PERFORMANCE AGREEMENT

Made and entered into by and between:

UThukela District Municipality as represented by the
Mayor

ALFRED SIPHIWE MAZIBUKO

SIFISO NICHOLAS KUNENE

[ID NO. 6612255460087]
THE MUNICIPAL MANAGER

The employee of the municipality

for

FINANCIAL YEAR: 1 JULY 2019 - 30 JUNE 2020




PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

UThukela District Municipality herein represented by

ALFRED SIPHIWE MAZIBUKO
in his capacity as the Mayor
(hereinafter referred to as the Employer or Supervisor)

and

SIFISO NICHOLAS KUNENE
[ID NO. 6612255460087]
Employee of UThukela District Municipality
(hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

INTRODUGTON

1.1 The Employer has entered into a contract of employment with the Employee in terms of
section 57(1)(a) of the Local Government: Municipal Systems Act 32 of

2000 (‘the Systems Act’). The Employer and the Employee are hereinafter
referred to as "the Parties”.

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

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

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

[ 2 PURPOSEOF 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 Systems
Act as well as the Contract of Employment entered into between the parties;

22 specify objectives and targets established for the Employee and to
communicate to the Employee the Employer's expectations of the Employee’s
performance expectations and accountabilities; o
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specify accountabilities as set out in the Performance Plan (Annexure A);
monitor and measure performance against set targeted outputs;

use the Performance Agreement and Performance Plan as the basis for
assessing the suitability of the Employee for permanent employment and/or to assess
whether the Employee has met the performance expectations applicable to
his/her job;

appropriately reward the Employee in accordance with the Employer's
performance management policy in the event of outstanding performance; and

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

COMMENCEMENT ANDDURATION

This Agreement will commence on the 1st July 2019 and will remain in force until 30
June 2020 where after a new Performance Agreement, Performance Plan and
Personal Development Plan shall be concluded between the parties for the next quarter or
any portion thereof, if applicable.

The parties will review the provisions of this Agreement at the end of each quarter. The
parties will conclude a new Performance Agreement and Performance Plan that replaces
this Agreement at least every quarter (if applicable) by not later than the beginning of
each successive quarter.

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

The content of this Agreement may be revised at any time during the above- mentioned
period to determine the applicability of the matters agreed upon.

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

PEREORMANGE OBIECTIVES

The Performance Plan (Annexure A) sets out-

(a) the performance objectives and targets that must be met by the
Employee; and

{b) The time frames within which those performance objectives and targets must be
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met.

The performance objectives and targets reflected in Annexure A are set by the Employer in
consuitation with the Employee and based on the Integrated Development Plan and the
Budget of the Employer, and shall include key objectives; key performance indicators; target
dates and weightings.

The key objectives describe the main tasks that need to be done. The key performance
indicators provide the details of the evidence that must be provided to show that a
key objective has been achieved. The target dates describe the timeframe in which the
work must be achieved. The weightings show the relative importance of the key objectives
to each other.

The Employee’s performance will, in addition be measured in terms of contributions to the
goals and strategies set out in the Employer’s Integrated Development Plan.

PEREORMANCE MANAGEMENT SY.SHEN

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.

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.

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 agrees to participate in the performance management and development
system that the Employer adopts.

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.

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.

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

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

(c) KPAs covering the main areas of work will account for 80% and CMCs will
account for 20% of the final assessment.



5.7

The Employee’s assessment will be based on his/ her performance in terms of the outputs/

outcomes (performance indicators) identified as per attached Performance Plan (Annexure
A), which are linked to the KPA's, and will constitute 80% of the overall assessment
result as per the weightings agreed to between the Employer and Employee:

5.8 The CMCs will make up the other 20% of the Employee’s assessment score. Managers are
to report on ALL the CMC'’s below giving each a weight according to relevance to your work

environment.

Key Performance Areas (80% of Total Weighting
Basic Service Delivery 30%
Municipal Institutional Development and Transformation 30%
Local Economic Development 5%
Municipal Financial Viability and Management 20%
Good Governance and Public Participation 10%
Cross cutting 5%
Total 100%
LEADING COMPETENCIES
WEIGHTS
Strategic  Direction  and ° Impact and influence 30%
leadership ¢ Institutional Performance
Management
e Strategic planning and
management
Organisational awareness
People Management  Human Capital planning and 15%
Development
e Diversity in management
e Employee Relations
Management
Negotiation and Dispute Management
Program and project e Program and project planning 15%
Management and Implementation
e Service Delivery Management
Program and Project
Monitoring and Evaluation
Financial Management e Budget Planning and Execution 20%
e Financial Strategy and Delivery




e Financial Reporting and
Monitoring

Change Leadership

Change Vision and Strategy 10%
e Process Design and
Improvement
e Change Impact Monitoring and
evaluation

