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WHEREBY IT IS AGREED AS FOLLOWS:

INTRODUCTION

The Municipality has, in terms of Section 56(1).(ii} of the Local Government: Municipal Systems Act, No. 32 of
2000 {'the Systems Act’) entered into a confract of employment with the Manager for a period of 5 years,
gommencing.on 01 March 2018.

‘Section 57(1) {b) of the-Systems Act, requires that the manager concludes an annual performarics agreement:

Thé Parties wish to ensure that they -are clear about the goals to be achieved, and secure the commitment of
the Manager to a set.of outcomes that will secure locat government policy goals.

The Parties wish to ensure that there s compliance with Sections 57(4A), (4B) and (5) of the Systems Act as
well as the-contract of employment entered into by the Parties.

In this Agreemenit the folioWing words will have the meaning asctibed thereto:

“This Agreement” - means the. performance agreement between the Municipality and the Manager and the
annexures thereto.

“The Executive Authority” - means Gouncil of the Municipality constitufed in terms of Section 43 of the Local
Government: Municipal Structures Act-asreprésented by its chairperson, the Mayor.

“The Manager” — means a General Manager directly accountable to the Municipal Manager appointed in terms
of Séction 56(3) of the Systems Act.

theé Municipal Manager” — means the Municipal Manager appointed in terms -of Section 82 of the Local
Government: Municipal Structures Act, No. 117 of 1998 as- well as Section 54A ‘of the Local Government:
‘Municipal Structures Act, No. 117 of 1998.

“The Municipality” —means the Musina Local Municipality.

“The Parlies” - means the Mayor / Municipal Manager and the Manager,

PURPOSE OF THIS AGREEMENT

The Parties agree that thé purposes. of this Agreement are fo!

211, comply with the provisions of Section 57(1)(b), {4A), (4B} and (5) of the Systems Act &s well as the

contract of employmient entéred irito between the Parfies;

212, specily chiectives and targets dafined and agreed with the Manager and to communicaté to the

Mahager the Muricipality's expectations of the Manager's performance and accountability in
alignment with the.Integrated Development Plan (IDP), the Service Delivery Business implementation
Plan (SDBIP) and the budget-of the Municipality;

213 specify accountabilities as set out i Annexure A;

244, monitor and measure performance against targeted outputs and outcomes;
21.5.  use Annexures A, B.and C as a basis for assessing the Manager for permanent employment and/or
to assess whether the Manager has met the' performance expectations applicable to histher job;

246 appropriately reward the Manager in accordance with the Municipality's’ performance management

policy in-the event of outstanding performancs;

21.7.  Establish a transparent and accouritable working relationship; and give effect to the Municipality's

commitment 10 ‘a performance-orientated refationship with its Manager in aftaining equitable and
improved service delivery.
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COMMENCEMENT AND DURATION

Notwithstanding the date of signature this Agreement will commence: on the 15t July 2021 and will remain in
force until 2 new performance agreement including a Performance Plan and Personal Development Plan is
concluded between the Parties as-contemplatediin Clause 3.2

The Parties will review the provisions of this Agreement during.June each year. The Pariies will conclude a
new performance agreement including a Performance Flan. and Personal Development Plan that replaces this

Agreement atleast once a year by not later than the 31stof July each year,

The payment of e performance bonus is determined. by the performance:scare obtained during the annual
performance assessment as infarmed by the quarterly perforrnance assessments.

The payment of a pefformance bonus for the year in which the Manager's contract of employment expires will
be done as set out in clause 3.3 .and the banus so determined will be paid fo the-Manager on the last day of
hlsfher employment or, subject to legal requirements, as s00n as possible thereafter,

In the event of the Manager commencing or ferminating his services with the Municipality during the validity

period of this Agreement, the Manager's performance for the portion of the period referred fo in clause 3.1

during which he was employed, will be evaluated and he will he entified to apro rata performance bonus based
on his evaluated performance and the period of actual service:

The content of this Agreement may be revised-af any time during the abovementioned'period to. determine the

applicability of the. matters-agreed upon by the Parties.
If at-any time during the validity of this Agreement the work envifonment alters (whether -as a result of
government or coundil decisions or otherwise) to the extent that the contents of this Agreement are.no longer
appropriate, the contents shall immeidiately be revised.

