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HEAD OF THE DEPARTMENT
COPERATIVE GORVENANCE AND TRADITIONAL AFFIARS

P.O. Box 211

Blocmfontein

300

Attention: Mr. Kopung Ralikontsane

SUBMISSION OF THE FINAL PERFORMANCE AGREEMENTS, PERFORMANCE

PLANS AND SERVICDE DELIVERY AND BUDGET IMPLEMENTATION PLANS
(SDBIP) FOR MANTSOFPA LOCAL MUNICTPALITY (201172012 FINANCIAL YEAR)

Desr Sir/Madam,

The contents of this letter refers,

Attuched please find the final Performance Agreements, Performance Plans and Service
Delivery Budget and Implementation Plan (SDBIP) for 2011/2012 financial year s required
in terms of section 69 (3} (a) (b) of the Local Government: Municipal Finance Management
Act no 56 of 2003,

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

(1) Performance Agreement, Performance Plan and Service Delivery and Budgst
implementation Plan (SDBIP) for the ( Acting) Municipal Manager;

(2) Performance Agreement, Performance Plan and Service Delivery mnd Budgel
Implementation Plan (SDBIP) for the Chief Financial Officer;

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

{4) Performance Agreement, Performance an and Service Delivery and Budget
implementation I'lan (SDBIP) for the (Actin g) Director Technical Services.

1 hope vou will find the amached docaments in order.

Yours in faithfully

r@?b‘

SM Selepe
(ACTING) MUNICIPAL MANAGER

All correspondence to be addressed to the Munictpal Munager
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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

FA MHLONGO

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 hisfher capacity as (Acting)
Municipal Manager (Hereinafter referred to as the Employer or Supervisor)

And

FA Mhiongo: Employee of the Municipality (hereinafter referred 1o as the Director Corporate
Services).

WHEREBY IT IS AGREED AS FOLLOWS:

1.

INTRODUCTION

1.1 The Employer has entered Into a confract 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 concluded
hetwesn the parties, reguires the parties to conclude an annual performanca

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
government policy goals.

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

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
empioyment contract entered into betwaen the parties;

22 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 Deveiopment Plan,
Service Delivery and Budget Implementation Plan (SDBIP) and the Budget of the

municipaiity,

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

24 monitor and measure performance against set targeted outputs;

AN



25 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

27 give effect lo the employer's commitment to & performance-orientated relationship
with its employee in attaining equitable and improved service delivery.

COMMENCEMENT AND DURATION

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

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

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
4.1 The Performance Plan (Annexure A) sets out-

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

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

42 The performance objectives and targets refiected in Annexure A are set by the
Employer In consultation with the Employee and bassed on the Integrated
Development Plan, Service Delivery and Budgel Implementation Plan (SDBIP) and
the Budget of the Employer, and shall include key objectives, key performance
indicators; target dates and weightings.

421 The key objectives describe the main tasks that need to be done.

4272 The key performance Indicators provide the detalls of the evidence that must
be provided to show that a key objective has been achiaved.

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

424 The weightings show the relative importance of the key objectives fo each
other.

43 The Employee’s performance will, in addition, be measured in terms of contributions
fo the ooals and stratagies sat out in the Employer’s Infegmred Develo t Plan.

M@



5§ PERFORMANCE MANAGEMENT SYSTEM

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

52 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.

53 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.

54 The Employee undertakes to actively focus towards the promotion and
implementation of the KPAs (including special projects relevant to the employee's
responsibiiities) 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.

£51 The Employee must be assessed against both components, with a weighting
of 80:20 allocated to the Key Performance Areas (KPAs) end the Core
Competency Requirements (CCRs) respectively

§52 Each area of assessment will be weighted and will contribute & specific part
to the total score

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

56 The Employee’'s assessment will be based on his / her performance in terms of the
outputs [ outcomes (performance Indicators) identified as per attached Performance
Pian (Annexure A), which are linked to the KPA's, and will constitute 80% of the
overall assessment resull as per the weightings agreed to between the Employer

and Employee!
Key Performance Areas (KPA's) Weighting
Basic Service Delivery 100%

Municipal Institutional Development and Transformation
Local Economic Development (LED)

Municipal Financial Viability and Management

Goed Governance and Public Participation

1otal 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.