Governance Leadership

Policy Formulation 10%
Risk and Compliance
Management

e Cooperative Governance

CORE COMPETENCIES

Moral Competence

Planning and Organising

Analysis and Innovation

Knowledge and Information Management

Communication

Results and Quality Focus

6.2
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EVARUATING PEREORMANGCE

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

(a8) the standards and procedures for evaluating the Employee’s performance; and
(b)  the intervals for the evaluation of the Employee's performance.

Despite the establishment of agreed intervals for evaluation, the Employer may in addition
review the Employee’s performance at any stage while the contract of employment remains
in force.

Personal growth and development needs identified during any performance review
discussion must be documented in a Personal Development Plan as well as the actions
agreed to and implementation must take place within set time frames.

The Employee's performance will be measured in terms of contributions to the goals and
strategies set out in the Employer's IDP.

THE QUARTERLY PERFORMANCE APPRAISAL WILL INVOLV.E

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

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

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

{c) The applicable assessment rating calculator (refer to paragraph 7.3 below) must
then be used to add the scores and calculate a final KPA score. ?\ﬁ
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Assessment of the CMCs

(a) Each CMC 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 CMC.

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

(7.1) must then be used to add the scores and calculate a final
CMC score.

Overall rating

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

The assessment of the performance of the Employee will be based on the following
rating scale for KPA’s and CMCs:

TERMINOLOGY DESCRIPTION RATING
102403 £4
Superior Has a comprehensive understanding of local government operations, critical

in shaping strategic direction and change, develops and applies
comprehensive concepts and methods.

Performance 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 maintained this in all areas of
responsibility throughout the year.

Advanced Develops and applies complex concepts methods and understanding.
Effectively directs and leads a group and executes in-depth analyses.

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

Competent Develops and applies more progressive concepts, methods and
understanding. Plans and guides the work of others and execute progressive
analyses.

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

Basic Applies basic concepts, methods and understanding of local government
operations, but requires supervision and development intervention.

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

Basic Applies basic concepts, methods and understanding of local government
operations, but requires supervision and development intervention

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

For purposes of evaluating the performance of the Employee, an evaluation panel
constituted by the following persons will be established —

7.4.1 Member of the Executive Committee;

7.4.2 Chairperson/ Member of the Audit Committee;
7.4.3 Municipal Manager

7.4.4 Municipal Manager from another Municipality.
7.4.5 Mayor

SCHEDULE FEQR PEREORMANGE

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 second and third
quarter may be verbal if performance is satisfactory:

(a) July to September 2019 for the First quarter;

(b) October to December 2019 for the Second quarter;
(c) January to March 2020 for the Third quarter and
(d) April to May 2020 for the Fourth quarter

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

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

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

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

DEVELGPMENTAL REQUIREMENTS

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

OB HGATIONS @ F THE EVIPLOYER



10.1 The Employer shall —

12.1

10.1.1 create an enabling environment to facilitate effective performance by the
employee;

10.1.2 provide access to skills development and capacity building
opportunities;

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

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

10.1.5 make available to the Employee such resources as the Employee may
reasonably require from time to time to assist him/ her to meet the
performance objectives and targets established in terms of this Agreement.

CONSULTATION

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

11.1.1  Adirect effect on the performance of any of the Employee’s functions;

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

11.1.3 A substantial financial effect on the Employer.

The Employer agrees to inform the Employee of the outcome of any decisions taken
pursuant to the exercise of powers contemplated in 11.1 as soon as is practicable to
enable the Employee to take any necessary action without delay.

MANAGEMENT OF EVATUATION OUTCOMES

The evaluation of the Employee's performance will form the basis for rewarding
outstanding performance or correcting unacceptable performance.

12.2 A performance bonus of 5% to 14% of the inclusive annual remuneration package

12.3

may be paid to the Employee in recognition of outstanding performance.

The Employee will be eligible for progression to the next higher remuneration package,




within the relevant remuneration band, after completion of at least twelve months (12)
service at the current remuneration package on 30 June (end of financial year) subject to a
fully effective assessment.

