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PERFORMANCE AGREEMENT
MADE AND ENTERED INTO BY AND BETWEEN

THE MOLEMOLE MUNICIPALITY

AS REPRESENTED BY
MUNICIPAL MANAGER

MR. KE MAKGATHO
(EMPLOYER)

AND
MRrs KV BILA

SENIOR MANAGER: LED & PLANNING
(EMPLOYEE)

FOR THE

FINANCIAL YEAR: 02 FEBRUARY 2026 - 30 JUNE 2026
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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Molemole Municipality herein represent by Mr. K E Makgatho in his capacity as Municipal Manager

{hereinafter referred to as the Employer or Senior Manager)

and

Mr KV Bila, Senicr Manager: LED &P of the Municipality (hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1.1

1.3

1.4

INTRODUCTION

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 Acts 32 of 2000 {"the System Act"). The Employer

and the Empioyee are hereinafter referred Lo as "the Parties”.

Section 57(1) {b) of the Systems Act, read with the Contract of Employment concluded between the

parties to conclude an annual performance Agreement.

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.

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

2. PURPOSE OF THIS AGREEMENT

The Purpose of this Agreement is to -

2.1

2.2

Comply with the provisions of Section 57(1)}(b),4(A),(4B} and (5)of the Systems Acts as well as the
Contract of Employment entered intc between the parties;
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;
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2.4
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2.7

31

3.2

3.4

35

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 /for 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 AND DURATION

This Agreement will commence on the 02 February 2026 and will remain in force until 30 June 2026
where after 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.

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.

This Agreement will terminate on the termination of the Employee’s Contract of Employment should no
new Agreement be concluded for whatever reason, notwithstanding 3.1, the provisions of the

Agreement shall continue in force until termination of the Employment Contract.

The content of this Agreement may be revised at any time during the abovementioned period to

determine the applicability of the matters agreed upon.

If at any time during the validity of this Agreement the work envirgnment 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.



4.1

4.2

4.3

4.4
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PERFORMANCE OBJECTIVES

The Performance Plan / SDBIP (Annexure A) sets out-
4.1.1  The performance objectives and targets that must be met the Employee; and

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

The performance objectives and targets reflected in Annexure A are set by the Employer in consultation
with the Employee and based on the Integrated Development Plan and the Budget of the Employer,

and shall include key objectives; key performance indicators; target dates and weighting

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.

PERFORMANCE MANAGEMENT SYSTEM

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 standard that will be included

in the Performance Management System as applicable to the Employee.



6. The Employee agrees to participate in the Performance Management and Development System that

the Employer adopts

6.1 The Employee undertakes to actively focus towards the promotion and implementation of KPA's
(including special projects relevant to the employee’s responsibilities) within the local government

framework.

6.2 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.

6.2.1 The Employee must be assessed against both components, with a weighting of 80:20
allocated to the Key Performance Areas (KPA's) and the Competency framework (CF)
respectively.

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

6.2.3 KPA's covering the main areas of work will account for 80% and CF will account 20% of the

final assessment.

6.3 The Employee’s assessment will be based on his performance in terms of the outputs / outcomes
(performance indicators) identified as per attached Performance Plan (Annexure A), which are linked
to the KPA's, and will constitute 80% of the overall assessment result as per the weightings agreed to

between the Employer and Employee.

KEY PERFORMANCE AREAS (KPA'S) WEIGHTING
Spatial Rationale 30
Local Economic Development 30
(Good Governance 05
Integrated Development Planning 30

Human Resource Management 05
e 100%

6.4 The Competency Framework (CF) will make the other 20% of the Employee’s assessment score. The CF
as contained in the Local Government: Regulations on Appointment and Conditions of Employment of
Senior Managers must be used for this purpose. The said Regulations state that there is no hierarchical

connotation to the structure and all competencies are essential to the role of a Senior Manager to influence
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high performance. All competencies must therefore be considered as measurable and critical in assessing

the level of a Senior Manager's performance.

6.5 Competency framework structure

The competencies that appear in the competency framework are detailed below.

EIGHTING

LEADINGCOMPETENCIES W

Strategic = Impact and Influence 18
Direction = Institutional Performance Management
L ) » Strategic Planning and Management
Leadership .

¢ QOrganizational Awareness
People e Human Capital Pianning and Development 15
Management  Diversity Management

* Employee Relations Management

= Negotiation and Dispute Management
!Program and ¢ Program and Project Planning and Implementation 15
Project = Service Delivery Management
Management ¢ Program and Project Monitoring and Evaluation
Financial » Budget Planning and Execution 10
Management » Fnancial Strategy and Delvery

= Financial Reporting and Monitoring
Change * Change Vision and Strategy 12
Leadership * Process Design and Improvement

* Change mpact Monitoring and Evaluation
Governance e Poky Formulation 10
lLeadership ¢ Risk and Compliance Management

CORE COMPETENCIES WEIGHTING

Moral competencies

Cooperative Governance

Planning and organizing

Analysis and innovation

Communication

Knowledge and Information Management

e [Cad b | b a2

Results and Qualty Focus | 4
| TOTAL 100%



6.6  Competency Descriptions and achievement levels explained

Cluster Leading Competencies

Competency Name Strateqic Direction and Leadership

(Competency Definition Provide and direct a vision for the nstitution, and nspire and deploy others to

deliver an the strategic institutional mandate

ACHIEVEMENT LEVELS

BASIC

COMPETENT | ADVANCED SUPERIOR




Understand
nstitutional and
departmental
strategic
objectives, but
lacks the ability to
inspire others to
achieve set
mandate
Describe how
specific tasks Ink
{s]
nstitutional
strategies but
has imited
nfluence n
directing
strategy
Has a basic
understanding of
nstitutionat
performance
management,
But tacks the ability
to
integrate systems
nto a collective
whole
Demonstrate a
basic
understanding of
key decision-
makers

* Give direction to a team
in realizing the
nstitution's strategic
mandate and set
objectives

* Has a positive impact
and influence on the
morale, engagement and
participation of team
members

= Develop actions plans to
execute and guide
strategy mplementation

= Assistin  defining
performance measures
to monitor
the progress and
effectiveness of the
nstitution

= Displays an
awareness of nstitutional
structures and political
factors

= Effectively communicate
barrfers to execution to
relevant parties

= Provide guidance to all
stakeholders inthe
achievement of the
strategic mandate