This Agreement will terminate on the termination of the-Manager’s contract of employment for-ahy reason.

PERFORMANCE OBJECTIVES

The Performance Plan in- Annexutre A sefs.out;

444 - The performance objectives and targets which-must-be mat by the Manager; and
412 The fimeframes within'which those performance objectives and fargets must be met.

The Core Competency Reduiréments (CCRs) set the management skills regarded as critical to the position held

by the Manager

The Persanal Development Plan in Arinexure B sets out the Manager's personal developmental requirements

in liie with the ob;ectwes and targets of the Municipafity.

The performance abjectives-and targets reflected in Anngxure A are set by the Municipality in-consultation with
the' Maniager and based on thve IDP, SDBIP and tha budget of the Municipality; and iriclude key objectives, key

performance areas, target dates and weightings.

The key objectives describe the main tasks that need tobe done. The Key performance indicators provide the
details: of the evidence that must be provided 1o show that a key objective has been achieved, The target dates’

describe the time frame in which the work must be achieved. The weightings show the relative importance of
the key objectivesto each-other.
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The Manager's' performance. will, in addition, be measured in terms' of -contrihutibns_ to. the developrent

objectives and strategies set outin the: Municipality's Integrated Development Plan.
PERFORMANCE MANAGERENT SYSTEM

The Manager agrees to parficipate. in the performance: management system that the Municipality adopts or
introduces for the municipal management and: mumclpa! staff of the-Municipality.

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

The Executive Authonty andfor Municipal. Manager will consult the Manager -about the. -specific performance
standards that will be included in the performance management system as applicable fo ihe Manager

The Manager undertakes to actively focus towards fhe- promotion and implementation of hisher Key
Performance Areas as sét out in Annexure A including special projects relevant to' the Manager's
responsibilities within the local government framework,

PERFORMANCE ASSESSMENT

The performance of the Manager will be assessed against the outputs and outcomes achieved in terms of

hisfer Key Performance Areas (KPAs) as. fully described in Annéxure A and hisher Core Competency
Reguirements (CCRs) determined at the commencement of this Agreement with a weighting of 80:20 allocated

to the KPAs and CCRs respectively. Therefare the KPAs that refer to the:main tasks of the Manager account for
80% of hister assessment while the CCRS niake up the.other 20% of the Manager's assessment score.

The weightings agreed to in Tespect .of the Mariager's KPAs attached as Annesure A are set-out in the table
below: ' '

KEY PERFORMANCE AREAS (KPAS) WEIGHT
KPA 1: Muriicipal Transformation and Institutiona! Dévelopment 40%.
KPA 2 Basic Service Delivery 10% .
KPA 3: Local Econonilc Development. 5%
KPA4: Financial Viability 10%
KPA$: Gaod governance and pubiic participation 30%
KPA 6: Social and Justice ._ 5%
TOTAL PERCENTAGE 100%
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The CCRs will make up the otfier 20% of the employee’s assessment scote. CCRs that are deemed to be most
critical for the employee’s specific job should be selected from the list below as agreed to-be betwsen the
employer-and the employee and must be considered with dye regard to the proficiency leve! agreed fo:

CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES {CCR)

LEADING COMPETENGIES
choice Weight Current Level {1-3) | Desired L-evel
Strategic Direction | »  Impact and Influence X 10 3 3
and Leadership
» |nstitutiohal Performance-
Management
= Sfrategic Planning and
Management
»  Organizational Awareness
People ¢ Human Capital Planning | X 10 3 3
Management: and Development
e  Diversity Management
s  Employee Relations
Managemient
‘s Negofiation and Dispute
Management
| Program and s Program and Project 1 X 10 3 3
Project Planning and
Management implementation
»  Service-Delivery
Management
¢ Program and Project.
Monitoring and Evaluation
Financial e Budget Planning and X 10 3 3
Management Execution
¢ Financial Strategy-and
Delivery
¢ Financial Reporting and’
Monitoring
Change Leadérship | o Change Visicn and X 10 3 ¥
Strategy
s Process Design and
5