12.4 Directive in terms of section 139(1)(a) of the constitution: municipal senior management to
ensure achievement of unqualified audit outcomes (clean), address unauthorised, irregular,
fruitless and wasteful expenditure and consequence management

1241  An unqualified audit outcome is a minimum standard in the performance
agreements of the Accounting Officer and senior management of the municipality
in accordance with the municipality's performance management system

12.4.2  Municipal Council to resolve not to pay future performance bonuses, to those
Accounting Officers, senior manager and relevant officials who cause the
municipality to a negative audit outcome and who are responsible for
unauthorized, irregular, fruitiess or wasteful expenditure

12.5 In the case of unacceptable performance, the Employer shall —

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

12.5.2  after appropriate performance counselling and having provided the necessary
guidance and/ or support as well as reasonable time for improvement in
performance, the Employer may consider steps to terminate the contract of
employment of the Employee on grounds of unfitness or incapacity to carry
out his or her duties.

(13 DISPUTE RESGLUTION

13.1 Any disputes about the nature of the Employee’s performance agreement, whether it
relates to key responsibilities, priorities, methods of assessment and/ or any other matter
provided for, shall be mediated by:

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

13.1.2  any other person appointed by the MEC.

13.2 In the event that the mediation process contemplated above fails, clause 19.3 of the Contract
of Employment shall apply.

| s SigmnaE
|14 GENERAL

14.1 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.
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14.2 Nothing in this agreement diminishes the obligations, duties or accountabilities of the
Employee in terms of his/ her contract of employment, or the effects of existing or
new regulations, circulars, policies, directives or other instruments.

——,

SIGNED AT LADYSMITH ON THIS THE 2 6 DAYOF ___lune

2019.

AS WITNESS:

T, AR R imanee s ae T
CLLR A.S MAZIBUKO
MAYOR
2.
SIGNED AT LADYSMITH ON THIS THE 26 DAY OF J ant
2019.
AS WITNESS:
1.




ANNEXURE A:
PERFORMANCE PLAN



aran e TII TR, STasstiOe

- R e R =

5 i-r ' -;I_r:_-';.;.:_,;‘ .l'r;!!'l‘j;:;":.:-":__lﬁ} rﬁ;?%:%%%
: rlnl:’l ?;ﬁ::ﬁl'ri :u ?l ..'j .: . 1 'l'l-u.. I?—u‘:l: '.#:I' - IL'
e E%&:if?ﬁ_'h S ey
B 1 n ... . |. .l’ .. - r 1 o |- |. - : : = 1 ) : I