= Understand the aim and
objectives of the
institution and relte t to
ownwork

= Evaluate all activities o
determine value and
alignment to strategic ntent

= Display n-depth knowledge
and understanding of
strategic planning

= Align strategy and goals
across all functional areas

= Actively define performance
measures to monitor the
progress and effectiveness of
the institution

= Consistently challenge
strategic plans to ensure
relevance

= Understand mnstitutional
struclures  and political
factors, andthe consequences
of actions

= Empower others to foilow
daodedon and deal with
complex situations

= Guide the nstitution through
complex and ambrguous
concern

= Use understanding of power
refationships and dynamic
tensions among key players
to frame communications and
develop strategies, positions
and alliances

= Structure and position the
institution to local
government priorities

= Actively use n-depth
knowledge and
understanding to develop
and mplement a
comprehensive nstiutional
framework

= Hold self-accountable for
strategy execution and
results

= Provide impact and
nfluence through
Building and
maintaining strategic
relationships

= Create an environment
that faciitates byalty and
innovaticn Display a
superior level of self-
discipline and ntegrity in
actions

= htegrate various
Systers nto a collective
whole to optimize
institutional performance
management

= Uses understanding of
competing nterests to
maneuver
Successfullyto a
win/win outcome




Cluster

Leading Competencies

Competency Name

People Management

Competency Definition

Effectively manage, inspire and encourage people, respectdiversity, optimize
talent and build and nurture relationships in order to achieve institutional

capacity requirements to
fulfill the strategic
mandate

giving positive and
constructive feedback to
the team

*Achieve agreement or
consensus in
adversarial
environments

»Lead and unite diverse
teams across divisions to
achieve institutional
objectives

objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
=Participate in =Seek  opportunities  to | sldentify ineffective team and |» Develop and
team goal- increase team work processes and incorporate best
Setting and contribution and recommend remedial practice people
problem responsibility nterventions management
solving *Respect and support the =Recognize and reward processes,
=hteract and diverse nature of others effective and desired approeches and tools
collaborate and be aware of the behavior across the institution
with people of benefits of a diverse =Provide mentoring and «Fosteracuitureof
diverse approach guidance to others in discipline,
backgrounds -Effectively delegate tasks order to increase personal responsibiity and
*Aware of and empower others to effectiveness accountability
guidelines for increase contribution and | <ldentify development and «Understand the
employee execute functions optimally | karning needs within the impact of diversity
development, but | «Apply relevant employee team in performance
requires support kegislation fairly and =Build a work environment and actively
in consistently conducive to sharing, incorporate a
mplementing «Facilitate team goal- nnovation, ethical behavior diversity strategy in
development setting and problem- and professionalism the nstitution
nitiatives solving *Inspire a culture of +Develop
= Effectively dentify performance excellence by | comprehensive

integrated strategies
and
approaches
human capital
development and
management
*Actively identify
trends and predict
capacity
requirements to
facilitate unified
transition and
performance
management

to




Cluster

LeadingCompetencies

Competency Name

Program and Project Management

ICompetency Definition

Able to understand program and project management methodology, plan,

manage, monitor and evaluate specific activities in order to deliver on set

authorities

« Understand
procedures of
Program and project
management
methodology,
implications and
stakeholder
nvolvement

= Understand the
rational of projects in
relation to the
institution's strategic
objectives

+ Document and
communicate factors
andrisk associated with
own work

« Use results and
approaches
of successful project
implementation as
guide

nvolvement and
communicate the project
status and key
milestones

Define the roles and
responsibilities of the
project team and
create clarity around
expectations

Find a balance
between project
deadlne and the
quality of

deliverables

identify appropriate
project resources to
faciltate the effective
completion of the
deliverables

Comply with statutory
requirements and
apply policies in a
consistent manner
Monitor progress and
use of

resources and

make needed
adjustments to timelines,
steps, and resource
allocation

balance priorities

and conflicts according
to institutional goals
Appl effective rgk
management strategies
through impact
assessment and rescurce
requirements

Modify project scope
and budget when
required without
compromising the quality
and

objectives of the project "

nhvolve top-level
authorities and relevant
stakeholders in seeking
project buy- in

Identify and apply
contemporary

project management
methodology

influence and

motivate project team
to deliver exceptional
results

Monitor policy
mplementation and
apply procedures to
manage risks

objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
= Initiate projects after Establish broad = Manage multiple Understand and
approval from higher stakeholder programs and conceptualze the

long-term
implications of
desired project
outcomes

Direct a
comprehensive
strategic macro
and micro
analysis and scope
projects accordingly
to realize
institutional
objectives

Consider and
initiate projects
that focus on
achievement of t&
bgarobjectives
hfluence people in
positions  of
authority to
implement
outcomes of
projects
Lead and direct
transiation of
Policy into workable
actions plans
Ensures that
Programs are
Monitored to track
progress and
optimal resource
utilization, and that
adjustments are
made as
needed
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and methods as
they relate to
institutional
processes and
activities

» Display
awareness into
the various
sources of
financial data,
reporting
mechanisms,
financial
governance,
processes and
systems

e Understand the
mportance of
financial
accountabilty

e Understand the
importance of
asset control

concepts, planning,
budgeting, and
forecasting and

how they interrelate
Assess, dentify

and manage
financial risks
Assume a cost-
saving approach to
financial management
Prepare financial
reports based on
specified formats
Consider and
understand the
financial
implications of
decsions and
suggestions

Ensure that
delegation and
instructions as
required by
National Treasury
guidelines are
reviewed and updated
Hentify and
implement proper
monitoring and
evaluation practices
to ensure appropriate
spending against
budget

planning, budgeting,
and forecast
processes and
provides credible
answers to queries
within own
responsibiity
Prepare budgets
that are aligned to
the strategic
objectives of the
institution

Address complex
budgeting and
financial
management
concerns

Put systems and
processes inplace

to enhance the
quality and integrity of
financial

management
practices

Advise on policies
and procedures
regarding asset
control

Promote National
Treasury's

regulatory framework
for Financial
Management

Cluster Leading Competencies
Competency Name Financial Management
Competency Definition Able to compik, plan and manage budgets, control cash flow, institute
financial risk management and administer procurement processes in
accordance with recognized financial practices. Further to ensure that all
financial transactions are managed in an ethical manner
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
e Understand  basic Exhibit knowledge of | Take active Develop planning
financial concepts general financial ownership of tools to assist in

evaluating and
menitoring future
expenditure
trends

Set budget
frameworks for
the institution

Set strategic
direction for the
nstitution on
expenditure and
other financial
processes