Improvement

-+ (hange Impact Moniforing

and Evaluation

Governange
Leadership

-« Palicy Formulation

e  Risk-and Compliance

Management

= Gooperative Governance

Core
Competencies

Moral Compétence

Plarining and
Organising

Grjen

U

Analysis and
innovation

Knowledge and info
Tmation
Management

communication

Results and Quality
Focug

e

Total Percentage

100%:

The assessment of the performance of the Manager will be based.on the following levels for KPAs ard GCRs:

LEVEL | TERMINOLOGY

DESCRIPTION

RATING

1

2

b

| Ouistanding
Performance-

Perfofmance far exceeds the standard expected of an

employee at this level. The appraisal indicates that.
the Employee has achieved above fully effective results
against all performance criteria-and indicators as
specified in the PA and Performance Plan.and
maintaingd this in all areas of responsibifity throughout
the year.

= |

Performance
significantly above:
Expectafions

Performance is significantly higher than the standard
expected.in the job. The appraisal indicates that the
Employee has achieved above fully effective results
against mare than half of the performance criteria and

indicators and fully achieved all others throughout the

year.

Fully gffective

Performance fully meets the standards expected in-all
areas of the job. The appraisalindicates that the
Employee has fufly achieved effective results against




all significant performance critefia and indicators as’

specified in'the PA and Performance Plan.

‘Not fully effective

Performance is below the standard réquired 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 resuilts against more than half the
key performance criteria and indicators as specified
in the PA and Performance Plan,

'Unacceptable
Performance.

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 ali of the performance criteria and
indicafors as specified in the PA and Performance
Plan. The employee has failed to demaonstrate the

commitment or ability to.bring performance up to the

level expected-in the job déspite management efforts
to encourage improvement.




An indicafive rating on the five-paint scale should be provided for-éach KPA and CCR using the foliowing as
guidance:

Unaceeptable

Not fully effective.
Fully effective-
Above expectations
| Outstaniding

| | L2 MO

Each KPA and CCR 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 to
determine which rafing on the five-point scale did the Manager achieved. The following eriteria could:assist;

Duration ofask. = Was the farget achieved within the projected time frame?

Level of complexity - Required problem solving
- Reconciling different perceptions
- Innovative alternatives used

Cost - within budget
- saving
- overspending
‘Constraints - Did envisaged.constraints materialize?

- I 50, were steps-taken to managefredice the effect of the constraint?
- Ifnot, did it benefi Cially affect the completion of the target?
- Anyinhovative/pro-active steps to manage the constraint

An applicable assessment rating caleulator must be used to-add the KPA and CCR scores and calculate final
KPA and CCR percentages.

PANEL AND SCHEDULE FOR PERFORMANCE ASSESSMENTS

An ‘assessment panel consisting of the following persons must -be established to. evaluate the annual
performance of the Manager-at the end of fhe 4th quarter:

(8) For purpose of evaluafing the annual performance. of the Municipal Manager, an evaluation panel
constituted of the following persons mustbe established -

{i) Exegufive Mayor orMayor

(i) Chairperson of the performance ‘audit committee or the audit committee in the
absence of a performance audit committee;

_{iii) Member of the mayoral ar execliive committee or'in respect of a plenary type
municipality, another member of coungil

{iv)" Mayor andfor municipal manager from another municipaiity; and

{v) Member-of a ward committee as nominated by the Executive Mayoror Mayor




(b} For purpose of evaluating the annual performance of managers directly accountable to the . municipal
managers, an evaluation panel constituted of the following persons must be estabiished —
Municipal Manager;

). Chairperson of the Performance Audit-Committee or the Audit Committeein the absence of a Performance.