AN




BY0L/ ¥ 08 SToLTP000E 19 T0E]e070t 1
48 5 s eqnangayq bl s e ns) 8102/ 95/05 49 5 o npanyayg oy nanyayg|
siodas v e prite o W 49 souisuna ) o 1740 s 1 12) o) sj [ sasionsey r et I soas)
azoe/30/0c] siozfeafar
"o si0e/s0/ut] ozot/vofar ozazfon/oc]
i 405 3400 o i0snie) 4 ¢ asong voropou| 40 LB e o
o B3 gy 0 oy
wursthi Wbt prig ond ne o/ oju w0 431580 . ssiisuoy - < rodsi)
RIDE/P0/0E YA T &101/20/Ge La ¢ pue | semyy]
stoz/0/0g 4a] suo | fnpanya poul
[ —— E———————r ]
ol Ui ks s paspry 1 50002) At oo pospursd o] wany il p paspug wa| s 4t pu pasparny o1 saquon o Zoazs]
ozot/s0/oc azge/zofes a s10z/80fox 49 azoz/30/o8 4 oo /s0fac 49 A s i apasig
40, suoug volea: £ S VD el € soscn ropmuemiafpanyogg| ¢ casegg mas oy B20z/50/0% i
m B g 12 g o sugedid P By g 0 oo
suod siaibord gt i 0 s | sy iy & oy e ss1psuin f e coosa
ozaz/w0/or sloz/safic 4o zut/0/ ok 4y
» ey s ronneem
suoda) waibosd pauti o wrosiy jo sauswos s 2 13wy z zaasil
S10z/ %00 A9 S10L/ Y0J0F 44 A
¢102/70/ax 9 4dans sogun e g1 v
TRy TR A —— aioEqe Ui o)
suudon s pacy s S — - o monssin) #300ymbe botiner( | onsmven anopass mamios | £ 5 voass)
S 10¢750 1% 73 1A
110w At 1 o46n0) S102/90/08 40 o0 5unm
09908 008 113 e 1 anony slouusqois|
s 562 leid paubig sosmmpu man s moh) Sormmpa xony £l ssqunrg s pooaen seoutpucn jo eunrts| g coose
102/ 70701
stge/onfor Aa]  is Kk s dpnmuans suuzfv0/on
gins 1aiEa Apunias ¢ | aseud [T TpE———— £q 4ins 150 Liprisisos|
worauoa o pami) €1 mos dooeiy 0 peonsues)
suoda s vua Bo1d poubs) | oju Loy 01 19 158000 1 1 ..i_.a__; P zoasi|
5L0Z/ 7008 4 womar)
elo/90/0E| A102/90/0E Aa wouseunnr soima | saom yum papued gy
e T 2202/40/0F s3ponn) /1 4 iopicab £102/90/08 43 130005 | 4y taiiinnsc soiom uim papin 1 ipjgeey| . PRI S pyoany s fa i 0 [or21] Aoy pu] 0262/90/0¢ 40 wonzena 12imm pimysnoy
xigwp| ¥ vousmeg o m 141 9 50012901 PiGA GT9 st s prok e | i 10y v idawnes piod g5z soaio (sgel oot oo oo ot <o) (o) oon du puw g v | paseryivasas pony ) pe nonnn saquigg|  papieid spjeyeiney wau o 1aque ' e Fqouod 2pweg)
ERIELE
oz10c/50/0s 43| azoc/co/o: dn passecs 8162/50/az £ paveruos c10z/50/0x 49 azoe/30/08 4n peusa ] o1otfvoas Aq pevenes) ocaz/ vt
s g v 1340] s e o P Buiss o (1] w0 Bviswa v Euos Jnave 1) o) o Py sbujsu Dy aw 19} 1y srow vae o) iney sSunman v vk oosf o suurni] in pamevss bssosw 3egn o squeng| s piay sbunass b isncy T
ozaz/so/e| ozo/ee/ i <a proy sbuoul sute/90foc 5102/90/0¢ ozaz/0fex| seoz/s0/or wzoz/99/0e
4 proy sbsinws saos | o pioy sbusmaus ssipson | swuninees snoucysag] i pro sbusieaus aa Aoy sBusaoas sansane] £ i o smginics) m—
oy 831108 s ww enie o) aouie g puts epn (1] 1004 | smowsoiiag puo upn [1) 3ug o upevy | 1) 0 | asusieioy g pus ey ofu o3 pus by (4] 115 ofu siiuey v tag puo iy g0 sacquangg 5 VO3 4 PUD JIPy 341,35, i
0L02/EQf LE] #L0L/L0/ LE slazfen/ic
azoe/sofot 4a| B2 oy 40 oiBey orsnney £a e uinang s102/90/0r 4
cieas orsunary o poumacs uopa| o paunrn vord uedes | o pauwans ueyd wodans | o1 poaans vor oo B T
wroddns puo odey w0y o oy asupiopsag|  pun ncay sxoueiseg o wodey ssuewoping ok paissaqpn woyd podan puo woday PSP R
wers g o juasg woday Az w._._n_ W 40 SO Aysmuongs 426 11) 00 L Apanone: §2g Apsiong 4z (1) %0, o ofu P e —" z [T — Eraiin]
ABaiois
“1oe/s0foc] a16e/90/0t 44 &102/58/0¢ éa puaad)| aL0e/90/0c]