Build and nurture
partnershipsto
improve financial
management and
achieve financial
savings

Actively dentify
and implement
new methods to
improve asset
control

Display
professionalism in
dealing with
financial data and
processes
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awareness of
interventions, and
the benefits of
transformation
initiatives
= Able to identify
basic needs for
change
* |dentify gaps
between the
current and
desired state
s Identify potential
risks and
challenges to
transformation,
including
resistance to
change factors
e Participate in
change
programmes and
piloting change
interventions
e Understands the
impact of change
interventions on
the institution
within the
broader scope of
Local
Government

analysis of the
change impact
on social,
political and
economic
environment
Maintain calm
and focus during
change

Able to assist
team members
during change
and keep them
focused on the
deliverables
Volunteer to lead
change efforts
outside of own
work team

Able to gain buy-
in and approval
for change from
relevant
stakeholders
identify change
readiness levels
and assist in
resolving
resistance o
change factors
Design change
interventions that
are aligned with
the institutions
strategic
objectives and
goals

change impact
and results and
convey progress
to relevant
stakeholders
Secure buy-in and
sponsorship for
change initiatives
Continuously
evaluate change
strategy and
design and
introduce new
approaches to
enhance the
institutions
effectiveness
Build and nurture
relationships with
various
stakeholders to
establish strategic
alliance in
facilitating change
Take the lead in
impactful change
programmes
Benchmark
change
interventions
against best
change practices
Understand the
impact and
psychology of
change and put
remedial
interventions in
place to facilitate
effective
transformation
Take calculated
risk and seek new
ideas from best
practice

Cluster Leading Competencies
Competency Name Change Leadership
Competency Definition Able to direct and intiate institutional transformation on all levels in
order to successfully drive and mplement new ntiatives and deliver
professional and quality services to the community
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
e Display an Perform an e Actively monitor Sponsor

change agents
and create a
network of
change ieaders
who support
the
interventions
Actively adapt
current
structures and
processes to
incorporate the
change
interventions
Mentor and
guide team
members on
the effects of
change,
resistance
factors and how
to integrate
change
Motivate and
inspire others
around change
initiatives

12




Cluster

Leading Competencies

Competency Name

(Governance Leadership

Competency Defintion

complance

governance practices and obligations.
conceptualzation of relevant policies and enhance cooperative

Able to promote, direct and apply professionalism in managing risk and
requirements and apply a thorough understanding of
Further,

able to direct the

requirements

* Understand the
structure of

cooperative
government but
requires guidance
on fostering
workable
relationships
between
stakeholders

* Provide nput
nto policy
formulation

understanding of
the technigues and
processes for
optimizing risk
taking decisions
within the institution
Actively drive policy
formulation

within the
institution to
ensure the
achievement of
objeclives

methodclogy and
approaches to prevent
and reduce risk that
mpede on the
achievement of
institutional objectives
Democnstrate a

thorough

understanding of risk
retention plans

Identify and mplement
comprehensive risk
management systems
and processes
mplement and monitor
the formulation of
policies, ientify and
analyze constraints and
challenges with
mplementation and
provide
recommendations for
improvement

governance relationships
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR

= Display a basic Display a thorough Able to link risk initiatives |® Demonstrate a

awareneass of understanding of into key institutional high kevel of

risk, compliance governance and objectives commitment in

and governance risk and and drivers complying with

factors but require compliance factors Igentify, analyze and governance

guidance and and mplement measure risk, create requirements

developmentin plans to address valid rlnsk forecasts, and |, mplement

implementing these map tisk profiles governance and

such Demonstrate Apply risk control compliance

strategy to ensure
achievement of
institutional
objectives within the
legislative
framework

Able to advise Local
Government on risk
management
strategies, best
practice interventions
and compliance
management
Abletoforge
positive
relationships on
cooperative
governance level to
enhance the
effectiveness of local
government

Able to shape, direct
and drive the

formulation of policies
on a macro level

13




Cluster

Core Competencies

Competency Name

Moral Competence

Able to identify moral triggers, apply reasoning that promotes honesty and

conflict of interest
promptly and n the
best nterest of local
government

personalgain

Apply universal moral
principles consistently to
achieve moral decisions

Competency . ) . ; .
rity an nsistentl lay behavior that reflects moral competence
Definition integrity and consistently display D
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
¢ Realze the Conduct selfin Hentify, develop, and » Create an
impact of alignment with the apply measures of self- environment
y
acting with values of Local correction condgcive of moral
ntegrity, but Government and Able to gain trust and practices
requires the nsttution respect through aligning = Actively develop
guidance and Able to openly actions with commitments and implement
development in el Make proposals and measures to
mplementing mistakes and recommendations that are combat fraud and
principles weaknesses and transparent and gain corruption
e Follow the basic seek assistance the approval of relevant s Set ntegrity
rules and from others when stakeholders standards and
regulations of unable to deliver Present values, beliefs shared .
the institution Actively report and ideas that are accountabilty
« Able to dentify fraudulent activity f:on.gru_ent with the measures
basic moral an{?} porrltlpti?n Peﬁg:;tgr‘]g rules and gcrt'lctasi thet
ituations. but within loca nstitution to
fc::iitrlgsséuigance government LELETelcla slance support the
i i oca
N Enderstapding confidential nature of Actively promote the value government
and reasoning matters without of the nstilution to ibi
with moral intent Ki | internal and external ¢ fToarke responsibility
local Z?ian o persene LGS own actions and
Able to deal with lealgrmoggtlge%wy WG decisions, even f
situations of the consequences

are unfavorable
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Cluster Core Competencies
Competency Name Planning and Organizing :
Competency Definition Able to plan, prioritize anc? orgamze nforrnatl_on anq resourges effectively to
ensure the qualty of service delivery and build efficient contingency plans to
manage risk
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
+ Able to follow e Actively and = Abletodefine Faocus on bread
basic plans and appropriately institutional strategies and
organize tasks organize objectives, develop nitiatives when

around set
objectives

e Understand the
process of
planning and
organizing but
requires guidance
and development
in providing
detaited and
comprehensive
plans