Audit Committee;
Member of the Executive Committes;
Municipal Manager from another municipality

(¢} The: -manager responsible for human resources of the municipality or delegated -assignee must: provide
secretariat services to the Evaluation Panels referred.to above.

In addition the following assessments may alsc form part of the annual performance evaluation at the end of the -
4th quarter if so- agreed between the Parties:

e Manager {own assessment)

o  Fellow section 57 managers

o Divisional Head feporfing to the manager.

The performance.of the Maniager will be assessed in relation to hisfher achievemient of:

e the targets'indicated for each KPA in Annexure A,
. the CCRs as defined in Anngxure G

On a daie fo be determined for each of the following quarterly periods:

1t Qiairter - July to September
2né Quarter - Cctober to December
3% Quarter - January to March

4t Quarter - April to- June.

Assessriients in thé first and third quarter m'ay"h'e verbal if the Manager's perfermance Is satisfactory.

The Municipality will keep a record of the mid-year and annual assessment meetings.

The Municipality may appoint an external facilitator fo-assist with the annual dssessment.

The manager responsible. for the corporate. sefvices of the Municipality must provide secretariat services fo-the
evaluation panel for the annual performance assessment.

EVALUATING PERFORMANCE

The Manager will submit quarterly performance reports and & compréhensive annual performange report prior
fo.the performance assessment mieefings to the Municipal Manager.

The Municipal Manager wil gwe performance feedback to the Manager after each quarterly and the annual
assessment meetings,

The evaluation -of the Manager's performance will form the basis for rewarding cutstanding performance’ or
correcting unacceptable performance.

At the end of the 4t quarter, the Executive Authority will determine if the-Manager is ellglble for a performance
bonus as.envisaged in histher contract of empioyment

A performance bonus of between 5% and 14% of the allinclusive remuneration package may be paid to the
Manager in recognition of-above average or-outstanding performance which is constituted;

9




A score of 75% to 100% is awarded a performance bonus ranging from 10% to 14%allocated as foliows;

7579 = 10%
80-84 =11%
85-80 = 12%
90-04 = 13%
95 =14%

A score of 65% to 74% is awarded a performance bonus ranging from 5% to 9% allacated as follows:

75-79 = 10%
80-84=11%
85-89=12%
90-94 =13%
85 =14%

The results of the annual assessment and the scoring report of the Manager for the purposes of bonus
allocation, if applicable, will be submitted to the Executive Authority for a recommendation to the full Coungil..

Personal growth and development needs identified during any performance assessment discussion, must be
documented in the Manager's Personal Development Plan -as well as the action steps and set time frames
agreed to. '

Desplte the. establishment-of agreed intérvals for assessment, the Municipal Manager may, in addition, review
the Manager’s performance at.any stage while hisfher confract.of employment remains.in force.

The Municipal Manager will be éntitied 10 réview and make reasonable: changes fo the provisions of Annexure
“A’ from time fo time for operafional reasons: The- Manager will be fully consutted before any such change is
mate.

The provisions of Annexure ‘A" may be amended by the Exscutive Authority wheh the Municipality's
performance management system is adopted, .implemented and/or aniended as the case may be subject to
clause 5.3,

OBLIGATIONS OF THE MUNICIPALITY

The Municipality wili create an enabling environment to-facilitate eﬁecti"ve.performance. by the Manager.

The Manager wili be provided_-ui.-ith access fo skills development and capacity building opportunities.

The Municipality will work collzboratively with the Manager to solve problems and generate solutions 1
‘common problems that may impact o the performance of the Manager.

The Municipality will make- available to the Manager such resources including employees as the Manager may
reasonably require from time to time to assist him to meet the performance-objectives and targets established in
terms of this Agreement; provided that it will at &l times remain the resparisitility of the Manager 1o ensure. that
he complies with those performance obligations. and targets.

The Manager will, at his request, be delegated such powers by-the Municigality as.may in the-discretion of the

Municipality be reasonably required from time to time to enable. him to meet the performance objectives and
targets established in terms of this Agreement.