6.1

5.8 The CCRs will make up the other 20% of the Employee's assessment score. CCRs that
are deemed fo be most critical for the Employee's specific job should be selected ()
from the list below as agreed to between the Employer and Employee. Three of the
CCRs are compulsory 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 compulsgry
Client Orientation and Customer Focus compulsory
Communication
Honesty and integrily

CORE OCCUPATIONAL COMPETENCIES (COC)
Competence in Self Management
Interpretation of and implemeantation within the
| legislative an national policy frameworks
Knowledge of Performance Management and B
Reporting
Knowiedge of global and South African specific 7
political, seclal and ecenomic contexts
Competence in policy concepiualisation, analysis and 6
implementation
Knowiedge of more than one functional municipal field 5
! discipline
Skills in Mediation 5
Skills in Governance &l
Competence as required by other national line sector 5
depariments
Exceptional and dynamic creativity lo improve the
functioning of the municipality

Total percentage - 100%

nitnionjonfenton | onon|onlon o
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EVALUATING PERFORMANCE

The Performance Plan (Annexure A) 1o this Agreement sets out -

8.1.1 The standards and procedures for evaluating the Employee's performance; and

6.1.2 The Intervals for the evaluation of the Employee's performance.

6.2 Despite the esisblishment of agreed Intervals for evaluation, the Employer may in
addition review the Employee's performance at any stage while the contract of
empioyment remains in force.

6.3 Personal growth and development needs identified during any performance review

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

b
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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:

651 Assessment of the achievement of results as outlined in the performance
plan:

(&) 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 a final KPA
score.

6.5.2 Assessment of the CCRs

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

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

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

{d) The applicable assessment rating calculator (refer to paragraph 6.5.1)
must then be used to add the scores and calculate-a final CCR score.

6.5.3 Overall rating
An overall rating is calcuiated by using the applicable assessment-rating calculator.
Such overall rating represents the autcome of the performance appraisal.

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

Level Terminology Description Rating
1/2]3[4]5
Outstanding Performance far exceeds the standard
performance expected of an employee at this level. The
appraisal Indicates that the Employee has
5 achieved above fully effective results against

all performance criteria and indicators as
specified in the PA and Performance plan and
maintamed this in-ail areas of responsibility
throughout the year. e

3w



Level Terminology Description Rating

half of the performance criteria and Indicators
and fully achieved all athers throughout the
year. -

1]12|3]4]5
Performance Performance is significantly higher than the
significantly standard expected in the job. The appraisal
above indicates that the Employee has achieved
4 expectations above fully effactive results against more than

Fully effective Performance fully meels the standards
expected in all areas of the job. The appraisal
indicates that the Employes has fully
3 achieved effective results against  all
significant 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 meets
some of the standards expected for the job.
2 The review/assessment indicates that the
employee has achieved below fully sffactive
results against more than half the key
criteria and indicstors as
specified in the PA and Performance Plan.

Unacceptabie Performance does not meet the standard
performance expected for the job. The review/assessment
indicates that the employee has achieved
below fully effective results a2gainst almost all
1 of the performance criteria and Indicators as
specified in the PA and Performance Plan.
The employee has failed to demonstrate the
commitment or ability to bring performance up
to the level expected in the job despite
management  effor's fo  encourage
improvement

6.7 For purposes of evaluating the annual performance of the municipal manager, an
evaiuation panel constituted of the following persons must be established -

6.7.1 Executive Mayor or Mayor;

6.7.2 Chairperson of the performance audit committee or the audit committee In the
absence of a performance audit committoe;

6.7.3 Member of the mayoral or executive committee or In respect of a plenary type
municipality, another member of council:

6.7.4 Mayor and/or municipal manager from another municipality; and

6.7.5 Member of a ward committee as nominated by the Executive Mayor or Mayor,

B8 For purposes of evaluating the annual performance of managers directly accountable to
the municipsl managers, an evaluation panel constituted of the following persons must
be estabiished -

- B.8.1 Municipal Manager. N Tl =
6.8.2 Chairperson of the performance audit committee or the audit committee in the
absence of a performance audit committes;

683 Member of the mayaoral or executive committee or in respect of a plenary type

municipality, another member of councll, and

6.8 4 Municipal manager from another municipaity,
SRR
S
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6.8 The manager responsible for human resources of the municipality must provide
secretariat services to the evaluation paneis 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 varbal if performance is factory:

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

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

meetings.

7.3 Performance feedback shail 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 fo time for operational reasons, The Employee
will be fully consulted before any such change is made.