¢ Abletofollow
existing plans
and ensure that
objectives are
met

e Focus onshort-
term objectives
indeveloping
plansand actions

s Arrange
information and
resources required
for a task, butl
require further
structure and
organization

information and
resources required
for a task

* Recognize the

urgency and
mportance of
tasks

¢ Balance short and

bng-term

plans and goals and
incorporate into the
team's performance
objectives

e Schedule tasks to

ensure they are
performed within
budget and with
efficient use of time
and resources

e Measures

progress and
monitor
performance results

comprehensive plans,
ntegrate and
coordinate activilies,
and assign
appropriate resources
for successful
implementation
Identify inadvance
requiredstagesand
actions to complete
tasks and projects
Schedule realstic
timelnes, objectives
and miestones for
tasks and projects
Produce clear,
detaied and
comprehensive plans
to achieve institutional
objectives

Kentify possible risk
factors and design and
mplement
appropriate
centingency plans
Adapt plans in ight of
changing
circumstances
Prigrities tasks and
projects according to
their relevant

urgency and
importance

developing plans
and actions

Able to project
and forecast
short, medium
and long term
requirements of
the institution and
local government

Translate poicy
into relevant
projects to
facilitate the
achievement of
nstitutional
objectives

15




Cluster

Core Competencies

Competency Name -

Analysis and hnovation

Able to critically analyze nformation, challenges and trends to establish and

Competency implement fact-based solutions that are innovative to mprove institutional
Definition processes in order to achieve key strategic objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR

= Understand the = Demonstrate bgical = Coaches team = Demonstrate complex
basic operation of problem solving members on analytical and problem
analysis, but bck technigues and analytical and solving approaches and
detail and approaches and innovative techniques
thoroughness provide rationale for approaches and = Create an environment

= Able to balance recommendations techniques conducive to analytical and
ndependent = Demonstrate = Engage with fact-based
analysis with objectivity, nsight, appropriate problem-solving
requesting and thoroughness individuals in = Analyze, recommend
assistance from when analyzing analyzing and sclutions and monitor
others problems resolving complex trends in key challenges

+ Recommend « Able to break down problems to prevent and manage
new ways to complex problems = dentify sclutions on occurrence
performtasks nto manageable various areas inthe |- Create an environment
within own parts and identify institution that fosters innovative
function solutions = Formulate and thinking and follows a

» Propose simple = Consult nternal and mplement new kearning organization
remedial external stakeholders ideas throughout approach
nterventions that on opportunities to the institution - Be a thought keader on
marginally mprove processes and |« Able to gain approval innovative customer
challenges the service delivery and buy- infor service delivery, and
status quo = Clearly communicate proposed process optimization

Listen to the deas
and perspectives
of cthers and
explore
opportunities to
enhance such
nnovative thinking

the benefits of new
opportunities and
nnovative solutions to
stakeholders
= Continuously dentify
opportunities to
enhance internal
processes
Kentify and analyze
opportunities
conducive to nnovative
approaches and
propose remedial
intervention

nterventions from
relevant stakeholders
Identify trends and
best practices in
process and service
delivery and propose
institutional
application
Continuously
engage in

research to

identify client

needs

= Play an active role in
sharingbest practice
solutions and engage in
national and international
local government
seminars and
conferences
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Cluster | CoreCompetencies

Competency Name | _Knowledge and hformation Management

Competency Definition Able to promote the generation and sharing of knowledge and information
| through various processes and media, in order to enhance the collective
knowledge base of local government

i ACHIEVEMENT LEVELS

| BASIC COMPETENT ADVANCED SUPERIOR

e Collect, o Useappropriate * Effectively predict * (Create and support a
categories and information future nformation vision

track relevant

nformation required

for specific tasks
and projects

* Analyze and
nterpret

nformation to

draw conclusions

* Seek new
sources of

nformation to

ncrease the

knowledge base
e Regularly

share

information

and knowledge

with internal

stakeholders and

team members

systems and
technology to
manage institutional
knowledge and
nformation sharing
Evaluate data from
various sources

and use

information
effectively to
influence decisions
and provide solutions
Actively create
mechanisms and
structures for

sharing of information
Use external and
internal

resources o
research and provide
relevant and cutting-
edge knowledge to
enhance institutional
effectiveness and
efficiency

and knowledge
management
requirements and
sysltems

Develop standards
and processes to
meet future
knowledge
management needs
Share and
promote best-
practice
knowledge
management across
various institutions
Establsh accurate
measures and
monitoring

systems for
knowledge and
information
management
Creale a cuiture
conducive of
learning and
knowledge sharing
Hold regular
knowledge and
information

sharing sessions to
elcit new ideas and
share best practice
approaches

and culture where
team members are
empowered to seek,
gain and share
knowledge and
information

Establish
partnerships

across local
government to
facilitate knowledge
management

Demonstrate a
mature approach

to knowledge and
information sharing
with an abundance
and assistance
approach

Recognize and
exploit knowledge

pointsin
nteractions with
nternal and external
stakeholders




Cluster lCoreCompetencEes

Competency Name \Communication

Competency Definition IAble to share information, knowledge and weas n a clear, focused and
\

Econcise manner appropriate for the audience in order to effectively convey,

épersuade and influence stakeholders to achieve the desired outcome

1

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
+ Demonstrate an e Express deas to » [Effectively * Regarded as a
understanding ndividuals communicate high- specialist in
for communication and groups in risk and sensitive matters negotiations and
kevers and tools formal and to relevant stakeholders representing the

appropriate for the
audience, but
requires guidance
in utilizing such
tools
Expressideasin a
clear and focused
manner,

but does not always
take the needs of
the audience nto
consideration

Disseminate and
convey
information and

knowledge adequately

informal settings
inan manner that
is nteresting and
mativating
Ableto
understand,
tolerate and
appreciate diverse
perspectives,
attitudes and
beliefs

Adapt
communication
content and style
to suit the
audience and
facilitate optimal
information
transfer

Delver content in
amanner

that gains support,
commitment and
agreement from
relevant
stakeholders
Compile clear,
focused,

concise and well-
structured written
documents

* Develop a well-
defined
communication
strategy

+ Balance political
perspectives with
nstitutional needs when
communicating
viewpoints on complex
Bsues

