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HEAD OF THE DEPARTMENT
COPERATIVE GORVENANCE AND TRADITIONAL AFFIARS

P.0. Box 211
Bloemfonten
9300

Attention: Mr, Kopung Ralikontsane

SUBMISSION OF THE FINAL PERFORMANCE AGREEMENTS, PERFORMANCE
PLANS AND SERVICDE DELIVERY AND BUDGET IMPLEMENTATION PLANS
(SDBIP) FOR MANTSOPA LOCAL MUNICIPALITY (201 172012 FINANCIAL YEAR)

Dear Sir/Madam,
The cantents of this \etter refers.

Attached please find the final Performance Agreements, Performance Plans and Service
Delivery Budget and Implementation Plan (SDBIP) for 2011 12012 financial year 85 required
in terms of section 69 (3) (a) (b) of the Local Government; Municipal Finance Management

Act no 36 of 2003,

{n line with the above we have attached herewith copies of the following for your attention:

(1) Performance Agreement Performance Plan and Service Delivery and Budget
implementation Plan (SDBIP) for the (Acting) Mumnicipal Mansger,

(2) Performance Agreement performance Plan ‘and Service Delivery and Budget
Implementation Plan ( <DBIP) for the Chief Financial Officer;

(1) Performance Agreement, Performance Plan and Service Delivery and Budget
Implementation Plan (SDBIP) for the Director Corporaie Services; and

(4) Performance Agreement, Performance Plan  and Service Delivery gnd Budget
Implementation Plan ( SDBIP) for the (Acting) Director Technical Services.

1 hope you will find the attached documents in order.

Yours in faithfully

o -

{
SM Selepe .
(ACTING) MUNICIPAL MANAGER

Al cormespandence i be addresesd 10 the Municipal Manages



3301440
1VIONVYNI4 431HD SALITVdIJINNN TVI0T
VJdOSLNVIN :LNINIFAUOY IONVINHOSUIAd

Japisig saBed




APPENDIX A

MANTSOPA LOCAL MUNICIPALITY

PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

MANTSOPA LOCAL MUNICIPALITY
AS REPRESENTED BY THE (ACTING) MUNICIPAL
MANAGER
SM SELEPE
AND

MJ MAZINYO

THE EMPLOYEE OF THE MUNICIPALITY

FOR THE

FINANCIAL YEAR: 1 JULY 2011 - 30 JUNE 2012
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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

Mantsopa local Municipality herein represented by SM Selepe in his/her capacity as the (Acting)
Municipal Manager (hereinafter referred 10 as the Employer or Supervisor)

And

MJ Mazinyo: Empioyee of the Municipality (hersinafter referred to as the Chief Financial
Officer). -

WHEREBY IT IS AGREED AS FOLLOWS:

1.

INTRODUCTION

11 The Employer has entered into 2 contract of employment with the Employee in terms of
section 57(1) (a) of the Local Government Municipal Systems Act 32 of 2000 (“the
Systems Act’). The Employer and the Employee are hereinafter referred to as “the
Parties”

1.2 Section 57(1) (b) of the Systems Act, read with the Contract of Employment conciuded
betwesn the parties, requires the parties to conclude an annua! performance
agreement.

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

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

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 enterad into petween 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,
Service Delivery and Budget Impiementation Plan (SDBIP) and the Budget of the

municipality,

2.3 specify accountabilities as set out in a performance plan, which forms an annexure 10
the performance agresment,

&

!

24 monitar and measure performance against set targeted outputs; %
T
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25 use the performance agreement a5 the basis for assessing whether the employee
has met the performance expectations applicabie to his or her joby;

3 & in the event of outstanding performancs, 1o appropriately reward the employee; and

2.7 give effect to the employer's commitment to 2 performance-orientated relationship
with its employee in sttaining equitable and improved service delivery.

COMMENCEMENT AND DURATION

31 This Agreement will commence on 01 July 2011 and will remain in force untii 30
June 2012 thereafter a new Performance Agreement, performance Plan and
Personal Development Plan shall be concluded between the parties for the next
financial year or any portion thereof.

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

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

34 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.