10
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CONSULTATION

The Exectitive: Authority-and / or Municipal Manager- agrees to consult the Manager within -a reasonable fime
where the exercising of the Executive Autharity's and / or Municipal Manager's powers will -

101,17 "Have a direct effect on the performance of any of the Manager's functions;

10.4.2  Commit the Manager to implement ar fo give effect to a dacision made by the
Executive Authority and/or Municipal Manager;

10.1.3  Have a substantial finaricial effect'on the Municipality.

The Municipal Manager agrees to inform the. Manager.of the cutcome of any decisions taken pursuant to the
exercise of powers contemplated in 10.1 as s6on as i practicable, to enable the Manager to take - any
necessary action without delay.

CONSEQUENCE OF UNACCEPTABLE OR POOR PERFORMANCE

Where {fie -Municipal Manager is; at any time during the Manager's employment, hot safisfied with the
Manager's petformance with respect to any matter-dealt with in this Agreement, the Municipal Manager wilf give
notice to the Manager to attend a meeting with the Municipal Manager.

The Manager will have the opportunity at the meating to satisfy the Municipal Manager of the measures being
taken fo ensure that the Managér's performance becomes safisfactary in accordarice wath a documented
programme; Including any dates, for implerenting these measures.

The Municipality will provide systematic.remedial or developmental support fo assist the Manager to improve
histher performance.

If, after appropriate performance -counselling and having provided the necéssary Quidance andfor support as
well as reasonable time for improvement-in performance, the Municipal Manager holds the view that the
performance of the Manager is not-satisfactory, the Municipal Council will, subject to compliance with' applicable
labour. legislation, be entitled by notice in writing to the Manager; to terminate. the Manager's employment iri
accordanee with the notice' period set out in'the Manager’s contract of employment.

Where there is a dispute or difference as to the performance of the Manager under this Agreemient; the Parties
will confer with a view to resalving the dlspute or difference.

Nothing contained in this Agreement.in any way limits the nght of the Municipality to terminate the Manager's
contract of employment with- or without notice for any. otfier breach by the Manager of his obligations to the
Municipality or for any other valid reason in jaw.

DISPUTES

In the event that the Manager is dissatished with any decision or action. of the-Executive Authority and/or
Municipal Manager in terms of this Agreement, -or where a dispute or difference arises as to the extent to which

-the Manager has achieved the ‘performance objectives  and targets established In terms of this Agreement; the

Manager may meet with the Mumcrpal Manager with a view ta resolving the issue. Al the Manager's request

“the Municipal Manager will record the. outcome of the meeting in writing.

If any dispute about the nature of the Manager's performance. agreement whether it refates to key
responsibifities, priorities, methods of assessment or any other matter provided for cannot be resalved through
an jnternal mechanism as contemplated above, the-dispute will be mediated by the Mayor within thirty (30} days
of receipt of & formal dispute from the Manager whose decision shall be final and binding on both Parties,

If any dispute about the outcome of the Manager's performance evaluation cannot be. resolved through an
interrial mechanism as contemplated above, the dispute will be mediated by a member of the Council, provided

11




that such membier was riot part of the evaluation panei provided for in 'clause 7.1, within thirty (30) days: of
receipt of a formal dispute from the Manager whose-decision shall be final-and binding on both Parties.

124 In the event that the mediation process confemplated:-above fails, the relevant arbitration claiise of the ‘contract
of employment will apply.

13. GENERAL

13.4 The cont_entéfo_f"_’this Agresment and the outcome of any review conducted in terms of Annexure *A” wiill not be
confidential, and may be'made available to the public by the Municipality.

13.2 Nothing in this Agreement dimi'nish_es the: obligations, dufies or accountabilities of the. Manager in ferms of
histher contract of employment, or the effects of existing or new regulations, circulars, policies, directives or

other instruments;

SigNed At ..covreeeeee e esessesonerersie ONHHS voves i day of .onrnnnnne rveranres ... 2021

As Witnesses:

1.