« Able to effectively
direct negotiations
around complex matters
and arrive at a win-win
situation that promotes
Bathe Pele principles

e Market and promote the
nstitution to
externalstakeholders and
seek toenhance a
positive image of the
nstitution

s Able to communicate
with the media with
high levels of moral
competence and
discipline

nstitution

Able to inspire
and motivate
others through
positive
communication that
8 impactful and
relevant
Creates an
environment
conducive to
transparent and
productive
communication and
critical and
appreciative
conversations
Able to
coordinate
negotiations at
different levels
within local
government and
externally
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Cluster

Core Competencies

Competency Name

Results and Quality Focus

Competency Definition

Able to maintain high quality standards, focus on achieving results and

objectives whike consistently striving to exceed expectations and
encourage others to meet quality standards. Further, to actively monitor
and measure results and quality against dentified objectives

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

SUPERIOR

Understand
quality of work

but requires
guidance in
attending to
important matters
Show a basic
commiment to
achieving the
correct results
Produce the
minimum level of
results required in
the role
Produce
autcomes that is
of agood
standard

Focus on the
quantity of output
but requires
development in
ncorporating the
quality of work
Produce quality
work ingeneral
circumstances, but
fais to meet
expectation when
under pressure

Focus on high-
priority actions

and does not
become

distracted by
bwer-priority
activities
Displayfirm
comrmitment and
pride in achieving
the correct

results

Set qualiy
standards and
design processes
and tasks around
achieving set
.standards

Produce output of
high qualty

Able to balance the
guantity and quality
of results inorder to
achieve objectives
Monitors progress,
quality of work, and
use of resources,
provide status
updates, and make
adjustments as
needed

Consistently verify
own standards and
outcomes to ensure
quality output

Focus on the end
result and avoids
being distracted
Demonstrate a
determined and
committed approach
to achieving results
and qualty
standards

Follow task and
projects through to
completion

Set challenging
goals and objectives
to self and team and
display commitment
to achieving
expectations
Maintain afocus on
quality outputs when
placed under
pressure

Establshing
institutional systems
for managing and
assigning work,
defining
responsibilities,
tracking and
monitoring and
measuring success

Coach and guide
others to exceed
quality standards
and results
Develop
challenging,
client-focused
geals and sets
high standards for
personal
performance
Commit to

exceed the

results and

quality standards,
monitor own
performance and
implement remedial
nterventions when
required

Work with team to
set ambitious and
challenging team
goals,
communicating
bng- and short-
term expectations
Take appropriate
risks to accomplish
goals

Overcome
setbacks and
adjust action plans
to realize goals
Focus people on
critical activities that
yield a high mpact




7. EVALUATING PERFORMANCE
7.1 The Performance Plan {(Annexure A) to this Agreement sets out-

7.1.1  The standards and procedures for evaluating Employee’s performance; and
7.1.2 The intervals for the evaluation of the Employee’s performance.

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

7.3 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 to and implementation must
take place within set time frames.

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

7.5 The annual performance appraisal will involve;

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

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

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

(c) The applicable assessment rating calculator must then be used to add the scores and
calculate a final KPA score

7.5.2 Assessment of competency levels
(a) Each leading and core competency contained in the Competency Framework must 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 competency.
{c) The applicable assessment rating calculator must  then be used to add the scores and
calculate a final CF score.

7.5.3 Overall Rating
An overall rating is calculated by using the applicable assessment-rating calculator. Such
overall rating represents the cutcomes of the performance appraisal.
7.6 The assessment of the performance of the Employee will be based on the following rating scale for
KPA’s and Competency Framework:

ACHIEVEMENT TERMINOLOGY DESCRIPTION
LEVEL
5 Superior Has a comprehensive understanding of local government
/ operations, critical in shaping strategic direction and change,
Outstanding develops and applies comprehensive concepts and methods.
| Performance
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ACHIEVEMENT
LEVEL

TERMINCLOGY

DESCRIPTION

Performance far exceeds the standard expected of an
employee at this level. The appraisal indicate that the
Employee has achieved above fully effective results against all
performance criteria and indicators as specified in the
Performance Agreement and Performance Plan and
maintained this in all areas of responsibility throughout the
year.

Advanced

/

Performance
significantly above
expectations

Develops and applies complex cencepts, methods and
understanding. Effectively directs and leads a group and
executes in depths 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.

1 .
Basic

Competent
/
Fully effective

Basic
/
Not fully effective

Develops and applies more progressive concepts, methods
and understanding. Plans and guides the work of others and
executes 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 Performance
Agreement and Performance Plan.

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

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 indicate that the employee
has achieved below fully effective results against more than half
the key performance criteria and indicators as specified in the
Performance Agreement and Performance Plan.

!
Unacceptable
Performance

Does not apply the basic concepts and methods to prove a
basic understanding of local government operations and
requires extensive supervision and development interventions
Performance does not meet the standard expected for the job.
The review / assessment indicates that the employee has
achieved below fully effective results against almost all of the
perfarmance criteria and indicators as specified in the
Performance Agreement 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.
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7.7 For purpose of evaluating the performance of the Executive Managers (Heads of Department
Section 56 employees), an evaluation panel constituted by the following persons will be established-
7.71 Municipal Manager,
7.7.2 Member of the Audit Committee;
7.7.3 Member of the Executive Committee; and
7.7.4 Municipal Manager from another Municipality.

8. SCHEDULE FOR PERFORMANCE REVIEWS
8.1 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 1 July 2025 - 30 September 2025
Second quarter : 1 October 2025 — 31 December 2025
Third quarter 1 January 2026 - 31 March 2026
Fourth quarter 2 1 April 2026 — 30 June 2026

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

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

8.4 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.

8.5 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.

9, DEVELOPMENTAL REQUIREMENTS

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

9.1 Noting the need to address development gaps in the municipalities, non-compliance with the Circular
60 on Minimum Requirements stipulates the following:

9.2 Failure to implement the requirements of the regulations will result in non-compliance with
legislation.

9.3 If officials have not met the requirements of the regulations including the support provided in this
Circular by the due date, Regulation 15 and 18 will immediately apply.