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

PERFORMANCE OBJECTIVES
41 The Performance Plan (Annexure A) sets out-

411 The performance objectives and targets thal must be met by the Employee;
and

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

42 The performance objectives and targels reflected in Annexure A are set by the
Employer In consyltston with the Employee and based on the integrated
Development Plan, Service Delivery and Budget implemeantation Plan (SDBIP) and
the Budget of the Employer, and shall inciude key cbjectives; key performance
indicators; target dates and weightings.

421 The key objectives describe the main tasks that need 1o be done,

422 The key performance indicators provide the detalls of the evidence that must
be provided to show that 2 key objective has been achieved.

423 The target dates describe the timeframe in which the work must be achieved.

424 The weightings show the relative imporiance of the key objectives to each
other,

43 The Employee's performance will, in addition. be measured In terms of contributions @

to the goals and strateqies set out in the Employer's Integrated Development Plan.

S
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5 PERFORMANCE MANAGEMENT SYSTEM

51

5.2

53

54

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

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

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

Employee.

The Employee undertakes to actively focus towards the promotion and
implementation of the 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

of two components, both of which shall be contained in the Performance Agreement.

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

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

553 KPAs covering the main areas of work will account for 80% and CCRs will
acoount for 20% of the final assessment,

56 The Employee's assessment will be based on his / her performance n lerms 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

Basic Service Delivery

Municipalinstitutional Development and Transformation

Local Economic Development (LED)

Municipal Financial Viabllity and Mansgement 100%

Goed Governance and Public Participation

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 1o
negotiation between the municipal manager and the relevant manager




5.8 The CCRs will make up the other 20% of the Employee's assessment score. CCRs that
are deemed to be most critical for the Employee’s specific job should be selected (V)
from the list below as agreed to between the Employer and Employee. Three of the
CCRs are compulsery for Municipal Managers:

CORE COMPETENCY REQUIREMENTS (CCR) FOR EMPLOYEES
CORE MANAGERIAL COMPETENCIES (CMC) J

WEIGHT

Strategic Capability and Leadership
Programme and Project Management
Financial Management compulsory
Change Management
Knowledge Management
Service Delivery Innovation
Problem Solving and Analysis
People Management and Empowerment compulsory
Client Orientation and Customer Focus compulsory
Communication
Honesty and Inteagrity
CORE OCCUPATIONAL COMPETENCIES (COC)
Competence in Seif Management
interpretation of and implementation within the
legislative an national policy frameworks
Knowledge of Performance Management and 5
Reporting
Knowledge of global and South African specific 5
political, social and economic contexts =
Competence in policy conceplualisation, analysis and 5
implementation
Knowledge of mare than one functional municipal field
{ discipline
Skills in Mediation
Skills in Governance
Competence as requirad by other national line sector
deparimants
Exceptional and dynamic creativity to imprave the
functioning of the municipality
Total percentage - 100%

chitn|cnlonjen|onjonienion Cnion
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6. EVALUATING PERFORMANCE
§1 The Performance Plan (Annexure A) lothis Agreement sets out -
61.1 The standards and procedures for evaluating the Employee's performance; and
6.1.2 The intervals for the evaluation of the Employee's performance.
5.2 Despite the establishment of agreed intervals for evaluation, the Employer may In

addition review the Employee's performance at any siage while the contract of
employment remains in force.

6.3 Personal growth and development needs identified during any performance review . \
discussion must be documented in a Personal Development Pian as well as the actions C’ lﬁ'-
agreed to and impiementation must take place within set time frames. Q i

" . ’ B —— s o ‘6\}_‘;
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8.4 The Employee's performance will be measured in terms of contributions to the goals and
strategies set out in the Employer's IDP,

8.5 The annual performance appraisal will involve:

651 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
spacified 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. :

{e) The applicable assessment rating caiculstor (refer to paragraph 6.5.3
below) must then be used to add the scores and caiculate z final KPA
scofe,

8.52 Assessment of the CCRs

(a) Each CCR should be assessed according to the extent to which the
specified standards have bean met.

(B) An Indicative rating on the five-point scale should be provided for each
CCR.

(c) This rating should be multiplied by the weighting given to each CCR
during the contracting process, to provide a score,

(d) The applicable assessment rating calculator (refer to paragraph 8.5.1)
must then be used to add the scores and calculate a final CCR score,

€.5.3 Overall rating
An overall rating is calculated by using the applicable assessment-rating calculator,
Such overall rating represents the outcome of the performance appraisal,

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

Level Terminology Description _ Ratin
1 ] 2]3 f4 i 5

Outstanding Performance far exceeds the standard
performance expected of an employee at this level. The
appraisal indicates that the Employes has

8 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.

