=~ 3 M < g Projects and undertaken Photographs
2% =
= o Programmes
L.e.b
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(%) _ /Frequency | Verification

_ Performance
st - F — e ||||i@@@l| e R T

P T e P o T [ p——— T
No Weight | Goal Objective Strategy Baseline Key Annual Target Target Date Method of
(R
314 |2

_ 6 hours i Response time i 6 hours i Quarterly 7 Incident Report

\

—

Respond and i
| 7 fecovery 1o Response 7 to disaster 7
7 i . i time to incidents i
7 disaster . | _
i incident i disaster i
incidents
i * i incidents & i _
|l|||T||||ﬂ|||||1IIIII S N

7 - Respond and 72 hours’ Time taken to 7 72 hours | Quarterly | Disaster
= N
i e O wn O zZ 7 recovery to Time taken to | undertake the 7 Management
T 5 z < 7 Report
W m . H = .mHv > ¢ disaster | undertake 7 damage |
v =z o — ..
| o = W < W W = W incidents the damage 7 assessment Beneficiary Forms
Q=@ |2 w § Z < | i
7 Z5x (0 o x 3 S & assessment and Photographs
_ Zzs02Z 6 ~ g mo i . |
ThHaz |2 27 %O | and distribution |
| | 5s23 g 2258 | - |
| L ZZ3x |3 590 2y E_m:_cc:os
. | EEgrggEog e | | |
7 3.16 7 2 W; Q m o n_.w 0 m Wi Conduct i New | No of climate \ 4 | 31 July 2018 7 Awareness
> o 5| . i
7 7 = nHu R s m P m_ Climate change 7 Indicator i change 7 _ | campaign Form
@] -
_ | < 9 s 2 W | awareness | | workshops | _ !
—
i I_il = i i campaigns ‘ %oosacgmo_ ‘ __ | Photographs
el . — - " e B N —
FI .ﬁ blﬂ..
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e s e

\

<<m_m_.= _ Goal Objective Strategy 7 Baseline 7 Key Annual Target Target Date Method of
(%) | Performance /Frequency Verification
L s e e ||_F||||T_a|§|§ R e
_ Disaster New No of 40 31 December 2018 Attendance
7 7 register
i 7 Management Indicator i volunteers
| 7 and Fire services | | trained in |
| 7 7 support to all 7 7 disaster _
7 7 Local 7 7 management ‘ 7
‘ i Municipaliies | i and fire i
| L|||||F||||L||J||L||||Lwﬁm|fr|||||||||||L|||||||
_\0|mOmm CUTTING-FINAL SCORE R E————————.. A N
4 ‘ KEY PERFORMANCE E AREA (KPA): GOOD D GOVERNANCE AND D PUBLIC ?»wEu_?ﬂ_Oz —_— — o
4.1 i 2 5 Conduct risk ; 922% in % of risk 100% QOcolmﬁ_«\ 7 Risk report
[ wzz
w W % <5 O0<O assessment 7 2016/17 i mitigation 7
— i Za =
| 2 Z O £ WL me m o= S annually. | strategies | |
ja— [2%4 ot =
300557 259 Provide risk | implemented |
aZzv Z =
O mm o o i W — v < e 7 7
VP50 S Lo mitigation
QZ0oO3Ts Lz | | |
| iAWC O3 WEW iﬁmoo:,moso i _ | |
£ z
L L = £ <
T uarterly basis. ﬁ
LR F] TET avartenybass. |1||w||||p|||||F||||||_|||||||
L0
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== — S S s s
No Strategy Key | Annual Target | Target Date Method of
Performance /Frequency Verification
el | Indicator LlLs sme owonen SR el s ~ F
4.2 Preparation and No of public 30 June 2019 Copy of the actual
wo
W =9 placement of notices placed nofice
ANn w W the compliance for the Annual
o W W related adverts Report,
<
Q M w on the Adjustment
pd
W m s newspapers SDBIP, Draft
zax IDP, Oversight
O0EZ
Ok 2 Report, Final
> X a
O, IDP, SDBIP and
e O=
e Perf
s 53 erformance
Agreements
4.3 Conduct public No of public 31 May 2019 2019/20 Public
= Sz
nDu _._M._ < m W . | engagement consultation Consultation
= mw <5 woa L S 2| meeting to meetings Minutes
| N T — [ —
20, 0% OAMWUW present draft
cS0szz2| FUxLLS
cE s w > - ol 25 - E0 Z | 2018/19IDP and Attendance
) oY >0 =z
w W w & W._ M a AMu 2% 2 © | Budget Registers
250 z 2
w SE00FZ O &
L.ex
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|