pr— 1o Ay pactupa pus | punss ka ibsions . 4 ARG £ 489104 v (LI ——
g n— 5340] oo omacy o o ofs oju paisians A4 5t e e — o wiopn o masgl e 0 4o voucps puo manas jassg] 10 UBAEPE puts =ity 210w
oy BUE/90/0E 45 30w 4 o] sanod poreies
eno3 3 a0 paioie1 3 o e 54 40 wondop puw wauens o g ofu oju o/ ofs 19 worsdope puo <swos] 10 souSHRD s mirnen) aiog] paisias an wiops pus mavses saiva| s 14 4o wouspo o moina) [rpe T
BLOT/ 70/ 04 azoz/eo/ec
202/90/08 43 214 a5 sq sy ozor/sofar $162/90/0E 46 91 4oy 1 saerdyom iqumg e a0 0z0/90/ut 43|
2a0idpam jo -l dq g spes 308 300 SIS ey e w ) i wads a1 WO iy i
o Bauion poutss| 1s0] senses sy b w6y 510 40 a5l o (s40si 95505 10 asz] 9y aaray 418 wacs 10550 15 1,08] K104 ] i oo 5 (s309) s | o e o imponl porowna]  isteng o (uo i paen|  spu | sbousiing] abpre jo sbossimg| g Bordyom 1o 1 s
seorsafoc]  ozorfsaiar g ues dumis iz
Joraz90/0t wors kunbe pasadeo) woyd ke pas o) PIASSIAD yjim S0 -
i anucdwa o weiaB oy o | G U 0 s el L i d
10 e ey 2w 3y k]
NP w podaiies winesé o8, Lyt
B Uoig 413 ks 3300 seaunen sy ot wsy agicd (1] 0 ofs o o/ oju oju ofu saqunyy v | astor vo sunie somwiorang soauw
BLOZ/90/E 4a| QTOZ/90/0E 44 |Muned) 0202/ 90/0E A9 pnan 02T/ v, 0t ]
R — iq pariopo pue pussniar]  iq pavsope pus pamainss £qncs 49 pardepa pus. panainas )
i 0 4 pup wonasay ) sesiassg sipaos) ofu ofu ofu op caimsais A ofs waungt]  sson jsiaransio jo wauen] ¢ oot 0 2 o] soaiw]
GZGE 307 14 ) ST T T CERE |
TIPSy S 19 pane) i enamoy 705 49 pordope puo pamasa] 49 yemssoy sewstoucis] 43 pomsuei) wbusGoue £ ooy 45 piom sy wamab ol o [ -
1 BUS US| 40| w0 440 LB 1 (o mmamy] ofu oy ofe ofu T —— B T e ——— ssal s jo oudops pun. z s o [Bassiisny .o it
020/90/t 49 pavnpus:| azoe/40/oe 4l DEOL/90/08 49 paunpus| 199 ponpus) s
[ pra—— saio] s amic oju o sju paiopuns snanas anawoyod ¢ 2a : s196caw 95 /b5 uoes 1 snouw
EFRCIRaEE I TE0L7 (0] 1€ T o TG A e T8 Peres] G
verryoses puncs| 3300] ew sa o amio o/ 1 wodey jornsy o B0 sfe oi o/ Aqunnos o pajams uodey jonarr] o oasy jorny 10 Bues]  on ey jonarw o Bugal] e o) yumog oi podsy a2 s 4i00) P il
s10e/90/ 18 4a e | sraz/en/ic b 102730/ 18 4a s10¢/30/ 15 49 o)
woday a0y g R ——— ~sabpy i 04 rday avucuicrag
ey s e 15 5914 340 o o paupnoun o sy oju g op ] 1 Fou
I —
4 soumoas] puw smkew 0L/ 10/5T 40 156y pao 4asounseni) pa sokoy 0ot/ 10757 Aa seummonn gt e
vodey moicyieg O TR— TSPy RS [ — PG 0w a4s 4 Loday e iag
PR —— xasa]  vow o omnio of 14 0 wosswane) siu sfu ofu P — soaypny jo vanswang| o sing o £0giw
weI G|
ozt /v0/0c da rmees | ozoz/ral s 4a e ol ia e o paame usan | s102/0c/1e Aamunn o 0262/ 96/0¢ 4 e
o posuas ks wsagionms | oy podss waussssuoud  ewoeoos smpmopsd|  poiugr woda: seusbed o1 pagns a1 waal
o] v e o oo ind drauned (1) g | ssuowisyssa usisent (1) sus st Kty {1 20 of smesiopied sju sqeny 0 zoditn]
womawois ocoz/sa/0e SLeLf50/a ) ) ozoz/sofog
Joreepaa14 pun 4404 S s o1cpas0s oo pue panaines yomemoiy 1q yomsamij [nionpasog
s 0 4d0n pu s yasas ) saic] s o siic swii ja vancsgy opu opu o o [0:00pasos i inioa swal pue ioos s pouendope]  pue dxiag swa e musspy]  ofu as00]  siia 10 iisepo s merses o w0 i \aaiw]
LMNSC1F A1 WNOUNLUSNI ONY NOUNWEOINYEL TwaDiNAW | vax
=
saissguno| s i papsalosy sing papsiesg o purtov ey priaslosg berpon ] ] e,
PR wopna|  sdng spapunavey | ) e Y 1 e I T T i — 1 Lasuwi tnnmw] o mom 1o wen sucivoiam|