2. e e s
AN sarE sEsRALaran . ...u.....-......_....-.‘;F_‘-.".
GM: Corporate Services of .~
Musina L.ocal Municipality

Signed at .................. e rnisrenis Onthis ........... eereren 0BY OF e, 2021

As Witnesses:
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ANNEXURE A: PERFORMANCE PLAN FOR GENERAL MANAGER CORPORATETG SERVICES

1. Purpose

The performance plan defines the Council's expectations of the Managers performance agreement to which this
document is attached and Section 57 (5) of the Municipal Systems Act, which provides that performance
objectives and targets must be based on the key performance indicators as set in the Municipality’s Integrated
Development Plan (IDP) and Service Delivery and Budget Implementation Plan as reviewed annually.

2. Key responsibilities

The following objects of local government will inform the top management (Section 57 Manager's) performance
against set performance indicators:

2.1 Provide democratic and accountable government for local communities.

2.2 Ensure the provision of services to communities in a sustainable manner.

2.3 Promote social and economic development.

2.4 Promote a safe and healthy environment.

2.5 Encourage the involvement of communities and community organisations in the matters of local

government.

3. Key Performance Areas

The following Key Performance Areas (KPAs) as outlined in the Local Government: Municipal Performance
Regulations for Municipal Managers and Managers Directly Accountable to Municipal Managers (2006), inform
the strategic objectives listed in the table below:

3.1 Municipal Institutional Development and Transformation.

3.2 Basic Service Delivery,

3.3 Local Economic Development (LED).

3.4 Municipal Financial Viability and Management.

3.5 Good Governance and Public Participation.

For each of the Key Performance Areas there are a structured set of the Key Performance Indicators,
Performance Objectives, Annual Performance Targets, as well as some quarterly performance target

Date: cunainmasasmnamansmivrmsa
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ANNEXURE C: CODE OF CONDUCT

SCHEDULE 2

CODE OF CONDUCT FOR MUNICIPAL STAFF MEMBERS

1. Definitions

In this Schedule “partner” means a person who permanently lives with another person in a manner as if

married.

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

(a)
(h)
(c)
(d)

(e)

Loyally execute the lawful policies of the municipal council;

Perform the functions of office in good faith, diligently, honestly and in a transparent manner;
Act in such a way that the spirit, purport and objects of section 50 are promoted:

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

Act impartially and treat all people, including other staff members, equally without favour or
prejudice.

3. Commitment to serving the public interest
A staff member of a municipality is a public servant in a developmental local system, and must accordingly—

(e)

4, Personal gain

Implement the provisions of section 50 (2);

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 to achieve its objectives and improve the quality of life of its
residents.

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

(a)
(b)

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

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 member of the municipality may not—

(a)

(b)
()

Be a party to a contract for—

(i) The provision of goods or services to the municipality; or

(ii) The performance of any work for the municipality otherwise than as a staff member;
Obtain a financial interest in any business of the municipality; or

Be engaged in any business, trade or profession other than the work of the municipality.
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5. Disclésure of benefits

{1)-A staff member of a municipality who, or whose spouse; partner, business associate or ¢lose: family
merber, acqulred or stands to acquire.any d1rect benefit from: a contract concluded with the municipality, must
disclose in writing ful particulars of the benefit to the council.

(2) This item does not apply to a. benefit which @ staff memiber, or a spouse, partner, business associate or
close family memiber, has. of acquires in common with all other residents of the municipality,

6. Unauthorised disclosure of information

] A staff member of a municipality may not without pernission disclose any privileged or confidential
' information cbtained as a staff member of the municipality to' an unaithorised person..

(2) For the purpose-of this item “privileged or confidential information” includes any information—
(8) Determined by the. municipal council 'or any structure. or functmnary of the municipality to be
Privileged or confidential;
{b) Discussed in closed session by the council or a committee of the council;
{c) Disclosure of which would violate a person’s right to.privacy; or
{d) Declared to be privileged, confidential or secratin terms of any law.