_ e R |||||||.|||||||.|||||_||.||||_.||| T
i No i Weight i Goal lﬁo_&mn?m _ Strategy Baseline ﬁ Key _ Annual Target _ Target Date ‘ Method of
_ (%) | Performance | /Frequency _ Verification
___I|%||4._.|||||L||-||||T||||| RO _@mab,l|+|| e gl L e
4.4 i 2 _ Taking of water _ 250 No of water 220 _ 55 samples tested _ Water samples
| | 2 7 | on a quarterly basis | results
m samples from i samples to be q 4 _
| | _RI._V sources used for | | taken from | |
_ i i W human i sources used | |
2 consumption i for human
z . | | | |
_ O M _ | consumption | _
_3 4 | EO | Inspection of ﬂ: | No of food 190 AM 1 | ificate i
_ . \ = pection o _ _ o of foo _ mm Mw _ Certificate issued
L ..
_ i :um food outlets i i outlets visited _ _ 25Q3 | Health Inspection
7 M i (both formal and inspected ‘ 20Q4 7 Report
i _ w i and informai) both formal | _ _
| B w FQ:Q informal |
1l e | | i
GOOD GOVERNANCE AND PUBLIC PARTICIPATION-FINAL SCORE /12
| 5 | KEY PERFORMANCE AREA(KPA) : MUNICIPAL FINANCIAL VIABLITY AND MANAGEMENT
.||x_||||.||||||..|||||||__||| - - =
_ 51 |3 s ﬁ W _ Preparation and __ 2016/17 Date of [ 28 June 2019 | 28 June 2019 __ Approval letter by
| _ W % L i m » W W_ o i_ approval | Service _ adoption of _ _ Mavyor
i | _ w < W. mDv W M m M m = | Service Delivery | Delivery and __ Service __ _
DG = <C O < o
_ _ w g s % z > Z m Z < | and Budget | Budget | Delivery and | _ !
< i =
_ | .mMu n_N.. N_u._ m M _W _._M._ % _WL ._Wn Implementation ﬁ Implementati i Budget | __
O™" <<
_ £z O ‘ % = mm_v N > | Plan by Mayor | on | Implementatio |
e —_— ! @] | . |

| MUNICIPAL FINANCIAL VIABLITY AND MANAGEMENT - FINAL SCORE




COMPETENCY FRAMEWORK

Leading and Core Competencies Weight =

Weight
(%)

Direction and \

Strategic
Leadership

T

People Management

_o
.
|||||||||__||

Project |
| o

Programme and

Management

R

Financial Management

]
| |
i |

L ]
| e Change Leadership __
| S

Senior Manager: Planning and Economic Develop

S—

LEADING COMPETENCIES (70%)
=== .. ¢

L

ment

100%

_

| rosmsameona |
Progress on date of
review | Score
e e
Impact and Influence ﬁ
Institutional Performance Management _
Strategic Planning ang Management
‘Organisational Awareness _

Human Capital Plannin
Diversity Management
Employee Relations Management

zmb&@@bPab%&@%pomm@mﬁ .

g and Development

Programme  angd
Implementation

Service Delivery Management
Programme  angd Project
Evaluation

Project Planning

Monitoring  and |

Budget Planning and Execution

Financial Strategy and Delivery
@olsmﬁm@olo@@obalgg%%m S

Change Vision and Strategy ‘
Process Design and Improvement
Change _S_MQD,IZ_@HOMB and Evaluation




E—— S

Weight
S e RS L review
‘ * ¢ Policy Formulation
| 10 |« Governance Leadership * Risk and Compliance Management
¥|||ﬁ|l|||| B ||L.|bobmmh@<o09@@@ml|l||| N

7 LEADING COMPETENCIES FINAL SCORE

Weight ‘ CORE COMPETENCIES (30%) ﬁ

* Able to identify moral triggers, apply reasoning

that  promotes honesty and integrity and

e Moral Competency
_ consistently display behaviour that reflects moral

i competency.

| A ¢ Planning and Organising l\. Able to plan, prioritize and organise information

and resources effectively to ensure the quality of |
service delivery and build efficient contingency |

plans to manager risk.