9.4 Therefore, the continued employability of affected officials wilt be impacted upon. MFMA Circular No.
60 Minimum Competency Levels Regulations, Gazette 29967 April 2012.
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9.5 Whilst the provisions of these regulations will apply consistently across all municipalities and municipal
entities from the effective date of enforcement, National treasury will consider, “Special Merit Cases”,

delayed enforcement of certain provisions for a period of up to eighteen months from 1 January 2013.

10. OBLIGATIONS OF THE EMPLOYER
The Employer shall:

10.1  Create an enabling environment to facilitate effective performance by the Employee;

10.2  Provide access to skills development and capacity building opportunities;

10.3  Work collaboratively with the Employee to sclve problems and generate solutions ic common problems
that may impact on the performance of the Employee;

10.4  Onthe request of the Employee delegates such powers reasonably required by the Employee to enable
him/ her to meet the performance objectives and targets established in term of this Agreement; and

10.5 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 objeclives and targets established in terms of this
Agreement.

11. CONSULTATION

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

1.1.1  Adirect effect on the performance of any of the Employee’s functions;
1.1.2  Commit the Employee to implement or to give effect to a decision made by the Employer; and
11.1.4 A substantial financial effect on the Employer.

11.2  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.

12. MANAGEMENT OF EVALUATION QUTCOMES

12.1  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 inclusive annual remuneration package may be paid to the
Employee in recognition of outstanding performance.

12.3  The Employee will be eligible for progression to the next higher remuneration package, within the
relevant remuneration band, after completion of at least twelve (12) months service on the current
remuneration package by 30 June {end of financial year) subject to a fully effective assessment.

12.4  Inthe case of unacceptable performance, the Employer shall-

12.4.1 Provide systematic remedial of development support to assist the Employee to improve his or her
performance; and

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

Awarded %

1 130-133 5%

134137 6% ' J
|

T138141 7% —
142145 ' 8% ;

A Score of 130% to 149% is awarded a performance bonus ranging from 5% - 9%

A score of 160% and above is awarded a performance bonus ranging from 10% to 14%

Score Awarded %

150-153 10%
154-157 11%
158-161 12%
162-165 13%
166- above 14%

13. DISPUTE RESCLUTION

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

mediated by -
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13.2

13.3

14.

14.1

14.2

14.3

14.4

13.1.1 Inthe case of managers directly accountable to the municipal manager, the Executive Mayor
or Mayor within thirty (30) days of receipt of formal dispute from the employee; whose decision
shall be final and binding on both parties.

Any dispute about the outcome of employee's performance evaluation, must be mediated by

13.2.1 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 the sub regulation 27 (4) (e), within 30 days of receipt of formal dispute from the
employee; whose decision shall be final and binding on both parties.

In the event that the mediation process contemplated above fails, clause 15 of the Contract of

Employment shall apply.

GENERAL

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.
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.
This performance agreement must be submitted together with a signed code of conduct and a
declaraticn of interest

The performance assessment results of the Municipal Manager and managers directly accountable to
the Municipal Manager must be submitted to the MEC responsible for Cooperative Governance,
Human Settlements and Traditional Affairs in Limpopo Province as well as the National Minister
responsible for Cooperative governance and Traditional Affairs within fourteen (14) days after the
conclusion of the assessment.

|
Thus done and signed at \..\SEAYSRY ___ on this the .|&.. day of MQ\‘Q—C\/\ .......... 2026

AS WITNESSES:

AS WITNESSES:

" EMPLOYER

25



LT

Aanns p
nofde p dq| pue 1o} p p afanns
anoiddy fenedg J2pInoId JusW 1 SjuiensuoD | aAsans | adaains su sjue -9z/
‘19pIQ @ abeuep 019G | esiuaApy 196pnq u wa | swemes | wemes | szoz
seyang e pue uol olanpp | swames | wsapes | Bunsixa | Bunsxe | -£00
uaw 00'0 apm 1ebie ) yobie) | jojuaw | jeoyoedg | enuguossig | Bunsixe | Bunsixe job 10 -d%
aSIBADY 0| 0000c | rediownyy BUON OoN BUON oN | uoddy | poaoaddy 19lord L L | whsaang | Jegqunn | a3n
sue|d
Buipiing
e
diouniw
sue|d JO uol [+]
Buippng pa sapinoad p | repdwos o] alIdwoo
p dq| pue |1dwos aamas | apdwoo 104 g1dwos sue|d sueyd
anoiddy enedsg sued 6 jusw sueyd | Japiaoud juaw sueid Buipyng | Buipung 9z/
‘JapID Jebeuepy | uwippng wodde | Buippng aoines | esipeapy padwaos | Buippng e e | szoe
Seyaund led pue e e pue uol sue|d e 1| downw | downy | -z00
* ‘uaw 000 00'0 apim unw wbiey waws | diownw | jojusw | jeopoadsg Buipping | diounw | oleapy; | Jo  uog Jls) -d%
8SIUaADY 0S5 | 0000¢ | lediounpy L ON | siuaApy G | jwoddy | pasosddy | jedounw | S maN | erdwod | saqunN | @31
30NON 52
uone wadosd
weseld e
vis diounw
‘Jana| ue 10
ujuiodde Bujuoza pauozal
‘uon dal pue pauozal 10} pauozal sa $9
eoyadg [enedg s9 | Japinoud juaw SUIBNSUOD CE) wadoud | 1pedoid o7/
p JJabBeuepy sdeud aoines | asiuaapy 1ebpng | wedoud e e | szoe
anosddy 00'0D e e pue uo) o} anp p e 4| downw | downy | -100
‘Jusw 00 009 apm 19bie ] 1ebie) | diownp | jojsw | jeoyosds | snuguodsig | dizunpy | ojesipu) b o -d%
0t | sseapy 0 jedunpy BUON ON ON ¥ | woddy | paaociddy 1eloig v MON | wuozsy | Jeqwnn | a3
-
1@
Bpng
je
nuuy | Amar | 3ebiey lo
920z | 196png | suodsay P jebiey ¢ 19b1e) jobie) jealpul
u /szoz | |enuuy | /3dsfoid | apenp Japenp jenuue | (enuue aoue ‘ou
Wb oneayusN  pam 920 jo pam | jebie) ¢ p | whieyg | jebuey yabae) 96Z/5Z0 9 2 aweN | wiopad | jay
19N JO sueapy| alaey | Z/SZOZ | UOREDOT | aiAay | JspenDd | amaiaay | Japeny | Jepenp | | seuend | zpamalaay | sziszoz | wieses | yoeloug Aoy dai
TTYNOLLYY WLLYdS | *1 (VdM} easy aoueuiopag Aoy