Y
¥ 0




Level Terminology Description Rating

112131415
Performance Performance Is signiicantly higher than the
significantly standard expected in the job. The appraisal
above indicates that the Employee has achieved
= expectations above fully effective results against more than

half of the performance criteria and indicators
and fully achieved all others throughout the

year

Fully effective Performance fuly meets the standards
expected in all areas of the job. The appraisal
indicates that the Employee has Tully
3 achieved = effective results against all
sianificant performance criteria and indicators
as specified in the PA and Performance Plan.
Not fully effective | Performance is below the standard required
for the job in key areas. Performance mesets
some of the standards expected for the job.
2 The review/assessment indicates that the
employee has achieved below fully effective
results against more than haifl the key
perfformance crteria and indicators  as
specified in the PA and Performance Plan.
Unacceptable Performance does nol meet the standard
performance expected for the job. The review/assessment
indicates that the employee has achieved
below fully effective results against aimost all
1 of the performance criteria and indicators as
specified in the PA and Performance Pian.
The employee has failed to demonstrate the
commitment or ability to bring performance up
o the level expected in the job despite
management efforts to  encourags
improvement.

6.7 Far purposes of evaluating the annual performance of the municipal manager, an

evaluation panel constituted of the following persons must be established -

7.1 Executive Mayor or Mayor,

§.7.2 Chairperson of the performance audit committee or the audit committee in the
absence of a performance audit committee,

6.7.3 Member of the mayoral or executive commiiiee or in respect of a plenary type
municipality, ancther member of council,

£.7.4 Mayor and/or municipal manager from another municipality; and

& 7.5 Member of a ward committee as nominated by the Executive Mayor or Mayor.

For purposes of evaluating the annual performance of managers directly accountable 10
the municipal managers, an evaluation panel constituted of the following persons must
be established -

6.8.1 Municipal Manager,
6.82 Chairperson of the performance audit committee or the audit committee in the
absence of a performance audit commitiee;

683 Member of the mayoral or executive committee or In respect of a plenary type

municipality, ancther member of council, and
£.8.4 Municipal manager from ancther municipality.
p ge pality rghf\ J(}U"
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8.3 The manager responsible for human resources of the municipality must provide
secrelanat services to the evaluation panels referred to in sub-regulations (d) and {e)

7. SCHEDULE FOR PERFORMANCE REVIEWS
7.1 The performance of each Employee In relation to his / her performance agreement shall

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

First quarter : July 2011 — September 2011
Second quarter : October 2011 - December 2011
Third quarter : January 2012 — March 2012
Fourth quarter . April 2012 - Juna 2012

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

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

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

7.5 The Employer may amend the provisions of Annexure A whenever the performance
managemen! system is adopted, implemented and / or amended as the cass may be
in that case the Employee will be fully consulted before any such change is made.

8. DEVELOPMENTAL REQUIREMENTS

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

8. OBLIGATIONS OF THE EMPLOYER
8.1 The Employer shall -

B.1.1 Create an enabling environment to faciitate effective performance by the
employee;

812 Provide access to skills deveiopment and capacity bullding epportunities;

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

814 on the request of the Employee delegate such powers reasonably required
by the Employee to enable him / her to meet the performance objectives and
targets established in terms of this Agreement: and :

8.1.5 make svailable 1o the Employee such resources as the Employse may

reasonably require from time fo time to assist him / her to meet the
performance objectives and targets established in terms of this Agreement.

e
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10.

CONSULTATION

10.1 The Employer agrees o 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

111 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% o 148% is awarded a performance bonus ranging from 5% to

9%, and
1122 ascore of 150% and above is awarded a performance bonus ranging from 10%

o 14%,
11.3  In the case of unacceptable performance, the Employer shall -

11,31 Provide systematic remedial or developmental support to assist the
Employee to improve his or her performance; and

11.3.2 After appropriaste performance counselling and having provided the
necessary guidance and/ or support as well as reasonable time for
improvement in performance, the Employer may considar steps to terminale
the contract of employment of the Employee on grounds of unfitness or
incapacity to carry out his or her duties.