7.5 The Employer may amend the provisions of Annexure A whenever the performance
managemant system s adopted, implemented and / or amended as the case may be.
In that case the Employee will be fully consulted before any such change is made,
8. DEVELOPMENTAL REQUIREMENTS

The Personal Deveiopment Plan (PDP) for addressing developmental gaps Is atlached as

Annexure B,

8. OBLIGATIONS OF THE EMPLOYER

8.1 The Employer shall -

811

8.1.2
8.1.3

.14

Create an enabling environment to faciiitate effective performance by the
employee;

Provide access to skills development and Capacity bullding opportunities;

Work colisboratively with the Employee 1o solve problems and generate
solutions to common problems that may Impact on the performance of the

Employee;

by the Employee o enable him / her o meet the performance objectives and
largets established in terms of this Agreement; and

make -avaiiable o the Empleyee sueh fesources as the Employee may

reasonably require from time to time 1o assist him / her to meet the
performance objectives and targets established in terms of this Agreement

MY
A




10.

CONSULTATION

10.1 The Employer agrees 1o consult the Employee timeously where the exercising of the
powers will have amongst pthers —

101.1 A direct effect on the performance of any of the Employee's functions:

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

10.1.3 A substantial financial effect on the Employer.

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 recoanition of outstanding performance to
be constituted as follows:

o 14%.
1.2 Inthe case of unacceptable performance, the Employer shall —

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

11.3.2 After appropriate performance Counselling ang having provided the
necessary guldance 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
121 Any disputes about the nature of the Employee's performance agreement. whether ||
reiates o key respansibilities, priorities, methods of assessment and/ or any other
matter provided for, shall be mediated 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 appainted by the MEC.




12.2 In the event that the mediation process contempiated above fails, clause 20.3 of the
Centract 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 effacts of existing or
Rew regulations, circulars, policies, directives or other instruments.

133  The performance assessment results of the municipal manager must be submitted to

Thus done and signed af /f'?i?ﬁ*?ﬁﬁm this the, 2. day ufﬁ‘-j 2011

Empﬁnﬁ)

Municipal Hun%l

10
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PERFORMANCE PLAN

DIRECTOR CORPORATE
SERVICES

2011/2012 FINANCIAL YEAR
MANTSOPA LOCAL MUNICIPALITY



Annexure A

PERFORMANCE PLAN

Entered into by and between

[SELBY MOHALERWA SELEPE]

[“the Employer”]
And
[FINDAH ABSALOM MHLONGO]

[“the Employee”]



2. Key responsibilities

The following objects of local government will inform the Director Corporate Service's performance
against set performance indicators:

2.2 Ensure the Provision of services to Communities in a sustainable manner,

2.3 Promote social and &conomic development

2.4 Promote a safe and healthy environmeny.

2.5 Encourage the involvement of Communities angd community organisations in the matters of ocai

3.1 Municipal Transformation ang Organisationai Development.
3.2 Infrastructure Development angd Service Defivery,

3.3 Local Economic Development (LED).

3.4 Municipal Financial Visbility and Management

3.5 Good Governance and Public Participation
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APPENDIX B

PERSONAL DEVELOPMENT PLAN

MUNICIPALITY: Nanisers LOCHE M a1 4117y
INCUMBENT: FI7l /7Pty THLE W0 o7
SALARY:

JOB TTLE: AAeCTa_Jpzmmire CeRvCET
REPORT TO: Ly pes PN ex

1. What are the Competencies required for this jeb (refer to competency profile of job ]
description)? /

_ﬁ’;’rr:rw? fm:rzr__{%f‘ “}fe/"f”’?’é ﬂr?*‘/ !I.’("F t}ﬁm‘a‘f Cfxfwﬂ*
L e fegr ﬁf"w':?; .@yx{- (g s

A,  Lothe Jﬂ'té";ua, Eerd %, é’-‘ffé,@;
At‘;k/.ﬁqﬁf,l é{% ﬁzzx??ﬁﬂ## /(Eé.w 4 g.f#ur.

Compelencies, complete Ne's 5 and 6.)

i f (il 4!‘1?/%’”# #ﬂc:f-/ Z.f,ﬂ?;ﬂrp”sz#éh #

-.h/"—yﬁ # f‘ ﬁ,#r:mz:rm 4 ﬂfmﬁﬂ'”‘”{f Z /%émnga/ ,Jw- e

4. Actions/T. raining interventions to address the gaps/needs

Hastets 3 Bulle Heropemeed /7, p0 bk

&




2. Indicate the Competencies required for future career Pregression/development

6. A

ctions/Trainin interventions to address fyture progression

..%32/5 Mﬂm/ ol W (f,ﬁ/ﬂrﬁ .
L e ﬂ’?ﬁ"*fw # / Aééfmr%/ )