_ [ Analysis and Innovation i e Able to criically analyse information, challenges _

| and trends to establish and implement fact based

solutions  that are innovative  to _308<®i
_ institutional processes in order to achieve _A®<_

_ strategic objectives

Senior Manager: Planning and Economic Development

Progress on date of

ﬁ.|||vl |||||||[||||_.|||||||||||||[|||||l\..|||| ==

Progress on date of
__review

Score _

||_|||||4



= = ||%&@I[ILI||II|_

ﬁ Knowledge and Information | * Able to promote the generation and sharing of _

Management knowledge and information through  various

processes and media, in order to enhance the

|

_ collective knowledge base of local government

e Communication * Able to share information, knowledge and ideas in

a clear, focused and concise manner appropriate _ _

for the audience in order to effectively convey, i
persuade and influence stakeholders to achieve

the desired outcome.

on achieving results and objectives  while | |

consistently striving to exceed expectations and

encourage others to meet quality ﬂo:aoam; |

Further, to actively monitor and measure results |

\ |__ and quality against identified objectives. |
_|||L||||||||||||| —_ - 7 I

__ CORE COMPETENCIES FINAL SCORE _ /30

The assessment of the Manager on the performance of the competencies will be based on the following rating scale:

~ Achievement Levels I||_ﬁ - Description

|[||[||||||||L||||||||[||

Senior Manager: Planning and Economic Development

\ Weight ﬁ CORE COMPETENCIES (30%) ﬁ Progress on date of | Score
B R (o R N

¢ Results and Quality Focus * Able to maintain high quality standards, focused |
_




¥>UD|=mm _oo_m_0|0%0®99|39ao_m|o3Q|c30_|mﬁa3.%© of _ooo_lﬁ o

o Basic i©o<m33m3 operations, but requires supervision  and

development intervention

|D®|<m_o_om and a_oﬂam momﬂmmw?w omgooﬂu*ﬂj@foam and i
* Competent understanding, plans and guides the work of others and

executes progressive analysis

‘Develops and opplies complex concepts, mefhods and

understanding. Effectively directs and leads a group and

executes in depth analyses
Has a comprehensive understanding of local government

«  Superior operations, critical in shaping strategic directions and change,

develops and applies comprehensive concepts and methods

Thus done and signed 9,|5U§7XUWM\ _on this the b?| dayof |7\P>M 2019

AS WITNESSES:
i
W
1. 663 A

=

AS WITNESSES:
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Annexure B

PERSONAL DEVELOPMENT PLAN (PDP)

Entered into by and between

SIPHO BONGINKOSI NDABANDABA

Municipal Manager

Umzinyathi District Municipality

[“The Employer”]

And

EDWARD BONGA

Development

["The Employee” ]



Explanatory Notes to the Personal Development Plan
1. Introduction

1.1 A Municipality should be committed to -

{a) 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.

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

(a) Human resource development should form an integral part of human
résource planning and management.
(b) In order for a municipality’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 Development System
should provide for the Personal Development Plans of employees to be
included in their annual Performance Agreements. Such approach will
ensure the alignment of individual performance objectives to 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 intervention:s.

2, Competence Modeling

2.1 What does an institution mean when it says an employee / prospective employee
is competent if he/she fits g 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 specific position]. For competence to be
useful, the associated competence should be greater than the observed

performance as it will allow the individugl growth towards this ‘ideal’.

2.2 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 s, by
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.

2.3 Moreover, managers do not make their expressions in a social vacuum. They do
O within a social context in which there are various actors, various stakeholders,

2018/19 Personal Development Plan Page 2
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2.4

3.1

3.2

3.3

with different interests' accountabilities, different things they are frying to achieve
and various ways in which others will hold them accountable. I 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

When linking a decision that g prospective employee / current employee is
competent the communication is based on what may be called conventions of

The COGTA has decided on:

241 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 fraining needs

The Local Government: Municipal Systems Act: Guidelines: Generic senior
management competency framework and occupational competency profiles
provides comprehensive information on the relevance ofitems 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 g manager against the minimum requirements
contained in the managerial competency framework and occupational
competency profiles will assist g manager, in consultation with his / her employee,
to compile a Personal Development Plan as follows:

{q) The identified 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:

Q. Organisational needs, which include the following:

o Strategic development priorities and competency
requirements, in line with the municipality's strategic
objectives.

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

2018/19 Personal Development Plan Page 3 M u)
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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 i may not be possible to address all identified
training needs in q specific financial year. It is however of critical

(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,

training / development must also be conducted either in line with g
recognised qualification from g tertiary institution or unit standards
registered on the National Qualifications Framework (South African
Qualifications Authority), which could enable the trainee 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 fo a specific outcome / skills gap identified
(and registered with the South African Qualifications 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

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,

{g) The suggested time frames (column 5§ of the Appendix) enable managers
to effectively plan for the annum €.d. 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 ‘\AH

SM: Planning and Economic Development /4’3 AS .
Lez XA zom,



(h) Work opportunity created to practice skill / development areas, in column
6 of the Appendix, further ensures internalisation of information gained as
well as retun on investment (not just a nice to have skill but @ necessary to
have skill that is used in the workplace),

(i) The final column, column 7 of the Appendix, provides the employee with g
3.4 Personal Development Plans are compiled for individual employees and the data
coll

and report on progress made to the Local Government Sector Education ana
Training Authority (LGSETA).