8¢

pe
sJoye @ pos pa pe pa pe p pe pa 88820.d
suodsay W saooud | ssaocoud | sseooid | ssaooud | sseooud | ssseosoud ssaooud | ssaooud Suo sSuo YAl
‘1918160 44| pue suof} SUo Suo Suo Suo su passanold suo suol { peandde | neoydde | gzoz
uo leneds eodde | neondde | neoydde | geoydde | neoydde | onesydde | suoneoydde | nesydde | jeondde ue|d ued | -800
nexdde uebeuep | sugd B sue|d sue|d sueld sue|d sue|d sueyd sue|d sueid | Buppng | Buipping | -4O
ue|d apm | uping | Buiping | Buiping | Buippng | Buippng | Buipping Buping | Buping | Buipung | 4o jusw o -de
Buping | xedo xadp | |edowunpyy XG X0l Xg X Q) X0l X0 X0€ 8Z | X O | ssessy | tlequnN [ g3
slape @
suodsay
‘spodal
L] pa
wssassy pa pe pa p pa pa suo | ssaosoud
Jgysibag ssao0.d $s8004d | ssaooud | ossaooud sso004d | ssao0ud | neoyddy =13 ] 9z/
uo dai pue suo suo Suo su suo Suo| waw | neandde | czog
nesjdde lenedg neoydde neondde | geoydde | oneondde neondde | jeondde | dojgasp waw | ~200
jusw JabBeuepy Jusw usw ST W uaw uauw pue| | dojpaeg | -4O
dojpasq apim dopasp dojpasp | dojsaap { wdojsasp dojarap | dojaasp loBu{ puelo -d9
pueq | xadp xadp | jediounpy sucN | pue| gL aucN | pue| 6L | puegt pue; G| auoN | pue) Q9 | pue) gz | 1ss9001g | JequnN | a3
paje paje
UIpIO0D UIpI002
d d d sd sdo sd sd
suOl oyUSHIOM oysxjom | oysxpom | doyssiom oysHIOM | ySIom | oysyiom | oysyiom
1ejuesaid dq| pue ss ss 1] s $$ ssa ss 859 ozZ/
‘epuabe [enedg susseme auaseme | susieme | seuslieme aualeme | ualeme | suaseme | uaseme | SzZoz
‘1281581 :Jabeueyy Buue|d4 Buuueld | Bulueld | Buuelq Buiuue|d 6 | Buueyq | Buuued | -g9p0
a lepeds | jeneds | | (eneds ) [eneds lenedg ¢ | wuueld | |epeds | ejeds | -4O
uepuspe 0000 apm jo uojje jouope | jouone L Jo uol jouone | [enedg | jouone 0 -d®
‘se)aul | euoN | Qo00LY | rediounpy suoN | upi00n SucN | uwpioon | uIpioon) | leuipicon) auoN | wpio0) | upioon | ssqunN | ga
u
awaas
Bunsixa
10
d
1@
Bpng
e
nuuy - | Angy | jebaey 1o
9z0z | yeBpng | suodsay 4 jabie) ¢ j06.e) 1261e) 1ea1pul
Y /5Zoz | |lenuuy | /losloud | auenp Jayenp |enuue | |enuue aoue ou
Wb opeoguaN pam 9Z0 jo pam | jabie} ¢ p| e6ieyg | 1060y 2 19bse) 96Z/5Z0 9 3 aweN | wiopad 19y
I9pN JO Sueadly| MY [ Z/SZOZ | uONED0T | @IASY | JapenD | amolady | Jauenp | sapeny | | Jepeny | zpamanaey | cz/szoz | weseg | 1oeload Aoy dai
TTYNOLLYY TVILVdS | ‘1 (vd) easy asuewniopad Aay




6L

uoday paje
‘13)8160) pa) | uipiood paje oz/
20 dai pue pa) pa} pa) pa BUIPIOOD s s | upiood | szozZ
uepuany enedg BUIPIOOD BUIDJOCD | BUIPIOOD | JEUIPIO0D s | Bupesw | Bunsaw | Bugsaw | -LL0
‘epuaby aJabeuep Bupaaw bupaaw | Bunasw Bunasw Bupesw I'] feunquy | leunqul | -dO
‘ apim leunqu | [eunqu] | jeunqu) leungul leunqul | eunqu] | jo uoye 0 ~d%¥
uonepay| | xado xad | (ediounyy BUCN X| BUON x| x| x| QUON Xy xp | wpioos | sequny | g3
pansst ozf
dql pue panss; panss| panss! panssi panssi aonou | szoz
saonjou eneds ao1ou aonou aonou sanou 20100U annou uonua | -oLo
uonu uabeuep uonue uonua ucnue uonu uonue 1 uonua | ABNUOD | -4O
=TT (Telg) apim ABINUDD ABNUOD | ABNUOD | aABhUOD Aenuoy | olesipul | aenuon | jo ebBe )
xadQ xadQ | {edowunpy %001 SUON %001 %001 %001 AUON %001 maN [ Bumnss| | jsued | aId
pa
pe Jonpuoo
pa pe pa p 19npuoD sSuo
1onNpuUod Jonpuod | jonpuod | ejonpuod SU0 noadsu
Suo suo Suo su noadsul SUo aou 9z/
noadsu noadsul | goadsul | onoadsu aou noadsu) | epdwos | szoz
W aou 20U Baou a9 elduod 20U wow | -600
‘spodau ehousew eldwoo endwos | epdwos | ueydwod juaw 4| endwos | dojpasp -d0
u apim asn asn asn asn dojanap | ojedipul juaw 0 -d%
opoadsu| | xadQ xado | rediounpy pue| 9 BUON pue| 9 puej g pug| 9 SUON T4 maN | dojpasg | JequinN | Q31
-]
39
bpng
e
nuuy | Ayngy | 12618y o
9zoz | 1ebpng | suodsay ¥4 ebiey ¢ jobie} 1abiey 1eaipu)
u /szoz | lenuuy | 3yoefoid | apenp Japenp lenuue | [enuue aaue ‘ou
G opeoyueN  pam 920 0 pam | jebie) ¢ p | 1eBiey g | 1obiey Z yebue} 962/520 9 a awenN | wuopad | Joy
19p JO mcmob dIAdY | Z/STOZ | uoneao | alady | Jauend | amalaay | sepenp | souenpd | | Japenp | Zpemeinay | 6ziszoz | uljaseg | osloud Aoy dal
FTYNOILVY TYILVdS _ 11 {yd)l) ealy asueuliopay Lay]