OL0L +%nr OF PP 1ee om g

AANYADINNW LRSI WTIXNHIN AUTYADINTH 70 TN

NY14 1IN VIWEOI¥ 14 TYOANNY DLOL 6101




aLaz/a0f i
q yaueay dq papnoad

£ ppunoy g papsua

s102/50f0c 49 (e 49 peped

Ppry—

ol mawsBouo 0S| s L1 bSOy (ouse | 4303 Aa popicrd uoig romumtouoi w1 mauaBousy) oid mes Sy
pup woceyaray ) s3a0] auwovery pun oieg Jo seuope o mouads ja 315 ofu o e o 18 WP puid mbuba suog] g seod
[y — sLar/ 0/ Aa e 4 v 4 s q voig st
s s oot ey 140 4o uistaps pro msiens 3 3i0g] o/ ofu o e ——— siegl voi23)
0 /30/0¢ 44 wns s102/90/0¢ 44 powe3)
et 4q oy ommadoyonp) o105 T
: wsussg pus joisag| ofu o ofu 9 wosrdopo pup avay g od 1ol 03]
102750/ 15 44y wiaz/safic s mens]  o102/90/08 S e dq
o bmedighang Gunsiond wsuorasap poioiBeun i poudop pun poseads o] Bunsor 18uo(a<op pasoiEau
paiesBanm puo wpioses ) wiso] ww s oo 3113 o wsdope pup 3e3 o o o wiowdopsang posoibsss oprpers| araipas jo wodopo pun =auay sieql [ vonlop s waiaas J9 ovo0 tums
s10/50/tt Prsp——
i o 2 s o s 4q ey kq paopo) st0t/90/0t 4a o] q o 49 padopl s10t/5a/az 49 prn g pesdnpal fip——
saa0]  svowibs mmmny o oju 1 posep puo peseses 1ac-Lq L b o P s 16040 ] 03153 e pororiog] oo
Sanss oniLLna 55083 9 vaw
4101/90/c5 49 posssipro s1azo0foc g pesamee]  aige/s0/oc 4a periasppol s1az/enfor
vodas {esaueg-soupny w3 i s misuspny w8 43 P gy it L o il s
pimsqscp po ued e spny I IR sauisns oo 0 193001) pspum op 15100k upnE 1o 34051} pospuny o (54001) poipun sseissiey ot ypee 1o a3 o e e
10830 e 4a semun] 102/90/0t £ samuee
suiodsl w3g 1140 10 Amoa § wBpag ofu sbepariag] o JoUsH 10 SEun s
—_—
oy pu vy 0 Joou G Avacssy 3 wtpng e o o e, siog avwns)
OZOL/ SOV 1] EIEEE 02077507 1€ 14| )
russs, 5 wbpng 1a 13600 (2/0102 0 owsisy o oiv o/ 4a 1983 025102 10 1esoidiv] 4a iadeng 12/0202 o (orasady sioa| i385 120zt 4o penicao o sioal H st
TSIt Rara T - H
omasa o1 sieiqap 51 Bapuci i ¥
sy gy 1400 dnssiy 3 aong wis 1010 1o ofu [ o o] o vuimi s 4ppaom o 6 oy H g siwinim]
SEoeTvoraE T 1 =
<wadas pautig £ 7 By 010 010 wio w10 oo 2010 o0 s H £ oW
s pass 0o dmvess 3 meres i w10 o co10 wio o i sowa
EEE TooTa i H
afor 1o mes &
- PRt I PR il iy S s i :
suodas gl a0 o sy § oy P e 10 (a0 1o s t] s disim oiv s o 0 3401 parpn snusiiag i £ sowns]
g 63 EX0275070E, H =
acoz/va/on 4g wee | c20z/90/08 Aq wads wtpnal  iq st iwSpeq Bueredo]  4q seads seBpna Bunisds) E0R/90/5E 18 sk e otezsonfor 3 i
sucdar peis i4va o Limooss 3 oo b00a 011305 10 (4400 1) Paspuni | 101083 10 (950} daebnss o tssas) o o5l ans tivwms]  ia o 198pec ories 10 2001 popn oju el jo (400 1) popH sdousaisg] <n wsck o e jo stupiuasieg 2 ] ripinin
TTeETTOTTE BT : H
w10 s100/50/ac 49 msae odpoa] 4 usa stipeq oo o107 /60/08 49 sk upna] 4 s 108pe Grnce o 0208/ 90/ 4a wadh otipng ozaz/sofaz 4a ]
Ibiodhs s 340/ 40w 9 196054 Burio1ado 0 (3,00 1) paspuny 40 (945 4] dnly dusnarg Suysace | (o LITHES 49 g 1a8prg Burics899 5 {84001 | PP Bfu Bt 00200 40 (400 1) PP showeneg] weds 1P Suuniede jo d0weaied H LW |
5202/90/01 4a wedk arez/oof Lt 44 wed
o) o 510¢/50/ e £9 wods sazason mos) 3005 40 ek canwas g
xigo|  traceny 5 wBeng 54 04 BIB300 1A 10 4501 PP ops stouaiag|saiy o, uermsane e jo slewasieg o
o5 ooy ’ ozozsnfor 4a snepuasrol azazenfor
onw] 3 vonosuos “siom| S 4o o i 19 13405) dwanas ig smupuadea oiw oju DIw 40840011 Paipen] L) B e —— Loy
TRITOVN YA GHY AL VIR TN YR TV aBN o e
e 4a souip safozoz/solas &
R o e v Bunznn o pup pseuag o
o o wnois S —
ooy s sian] v sgo soc o o opu Soisme o1 orsods |2} aes|  veumsmior sass (/] v sy [ vasmwoniol]  zossns
atat/eofse weoz/eaf e 4a| sioe/z i ic ta poscwpns stoe/ef 1t A otazsenfor ozaz/90/oc
vaitel o — s e azoe/sofoe 4 peissies R —
sumpusin 3 ssina B0k sido] seswss simnainn) somtis 20119 aoon) pom] a1 inioni pemw|  yoise ivooilpeea] o1 [s001) paipni siu saimprs y01 3 (1001 pesni Py stousaimg] stuissu camsnis 01 o soussieg s B 40 1
NOWYADUNYA 313N ¥ PNYNAIAGD
3 6102/ 90/ 08 swruey wiee /07| [CTT |
Lpodar patig 340]  3uwovs33 pun oo o o o smqure somwol] o
oo o
3 ogfianessg atoz/a0/or 4a sl ozoz/safor 4a
P A8 4ol s> Supapot Vo | (01 G “hmiorss 031 S i
suoass pticl oo ama] s sovommes oiom) poiomss 0l aind 0 2532 o o o popers 190l 474340 47 12| Ubnesa patoors vl gpngd 10 £501] oo smal g iming roan
ozt /eofas
st soo £q o 41 LB 4102/ 40/0E 40 20 b Kmions 020z /90f0c 203 4 KB
031 oo werryosea ines) wiso] s pe oios 03149 wnedoo pum s o/u o/ opu a2) 1o vorelopa puo memen] 03 wea] oo vsneons pm e 1o woan
MIS01IAIG SHON1 Y201 TYaN
pr T
any ozat/sofas fapeosdsal PP —— e10z/30f 0t A peosial
e oo sonuaid Bunpucy pos) oo Bupuo poey oz Brpuon poo oy 252 e Sugpuey pooy oEoz/s0for i peisedu
wwsods, peadrs 40 (z52) o1 2 o pwsmres on1]  omi Lis o peip skg|  omr dyia e peip oy 90013 63 pu pupinen 3u) ssqueti]  sensess burpune o 19 ssqure
TERTTLT e
e n ot/ éq passunn
suode, paubs 150 oo i v saqun ion 350 4o s s9as4
suocas pautis 340 s saast
suoass seaibons paubs|  ovaon o sy 1% papasi3 19{cksHoRY 155 sy Ligse