3.5 Funding should 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-

(q) 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].

4, Life-long learning

4.1 It was agreed that an outcomes-based Lifelong Learning Development

assessed and credited. Nationgl 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
qualifications.

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

Nr._| Learning Area |

1 [Language, Literacy and Communicafion - |
12 | Mathematicdl Literacy, Mathematics and Mathem: tfical Science |
3

Human and Social Sciences |

4 | Natural Sciences |

5__| Technology e e ]

6 | Artsand Culture _l
R T
nomic and Management Sciences

| Econc e

7
8

L __J_UfQQrigniomrL_________ N |
2018/19 Personal Development Plan Page 5
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43 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

4.4 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 g
need fo develop vocationgl qudlifications.
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DEFINITIONS:
“Higher, Further and General | Education and d Training” refers to:

' National | Levels ' TYPES OF QUALIFICATIONS AND C CERTIFICATES T
| Qualification | ||
|| Framework | |'
level | |
l_s_____||]_____—_|Il%c_f<§of_es__ - ___—_I

| ' Further Research Degrees |
||"_7 - || HIGHER | ngher Degrees =
| EDUCATION | Professionall Quahﬁcohons ||
6 | AND ||_FII’SI Degrees _||
| | TRAINING | Higher Dlplomos |'
|F5—_____ I_Dlplomqs - _____—_:
I_ | | Occupational Certificates |
| FURTHER EDUCATION AND TRAINING CERTIFICATES
Ii a T T School/CoIIege/Tromlng Certificate - _I
|| ' FURTHER | Mix of units from all |
S EDUCATION 3chool/conege/rrciniﬁg_cérﬁc_of_e - ]

| AND ' Mix of units from all |
||'_2_ | TRAINING | %R&/E&&;&Tﬁiﬁi@fe_rﬁc&;_ - _|l
| || Mix of units from all —I
| GENERAL EDUCATION AND TRAINING CERTIFICATES
||_1 _T_ - T:"__ T ___—_T
|| | ’ Senior Phase || ABET level 4 ||
|| | GENERAL | | |
||  EDUCATION || Intermediate Phase || ABET level 3 |
| || AND | ||
|| || TRAINING || Foundation Phase | ABET level 2 |
| || || ||
— L [mEeen

2018/19 Personal Development Plan Page 7J I’I
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CONFIDENTIAL
Annexure C
FINANCIAL DISCLOSURE FORM

, the undersigned (surname and initials) 45(2 MGA £
(Postal address) L0 B Jego Deypype oo

(Residential address) éz’.-/ .kpff/ﬂf’; . A‘?"" Gr e %

J

(Position held) SENIOR MANAGER: PLANNING AND ECONOMIC DEVELOPMENT

UMZINYATHI DISTRICT MUNICIPALITY

Tel:_ 324k 249 )‘%”é‘ﬁ Fax: O.?{SL K15 [Fibaz

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 Nature ‘ Nominal Value Name of

| of financial interests __ Company/Entity

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

Name of corporate entity, Type of business Amount of
partnership or firm yP Remuneration/ Income

/

| i
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CONFIDENTIAL

3. Remunerated work outside the Municipality
Must be sanctioned by Council. See information sheet: note (3)
o  Name of Employer | T—ype of !V,ork _——]"—Amounf of remuﬁr(?ion/ |
} -t~ | Income ]

-t 00
e —_— ]

] B E—

Council

Signature by Council . Date _

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

e —

Name of client T Nature [ Type of business | Value of any_ '
|

I B }J/ __activity | Ee"'_‘-‘f"ifeﬂiﬁd_‘
I T
I ] < N B

5. Sponsorships
See information sheet: note (5)

U ol T Descriplion of assistance/ | vawesr
| assistance/sponsorshi | Sponsorshi assistance/sponsorshi !
-_dsislance/spol _‘Lh_ sponsorship |_———_P——_p_—'
I BV B ——
) o R —
|ﬁ - 7 — | = |
- Jﬁ%_ - o ]

6. Gifts and hospitality from a source other than a family member

See information sheet: note (8)
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[__ escri_ﬁo_n__ Vame_ ) _Source |
______.P______|L__ __Va . ]
I S— Y ——
| . |
s e— g_'\ R S
L_________J_ -_______il.__________J

N S
CONFIDENTIAL
7. Land and property

See information sheet: note (7)

- Descripon | Extent  Aea [y alve |
: | . < | - 2 L e |
| %&’C_ME - __-_ZL'O_2_3_AQ,__T_ _M_m_ﬂ G475 o0 |

DATE: . _c;?“l. 7LL4‘ S
PLACE: @,21_\_(21&5_ -

OATH/AFFIRMATION

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

(i) Do you know and understand the contents of the declaration?