{3) This item does not derogate from a person's right of access to information in terms Gf national
legislation. '

7. Undue influenice

A staff member of a municipality may not—

(a) unduly influence or attempt to‘influence the coundcil of the municipality, or a structure or functicnary of the.
council, or a-councillor; with a view-to obtaining any appointrient, ‘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 furictionary of the couricll, in #s consideration of
any matter;or

(c): Be involved. in a business venture with a councillor without the prior writteri corisent of the council of the.
muriicipality,

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

(8) Persuading the.council of the municipality, or. any structure or functlonary of the coungil, with regard to the.
exercise of any power or the performangce: of any duty;

(b) Making a representation to the council, or.any structare or functionary of the coungil;

(c) Disclosing any privileged or confidential information; or

() Doing or not daing 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 thie staff member, would constitute a breach of sub item (1).

9, Council property

A staff member of a municipality may not use, take; acquire, -or benefit from any’ property or asset owned,
contiolled or managed by the municipality to which that staff member has no right.

16



10. Payment of arrears
A staff member of .2 municipality may not be in arrears ta the municipality for rates and service charges for a
pericd longer than 3 manths, and a mumclpahty may deduct any outstanding amounts from a staff member's
salary.after this period.

11. Participation in elections

A staff member.of a municipality may not participaite in an:slection of the-council of the municipality, other than.
in-an-official capacity or pursuant to any constitutional right,

12. Sexudl harassment
A-staff member of & municipality may not embark onany action amounting to sexual harassment,

13. Reporting duty of staff members:
Whenever a-staff member of a municipality has reasonable grounds:for belfieving that there has been a breach
g(f} Lt;]];ICode the staff member must without delay report the matter fo a superior- ofﬁcer or 1o the speaker-of the

14. Breaches of Code

Breaches of this Cods must be dealt with In‘terms of the disciplinary procedures of the municipality envisaged
in section 67(1) (4 of this-Act.

14A. Disciplinary steps

(1) Abreach of this Code is a ground for dismissal or other disciplinary steps against a staff member
who has been found quilty of such a breach.

(2) Such.other disciplinary steps may include—
(a)-Buspension without pay for no lohger than three months;
{b) Demotion;

{c) Transfer to another post;
(d) Reduction in salary, allowances.or other benefits; or
() An-appropriate fine.
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ANNEXURE D: FINANCIAL DISCLOSURE FORM (CONFIDENTIAL)

MUSINA LOCAL MUNICIPALITY

CONFIDENTIAL
MUSINA
LICAL MUNICIPALITY FINANCIAL DISCLOSURE FORM
I, the undersigned (surname and inifials) m wOd<f _'/ﬁ /70
(Postal address) é X Q/ ©S
//4‘0/%07/?/\)9“7 O7s©

(Residential address) D)/ /74/8,{ wordilec '4 5157‘? %4 OTIV

(Position held) gé‘ e AL W;«) £4 L e
(Name of Municipality) 7 7 /N SI/H /{,@’Zr‘/ﬁ Maz‘v/ (5//? L J

. / 5
0[& G115 7¢) & EMAIL: 78’?20#6@%{/)’/ @ pfksjns ' JU- 29~

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.)
Number of shges!Extent of financial Nature Nominal Value Name of Company/Entity

interests p
At
/

2. Directorships and partnership

Name g corparate entity, partnarship Type of business Amount of Remuneration/ Income

or firm

OO/V &W!Je"j Z;LW’\’Y{QM MC)—‘) ) AM&M
¢ eoteprite 171
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3. Remunerated work outside the Municipality:
Must besanctioned by Council.

Name of Emplayer Typeof Work Amount of remunerationf Income

My .