spi00e) a0 paubs|

0000 300 678

SUBLALOF LER potiess)

sauiaweny]

1953)




ANNEXURE B: Personal Development Plan

ANNEXURE B:

PERSONAL DEVELOPMENT PLAN
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ANNEXURE B: Personal Development Plan

. KEY TO TERMINOLOGY USED IN TEMPLATE

Terminology Description

Development Objectives

are objectives that you have identified to enable you to meet the learning and
development needs identified at the skills analysis stage

Pnorlty

Activities

Support/Resources

~ colleague etc,

Target and Actual dates :

identifies whether your development objective is:

= critical to your current role

= beneficial but non-critical to your current role

= critical to your progressing in to future role

= beneficial but non-critical to progressing in to future role

lan constitute any learning or development activity that will enable you to achleve your

evelopment objectives e.g. formal training, on-the-job training, work-shadowing another

lDescrlbe what you need to help you aclueve your development objectwes Typlcally thls
‘would involve support from your manager, department or colleague to enable you to
undertake a learning or development activity such as allowing you time away from your

~ role or funding from your department.

te when you intend to achieve your development ob]ectwes followed by the date you
actually achieve them. Data in these columns is particularly useful when you review your
PDP as it will enable you to identify any factors that may have prevented you from
achieving your development objectives on the target date and build in contingencies to
prevent this from occurring in the future.