CAPAIA

Eraef bt g 7 Lo 5 waaiels / ﬁé«-%am

|

nts/Remarks ur'tﬁe incumbent

i d/ o&rfrw/z.{_p@ﬁ 7{ éé Pk ﬁ,é,:vé:fd/;‘ a‘i
1 ﬂ*’ rxan‘Zr é 4;&: é}du’irr 207 {J“fﬁg M#@f

3} o ,@'}Jff%ﬁwr 7E ﬁap#ea/ﬂg-/ .-;f(: qff(’ﬁk{ // Wéﬁ'
o .&“’ﬂ’/%” better #’ﬁ/}f""/‘a?vcﬂ,cﬁf/ % s /W

T

g Cummenta-'Remarks of the supervisor

L

Agreed upon

Signature: ?53*[0
Supervisor: Sm L &STE

Date: 2|1 'Ii 2ol
Signature:

Incumbent: 3" / 7/ fﬁ*ﬁﬂ
Date: ,22 4] 9/ 2000

Date of next review:
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Appendix B

Schedule 2

CODE OF CONDUCT FOR MUNICIPAL STAFF MEMBERS
[Sch. 2 amended by s, 23 of Act No. 44 of 2003 ]

Wording of Sections

Person Ina manner as if married,

General conduct

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

fa)
(b)

(c)
(d)

(e)

Ioyally execute the lawful policies of the municipal council;

perform the functions of cffice in good faith, diligently, honestly and in a transpareant
manner;

actin 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 credibiiity and
integrity of the municipality are not compromised; and

act impartially and treat all people, including cther 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 & developmental local system, and
must accordingly—

(a)
(b)

(c)

(d)

implement the provisions of section 50 (2);

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

promote and seek to implement the basic vaives and principles of pubiic agministration
describad In section 195 (1) of the Constitution;

{8) 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,

11




Personal gain

4. (1) A staff member of a municipality may not—
(@) use the position or priviieges 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 behalf of the municipality concemning a matter in which that sta#
member, or that staff member's Spause, partner or business associate, has 2 direct or
Indirect personal or private business interest

(2) Except with the prior consent of the council of a2 municipality = staff member of the

municipality may not—

(8) be a party 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) beengaged in any business, trade or profession other than the work of the
municipality

Disclosure of benefits

3. (1) A staff member of & municipality who, or whose Spouse, pariner, business associate or
close family member, acquired or stands to acquire any direct benefit from a contract
conciuded with the municipality, must disclose in writing full particulars of the bensfit to
the council,

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

Unauthorised disclosure of information

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

(2) For the purpose of this ftem “privileged or confidential information® includes any
(a) determined by the municipal council or any structure or functicnary of the
municipality to be privileged or confidential;
(b) discussed in closed session by the council or a committee of the councll;
{c}) disclosure of which would violate 2 person’s right to privacy; or
{d) declared o bo privileged, confidential or secret in lerms of any law

12




(3) This item does not derogate from s person’s right of access to information In terms of
national legislation.

Undue influence

7 A staff member of 3 municipality may not—
(a) unduly influence or attempt 1o influsnce the council of the municipality, or a

(b) mislead or attempt to mislead the council, or a structure or fun;:ﬁnnary of the
council, in its consideration of any mattsr. or

{e) be involved in a business venture with a councillor without the prior written
consent of the council of the municipality,

Rewards, gifts and favours

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

(e disclosing any priviteged or confidential Information; or
(d) doing or not doing anything within that staf member's powers or duties.
(2) A staff member must without delay report to 8 superior official or to tha speaker of the

=3 A staff member of g municipality may not use, take, acquire, or benefit from any property

.....




Payment of arrears

10. A staff member of a municipality ma

PARTICIPATION IN ELECTIONS

1. A staff member of a municipality may net

participate In an election of the councll of the
municipality, other than

In-an official Capacily or pursuant tg any constitutional right.

Sexual harassment

12, A staff member of a municipality may not embark on any action amounting to sexus!
harassment.

Reporting duty of staff members

13 Whenever 3 staff member

Breaches of Code

14, Breaches of this Code must be dealt with in terme of ihe disciplinary procedures of the
municipality envisaged In section 67 (1) (h) of this Act.

Disciplinary steps

14A(1)A breach of
member who has been found guilty of such 2 b
(2) Such other disciplinary steps may include—

(g) suspension without pay for no longer
(b) demotion;

reach,

than three menths:

(e} transfer to another post

(d) reduction in salary, allowances or other benefits: or

14




(e) an appropriate fine.
[tem 14A inserted by 5 29 of Act No. 44 of 2003 ]