12. DISPUTE RESOLUTION

12.1 Any disputes aboul the nature of the Empleyee's performance agreement, whether it
relates o key responsibilities, priorities, methods of assessment and/ or any other
matter provided for, shail be medisted by -

1211 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-reguistion 27{(4)(e) of the Municipal
Performance Reguiations, 2006, within thirty (30) days of receipt of a formal
dispute from the employee, whose decision shall be final and binding on both

parties.

~
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12.2 In the 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 effecis of existing or
new regulations, circulars, policies, directives or other instruments.

13.3  The performance assessment results of the municipal manager must be submitted to
the MEC responsible for local government in the relevant province as well as the

national minister responsible for local government, within fourteen (14) days after the
conclusion of the assessmentl

Thus done and signed at M‘{m ...on this me_f-fﬁ.‘ day of JqL:j 2011

AS WITNE

1. mﬂatﬂ‘f“

Employeé—
2 _M. :
AS wrrNEssés:

J ﬁagm{‘” =

Municipal Manager

\J
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PERFORMANCE PLAN

CHIEF FINANCIAL OFFICER

2011/2012 FINANCIAL YEAR
MANTSOPA LOCAL MUNICIPALITY




Annexure A

PERFORMANCE PLAN

Entered into by and between

[SELBY MOHALERWA SELEPE]

[“the Employer”]
And
[MATHOLASE JEMINAH MAZINYO]

[“the Employee”]



1, Purpose

The performance plan defines the Council's expectations of the Chief Financial Officer's performance
agreament to which this document is attached and Section &7 {5) of the Municipal Systems Act, which
provides that performance objectives and targets must be basad on the key performance indicators
as set in the Municipality's Integrated Develepment Plan (IDP) and as reviewed annually.

2. Key responsibilities

The following objscts of local government will inform the Chief Financial Officer'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 ecanomic development.

2 4 Promote s safe and healthy gnvironment.

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

3. Key Performance Areas

The following Key Performance Areas (KPAs) as outlined In the Local Govermment. Municipal
Ptanning and Performance Management Regulations (2001) inform the strategic objectives listed in
the table below:

3.1 Municipal Transformation and Organisational Development.

1.9 |nfrastructure Development and Service Delivery.

4.3 Local Economic Development (LED)

3.4 Municipal Financial Viability and Management.

4.5 Good Governance and Public Participation.
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APPENDIX B

PERSONAL DEVELOPMENT PLAN

MUNICIPALITY: WL_&N ToOPA oeat
INCUMBENT: ' LT MAaZwND

SALARY: K150 LU B

JOB TITLE: CHier Tnancel O cep
REPORT TO: Muniapp. MarvAGER

1. What are the competencies required for this job (refer to competency profile of job
description)?
Elu.ah C_.u;{_:i Micegen el Degree
E’,‘EL pertQumte - ,El.}-. S al MQHQREM%Q
ield ‘ =
MM@I—&EE{IQ\ glals  Comp oty level

2. What competencies from the above list, does the job holder already possess?
C o Mi]‘:)e__{-ﬂ ne lewel

3. What then are the competency gaps? (if the job holder possesses all the necessary

competencies, complete No's 5 and 6.)
AD gce sl w MSs et Mqha.ﬁ@mc&_
angl Cmudfmk. Mao.eg orv et
=0

4. Actions/Training interventions to address the gaps/needs .
Competamey teuvel Mrowg. Service
Providess Wlok are A gredded 'ou
Nobouwal treas urﬂ:’: :

—




5. In-::ilc:ate the competencies required fnr future career progression/development

Stel Mae c-u?@

Mﬂﬁm—‘

6. Actions/Training interventions to address future progression

NP ohudies

7. Comments/Remarks of the Incumbent

1772

8. Comments/Remarks of the supervisor

Agreed upon

Signature: mﬁai"“{o %‘7@

Supervisor: SE€Lp4 S sfe
Date: 22 I|iLu"| | 2o £

Signature: @Qﬂ N

Incumbent: Deruws Nz
Date: = 2o 2011

Date of next review:
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Appendix B

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 "pariner” means a person who permanently lives with another
person In 2 manner as If married. :

General conduct

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

(a)
(b)