Answer gz "HZ e

(if) Do you have any objection to taking the prescribed oath or affirmation?
Answer /)_ S

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

conscience?
Answer y[j o

words: “I swear that the contents of this declaration are true, so help me God." /
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“I'truly affirm that the contents of the declaration are true”. The signature/mark of
the deponent is affixed to the declaration in my presence.

: - Wnﬂ el ] !
< / J& ramygmy ’
Commissionér of Oath /Justice of the Peace 2013 -05- 0 b i
Full first names and surname: T DUNDEE

KWAZULU-NATAL
Jﬁﬁﬁ@_@_ G codtul  IMandeny (Block letters)

CONFIDENTIAL

Designation (rank) _ /@Ry 1znf cﬁ_ = __Ex Officio Republic of South Africa

Street address of institution 24~ (%@ﬁﬁkﬂ____

— Dunyy

Date 19— o5~ (v ____Place ﬁ@ﬁr_ R

C(SNfENTS NOTED: MUNICIPAL MANAGER

DATE __Q_%/_Q,Si/@api__
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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 Q person who permanently lives with

another person in @ manner as if married.
General conduct

2. A staff member of g municipality must at all fimes—

(@) loyally execute the lawful policies of the municipal council:

(b)  perform the functions of office in good faith, diligently, honestly and in g
transparent manner:

(c) actinsucha way that the spirit, purport and objects of section 50 are
promoted:

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

(e) act impartially and treat all People, including other staff members, equally

without favour or prejudice.
Commitment to serving the public interest

3. A staff member of municipality is a public servant in a developmental local
system, and must accordingly—
{a) implement the provisions of section 50 (2);
(b) foster a culture of commitment to serving the public and g collective sense of

responsibility for performance in terms of standards and targets;
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(c) promote and seek to implement the basic values and principles of public
administration described in section 195 (1) of the Constitution:

(d) obtain copies of or information about the municipality’s integrated
development plan, and as far as possible within the ambit of the stqff
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;

(e) participate in the overall performance management system for the
municipality, as weli 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 to achieve its objectives and improve the quality of life

of its residents.
Personal gain

4. (1) A stoff member of g municipality may not—
(a) use the position or privileges of a staff member, or confidential information
obtained as a staff member, for private gain or to improperly benefit another

person; or

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 g municipality a staff member of
the municipality may not—
(a) bea party to a contract for—
(1 the provision of goods or services to the municipality; or

(i) the performance of any work for the municipality otherwise than as a staff

(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.
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Disclosure of benefits

S. (1) A staff member of @ 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 g staff member, or o 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 confidentigl information obtained as g staff member of the
municipality to an unauthorised person.

(2) Forthe purpose of this item “privileged or confidential information” includes any
information—
(a) determined by the municipal council or any structure or functionary of the

Mmunicipality to be privileged or confidential:

(b) discussed in closed session by the council or o committee of the council:
(c) disclosure of which would violate a person’s right to privacy; or
(d) declared to be privileged, confidential or secret in ferms of any law.

(3) Thisitem does not derogate from g person’s right of access to information in

terms of national legislation.
Undue influence

7. A staff member of g 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 fo
obtaining any appointment, promotion, privilege, advantage or benefit,
or for a family member, friend or associate;
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(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 g business venture with g 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 —

(q) 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.

(2) A staff member must without delay report to a superior official or to 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 g municipality may not use, take, acquire, or benefit from 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 g municipality may not be in arrears to the municipality for
rates and service charges for a period longer than 3 months, and g municipality

may deduct any outstanding amounts from a staff member's salary after this

period.
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Participation in elections

171. A staff member of g 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.

Sexual harassment

12. A staff member of g municipality may not embark on any action amounting to

sexual harassment.

Reporting duty of staff members
13. Whenever a staff member of o municipality has reasonable grounds for believing
that there has been a breach of this Code, the staff member 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 municipality envisaged in section 47 (1) (h) of this Act.

Disciplinary steps

14A(1)A breach of this Code is g 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) suspension without pay for no longer than three months;
(b) demotion;
(c) transfer to another post:
(d) reduction in salary, allowances or other benefits; or
(e) an appropriate fine.
[ltem 14A inserted by s. 29 of Act No. 44 of 2003.]
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