\},‘/ 2

Council resolution number

Signature Municipal Manager Date
4, Consultancies and retainerships. _ .
Name of client Nature Type of business activity Value of any benefits received.
7
M
5. Sponsorships
Source of assistancel/sponsorship Description of assistance/ Value of assistance/sponsorship
Sponsorship
/ / i
N7

6, Gifts and hospitality from a sourge other than a family member

Description Value Source

3
4‘*)//%
1

7. Land and property

Description ' Extent Y Arsa _ Value

e

L] X Gptndiict. B Lt | LosernlT | o s

SIGNATURE OF OFFICIAL /|

DATE:
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CONFIDENTIAL

‘OATH/AFFIRMATION
1. | certify that before. adm:mstenng the oath/affirmation | asked the: depanent the following questions and wrote
down her/his answers in hisfer presence:
{i) Do you know-and understand the contents of the declaration?
Answer
(ii) Do you have.any objection to taking the prescribed oath-or affirmation?
Answer
(i) Do you consider the prescribed oath or affirmation to be binding.on your conscience?
Answer
2. I 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." { *I'truly affirm that the contents of the declaration are true”. The- signature/mark: of the' deponent
is affixed: fo the declaration in'my.presence.

Commissioner of Oath /Justice of the Peace

Full first names and surname:

{Block letters)

Designation {rank): .Ex Officio
Republic of Seuth Africa

Street address of instifution:

Date;

Place:

CONTENTS NOTED: MUNICIPAL MANAGE

DATE:




CONFIDENTIAL
INFORMATION SHEET.FOR THE GENERIC FINANCIAL DISCLOSURE FORM
‘The following notes are a-guide to assist with completing the Financial Dis¢losure form (Annexure EJ:

NOTE 1: Shares and.cother financial interests.
Designated employees are required 16 disclose the following details with regard to shares and other financial
interests held in any private or public company or any other corporate entity recognised by law:
* The number, nature and nominal value of shares of any type;
* The nature:and value of any-other financial interests held-in any private of public company or any other
corporate  entify; and
* The name of that entity.

'NOTE:2: Directorships and parnerships

Designated employees are: requ:red fo disclose the following datails - with regard to directorships. and
partnershlps
@  The name and type of business activity of the corporate entity or partnership/s; and the amotnt of any
remuneration received for Such directorship.or parfnership/s.
» Directorship includes any occupied position of director or alternative director, or by whatever name
the position is designated.
o Partnership is a legal relationship. arising out of a contract between two or'more persons with the
object of making and sharing profits,

NOTE 3: Rerunerated work outside the Muiicipality {As-sanctioned by Couricll)

Designated employees are required to disclose the following details with régard to remuneraled work cutside.
the public service:

* The type of work;

+ The namié and type of business activity of the employer; and

+ The-amounit of the remuneration received for such wark.

Reémuneration means the receipt of benefits in cash or kind, and work means-rendering a‘service for which the-
person receives refmuneration. '

NOTE 4: Consulancies and retainerships
Designated employees are required- to disciose the -following details with regard fo Consultancies and
retainerships:
* The nature-of the consultancy or retainership of any kind;
» Thé name and type 6f business aclivity, of the client concemed:-and
* The value of any benefits received for such consultancy or retainerships.

NOTE.5: Sponsofships
Designated employees are required to disclose the following. details. with regard to sponsorships:
* The source. of the sponsorship;
* The description of the.sponsorship; and
s The value of the sponsorship.

NOTE &: Gifts and hospitality from'a source other than a family member
Designated employees are required to-disclose the following details with regard to gifts and hospitality:
» Adescription and the value and source of a gift with-a value in excess of R350.00;. _
* A description and the value of gifts from a single source which cumulatively exceed the value of R350.00 in
the relevant 12 month period; and
» Hospitality intended as a gift in kind.
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Designated employees must. disclose- any material advantages that they received from any source e.g. any discount

pnces or rates that are not avaflable to the general public. All personal gifts within the family and hospitality of tradltlonai
.or cultural nature-need not be disclosed.

NOTE7: Land and Property

Designated employeés are required fo disclose the following details with regard to theft owhership.and other
interests in land-and property (residential or otfierwise both inside-and outside the Republic):
* A deseription of the land or property;
« The extentof the land or property:
«The area in which it is situated; and
+ Thevalue of the interest.
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