(c)
(d)

(e)

loyally execute the lawhul policies of the municipal council;

perform the functions of office in good faith, diligently, honestly and in a transparent
manner,

actin such 2 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

Commitment to serving the public interest

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

(@)
(b)

(c)

(d)

implement the provisions of section 50 (2);

foster a culture of commitment to serving the public and 2 collective sense of
responsibllity for performance in terms of standards and targets;

promote and seek to implement the basic values and principles of public administration
described In section 185 (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
implemant 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 well as the staff member's individual performance appraisa! and reward system, if
such exlists, in order to maximise the abiiity of the municipality as a whole to achieve its
cbjectives and improve the quality of life of its residents.



Personal gain

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

(b) take a decision on behsalf 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 Inferest.

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

municipality may not—

(a) bea pary to a contract for—
()  the provision of goods or services to the municipality; or

(i) the performance of any work for the municipality otherwise than as a staff
member;
(b) obtain a financial interest in any business of the municipality, or

{c) be engaged in any business, trade or profession other than the work of the
municipality.

Disclosure of benefits

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

(2) This item does not apply to a benefit which a staff member, or a spouse, pariner,
business associate or close family member, has or acauires in common with ail other
residents of the municipality.

Unauthorised disclosure of information

6.(1) A staff member of a municipality may not without permission disclese any privileged or
cenfidential information obtained as s staff member of the municipality to an unauthorised
person.

(2) For the purpose of this ltem ‘privileged or confidential information” Includes any
- information—
{a) determined by the municipal council or any structure or functionary of the
municipalfity to be privileged cr confidential;
(b) discussed in ciosed 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 o be priviieged, confidential or secret In lerms of any law,



(3) This item does not derogate from a person's right of sccess to information In terms of
national legisiation.

Undue influence

7. A staff member of 2 municipality may not—

(a) unduly influence or altempt to influence the council of the municipality, or a
structure or functionary of the council, or a councillor, with a view 1o obtaining any
appointment, promotion, privilege, advantage or benefit, or for a family membaer,
friend or associale, '

(b) misiead 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 & business venture with a councillor without the prior written
consent of the council of the municipality.

Rewards, gifts and favours

8.(1) A staff member of @ municipality may not request, solicit or accept any reward, gift or
favour for —
(a) persuading the council of the municipality, or any structure or functionary of the
council, with regard to the exercise of any power or the performance of any duty;
(b) making a representation to the council, or any structure or functionary of the
council;
(e} 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 withou! delay report to & superior official or to the speaker of the
councll any offer, which if accepted by the stafl member, would constitute a breach of sub
item (1).

Council property
o A staff member of @ municipality may not use, take, acquire, or benefit from any property

or asset owned, controlied or managed by the municipaiity to which that staff member has
no right.

13



Payment of arrears

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

PARTICIPATION IN ELECTIONS

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

Sexual harassment

12. A staff member of 2 municipality may not embark on any action amounting to  sexual
harassment.

Reporting duty of staff members

13. Whenever a staff member of a municipality has reasonable grounds for believing that
there has been a breach of this Code, the staff member must without delay report the
matier to 3 superior officer or to the speaker of the councll

Breaches of Code

14, Breaches of this Code must be deall with In terms of the disciplinary procedures of the
municipality envisaged in section 67 (1) (h) of this Act

Disciplinary steps

14A(1)A breach of this Code is a ground for dismissal or other disciplinary steps against & staff
member who has been found guiity of such a breach.
{2) Such other disciplinary steps may include—
(a) suspension without pay for no longer than three months;
(b) demotion,
(e) transfer to another post;
(d) reduction in salary, allowances or other benefits; or



(=) an appropriate fine
[Hem 14A inserted by s. 20 of Act No. 44 of 2003
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INFORMATION SHEET FOR THE FINANCIAL DISCLOSURE FORM
The following notes is & guide to assist with completing the attached Financial Disclosure form (Appendix
Cx
NOTE1

Shares and other financial interests

Designated employeses are required to disclose the following details with regard to shares and
other financial interests held In any private or public company or any other corporate entity

recognized by faw.

« The number, nature and nominal value of shares of any type,

s The nature and value of any other financial interests heid in any private or public company or
any ather corporate entity, and

s The name of that entity.