Review date

states when you will review progress on your Personal Development Plan. Assummg that
you undergo the personal development process annually, we recommend that you review
your PDP every six months therefore enabling you to:

|« Assess your progress

= Reflect on your learning

= [dentify whether your development objectives need to be amended

= |dentify factors that may have prevented you from achieving your development
objectives

= Build in contingencies to enable you (where possible) to meet your agreed target
date in the future




a1e( MIIADY

S3AId3qo
AW SurAsiyde
]0:31Ep [ENDY

ik e S |

(1) #o1
saAndalqo () unipap

Aw Suiranyde (H) 431H
loj a1ep 1a81e | 1ioddng / $2in0s3y  UONMIISU[/UIBN 3SINOD [UONUAAINY]  AILIOLIg

¢s3A13(q0
juadolanag

NV1d INIWdOTIAIQ TYNOSYHId

uvjq juawdo]aaaq (puosiad :g FINXINNY



ANNEXURE C:

FINANCIAL
DISCLOSURE






FINANCIAL DISCLOSURE FORM

, the undersigned (initials and surname) S H ku ~ EH E.:— of
(Postal address) and .
— 2 - .
20 Sacow  Jume glw- TEADUVICLE
L gy ) TH 2710

(Residential address)

Employed as I\ /1 ]\ 4 at UThukela District Municipality hereby
certify that the following information is complete and correct to the best of my knowledge:

. SHARES AND OTHER FINANCIAL INTERESTS

(Not bank accounts with financial institutions)

Designated employees 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 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 or public company or any
other corporate entity; and

= The name of that entity.

Numberiof Nattre Nominal value  Name of Company or entity
shares/ extent

of financial

interest







CONFIDENTIAL

DIRECTORSHIPS AND PARTNERSHIPS

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

= 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 a legal relationship arising out of a contract between two or more persons with the object of
making and sharing profits.

No Name of Corporate entity; Type'of'business Amount of

partnership ot firm Remuneration or

Income
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CONFIDENTIAL

REMUNERATED WORK OUTSIDE THE MUNICIPALITY
(As sanctioned by Council)

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 received for such work.

Remuneration means the receipt of benefits in cash or kind, and work means rendering a service for which the
person receives remuneration.

No Name of Employer Type of business Amount of
Remuneration'or
; Income

Council sanction confirmed:

Signature of Municipal Manager:

Date: 26 /06 /90"0) }/




CONFIDENTIAL

CONSULTANCIES AND RETAINER SHIPS

Designated employees are required to disclose the following details with regard to consultancies and retainer
ships:

=  The nature of the consultancy or retainer ship 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 retainer ships.

No Name of client Nature Type of business-activity  Value of
benefits

received




CONFIDENTIAL

SPONSORSHIPS

Designated employees are required to disclose the following details with regard to sponsorships:
= The source of the sponsorship;
= The description of the sponsorship; and

= The value of the sponsorship.

No Source of sponsorship Description of sponsership Value of
spohsorship

‘ Total

-
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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:
= A description 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.

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

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

No Description Source Value




CONFIDENTIAL

LAND AND PROPERTY

Designated employees are required to disclose the following details with regard to their ownership and other

interests in land and property (residential or otherwise both inside and outside the Republic):

= A description of the land or

property;

= The extent of the land or property;

= The area in which it is situat

No Description
R
| //ou e

|
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|
|
|
|
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ed

Extent Area
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CONFIDENTIAL

OATH/AFFIRMATION

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

(i) Do you know and understand the contents of the declaration?
Answer __ < 5
(ii) Do you have any objection to taking the prescribed oath or affirmation?

Answer_ No

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

Answer j< 5

| 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 to the declaration in my presence.

Commissioner of Qath /Justice of the Peace

Full first names and surname: Kl C —UdKN) QL—H‘”W'\/\ (Block letters)
Employee0Ql (rank): Mmﬂ /Lh._ufm Ex Officio

Republic of South Africa

Street address of institution: lb ﬁ\ c_] LL j -z'tx(_h_}—*‘

PRIVATE g
AG
LADYSMJTH;;)‘;S?%SO

219 -p6- 26

=0 KWAZULU—NATAL
=RK OF THE courT

Lﬁj‘i/é’b—hrﬁ jtj]/"@
3 P

Date 26 Toe 2019




Place: Lﬂc—'/‘/f S ll)