NOTE 2
Directorships and partnerships

Designated employees are required to disclose the following details with regard to directorships
and parinerships:

= The name and type of business activity of the corporate entity or partnership/s; and
« The amount of any remuneration received for such directorship or partnership/s.

Directorship includes any occupied position of director or alternative director, or by whatever
name the position is designated,

Partnership Is & lega! relationship arising out of a contract between two or more persons with the
object of making and sharing profits,

NOTE 3

Remunerated work outside the public service (All remunerated employment must be
sanctioned prior to the work being done.)

Designated employees are required to disclose the following details with regard to remunerated work
outside the public service.

» The type of work,

« The name and type of business activity of the employer; and

« The amount of the remuneration receved for such work.

Remuneration means the receipt of benefits in cash or kind.

Work means rendering a service for which the person receives remuneration.

NOTE 4

Consultancies and retainerships

16



Designated empioyees are required to disclose the following details with regard to consultancies
and retainerships:

« The nature of the consultancy or retainership of any kind;
« The name and type of business activity, of the client concerned; and
« The value of any benefits received for such consultancy or retainerships.

NOTE S
Sponsorships

Designated employees are required to disclose the following details with regard to sponsorships:

« The source and description of direct financial sponsorship or assistance; and
« The value of the sponsorship or assistance.

NOTE &
Gifts and hospitality from a source other than a family member

Designated employees are reguired to disclose the following detalls with regard to gifis and
hospitality:

« A description and the value and source of a gift with a value in excess of R350;

« A description and the value of gifts from a single source which cumulatively exceed the value
of R350 in the relevant 12 month period; and

s Hospitality intended as a gift in king.

Designated employees must disclose any material advantage that they received from any source
e.g. any discount prices or rates that are not avallable to the general public.

All personal gifts within the family and hospitality of a traditional or cultural nature need not be
disclosed.

NOTE 7
Land and Property

Designated employees are required to disclose the following details with regard to their cwnership
and other Interests in land and property (residential or otherwise both inside and outside the

Republic).
» A description and extent of the land or property;

« The area in which It is situated; and
+ The value of the interest.

17



Appendix C

CONFIDENTIAL

FINANCIAL DISCLOSURE FORM

I, the undersigned {surname and Initials) TY-\-PQ'LJ MY O r\(\ . j
(Pastal address) Hoy 6257

B oemennTeTs || @200

(Residential address) 1N O | BoBueT, Cnre & optf BR:E{ER ‘ﬂ

Cesomy | Penagonpprl  Btosmneontan
(Position held) Crter F(N'I’WC@‘&—» O&Fcer

(Name of Municipality)

MAnTso P

Tel: "DS-"; Q{QLLOE’%){JL

Fax: C%ID E’IL_L{LQ-E) o

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

1.

See information sheet: note (1)

Shares and other financial Interests (Not bank accounts with financial institutions.)

nﬁ m;:: mi«um oo Nokial Vikia i Name of Company/Entity
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2.

Directorships and partnerships

See information sheet: note (2)

Name of corporate entity, - Amount of Remuneration/
portnership or firm Type of busingees Income
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3.

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

Name of Employer Type of Work Amount of remuneration/
Income
o P/
A viA
Council
Signature by Councll Date
4. Consultancies and retainerships
See information sheet: note (4)
Name of client Nature Type of business Value of any
activity benefits received
4/
7R
5. Sponsorships
See infermation sheet: note (B)
Source of Description of assistance/ Value of
assistance/sponsorship Sponsorship assistence/sponsorship
6, Gifts and hospitality from o source other than a family member
See information sheet: note (6)
Description Value Source
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7. Land and property

See infermation sheet: note (7)
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SIGNATURE OF EMPLOYEE
DATE: _ AR "I"L-"’ 2L

PLACE:

OATH/AFFIRMATION

L 1 certify that before administering the oath/affirmation I asked the deporent 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 4 s

(i) Do you have any objection to taking the prescribed oath or af firmation?

Answer [ 16

(it} Da you consider the prescribed oath or af firmation to be binding on your conscience?
Answer yﬂS

2. I cerfify that the deporent 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 offirm that the contents of the declaration are

signature/mark of the deponent is af fixed to the declaration in my presence.
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Commissioner of Oath /Justice of the Peace
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