0t

pal
Hodau diy al BUIpI00S diy diy diy
N0 3s0]) siojuaw | mynouby diy | siouew | ssouaw | sliojusw
‘v1s pue J0 uon SIOJUBW pue pue pue
WEHETRUE] waw | eupioos pue jusw aw juaw
wijuoddy dojensp 10} uaw SIUEJISU0D ysw | dojpasp | dojeasp | dojeasp
‘Jusw aan slIMs | 4epinoid | esmeapy whpng | dojeasp Sis | sUMS (Ba | simg jed 9
BSIUBADY 1eBeuep ) jesn | sowieg pue uo clanpp | SIS el [ean | mynouby | nynouby | z/szoe
uol 00'0 apm Brej | 1obuey | ynouby | jojusw | neoyoadg | anujuoosiq | nynouby | ynouBy | jo uope j0 -900
1eay10ads 0| 0000 | redownpy | suon ON ON 1 | uoddy | paaosddy oeloid l L | wpicod | JequnN | 48A31
suodad
Aosinpe s40SIApE
jeuo [euo)
noesuel] yesuel|
pasouddy Jo jgued p
w18 ay p siosiapy | sjulodde
FENETRUE] U0 anas auodde |euol | siosiape
unuodde 0s Jjuaw slosiape pesuel) leuo
‘vaApe a3n apinoigd | esiuaapy pajulodde {euol 10 | noesuey) 9
‘uol uebeuepy 1) aAeg pue uo SIOSIADE B | J1oBSURS| 1] jpuede o | 2oz
yeoyoads 000 00'0 apm Bue) ebie) | jowsw | nesyoedg | uogdesues| j0 | ojeaipu| | jowaw | |sued jo -G00-
panciddy 008 | 0000S | 1ediounyy AuoN ON | ouoN ON | woddy | paaoiddy Jo |joued | |oued | mapN | uoddy | Jaqunn | 49Q37
Hoday (ddd)
Apnis diy
Algisesy siauped
panciddy Apnys A ajeaud
V18 Hnqisesy aqnd
‘JoNa| Jue ddd 10} Pa) J0} p&)
wjuiodde lapiaoid Juaw SJUIBNSUCD | BUIPIOOD Apnis A | euipioos
‘HaApE a3l aeg | asiuaApy 196png | ddd 10 maisead | saipms A 9
‘uol .1abeuepy L) e pue uo oenpp | Apms A 1| jouone | wpaisesy | ziszoz
leoyvads 00'0 SpIm Biey 1ebie)] | jowew | neoysadg | anuguoosiq | mgisesd | olesipui | uipscon jo -+00-
og | peacuddy 0| 00008 | redounpy SUON ON | Bucn ON | wioddy | psacsddy aloud L MBN Jaquinp | J4%a3n
-]
;)
6png d
e 1
nuuy | sbpng Aunat jobie) 1ebiey 1
0zZ0 I | suodsay ' E ) o € la yobiey jobiey o)edipul
uo | z/Szoz | enuuy | j198foud | penp | Baep | uenp lenuue | [|enuue aoue
sy | neayuaa pom 9Z0 jo pam | ¢aoy pam | jaBiey g | 19Biey Z yebuey 96Z/SZ o @ awepn | wiopad { "ou jay
Brom | jJo suesyy | amey | Z/5Z0zZ | uoneso | amey | senp | alaey | Jepenp | seuenp | | isuenp | ozpamainay | sz/5ZOZ uyeseg | jo8foid Koy dal

LN3IWJOT13A3A DINONOD3 V201 |

:Z (Vd)) ealy souewiiopad Aay




TE

pa
pe ps pa p pe pe ssaippe 9¢/
ssaippe ssaippe | ssaippe | assaippe ssaippe | ssaippe ssuanb | szoz
npny Jabeuepy sauany savany | ssuanp | seusnty sauany | ssuanyd npny pne LOO
lewsayu| Joiusg npny upny npny npny npny pny lewsaqu| lewsiu | -dO
P BpIA {ewaju| [ewsayy | (ewsa [euwsaju| [ewsaju) | jewsa 10 uone) oab | -g4%
S0 | =¥epdn xadQ xadQ | jediounpy SUON %00L | ®uoN %S4 %08 %ST SUON %001 %001 | vawadw) | ejusssed [ a3
-]
1
abpng o
| ]
enuuy | abpng Anq jobie} 19Biey 1
uon 9zZ0 | | 1suodsey v 1s ¢ i 1ebuey yabiie) olealpul
BolMBA | Z/SZ0Z | enuuy I wenp | jebiel | yenp jenuue | |enuue aosue "ou
Sy jo pom 9Z0 | y9oloid jo pom ¥ pom | joBiey ¢ | 19baey z | 10Bie) | 9GZ/5Z 9 a awepy | waoped 9y
Blam | sueely | 9iA9y | Z/5Z0Z | uoneso | awmay | Jeuenp | alaey | sepeny | Japenp | sepenp | gzpemewey | sziszoz | uneseg 1o0loayd Koy dal
JONVNNIAOD 00D :¢ (vdM) ealy aduewsopad Asy
paje aul paje pa)
uipIcod | wesboud uIp1009 BUIPICOD
o
1)
Bpng |
e }
nuuy | abpng A yobuey 1ebuey 4
920 | | suodsay L] 1@ ¢ Jo 186.ey jabie) ojealpuy
uo | ziszoz | enuuy | fiosfoud | uenp | Buel | wenp [enuue | |enuue ajue
sy | neonpea pam 920 Jo pam | pioy pam | jobuey¢ | 1ebieyz yobiey 962/52 g @ awep | wiopad | ‘ou joy
Biom | Jo sueep | anay | z/5Zoz | uoneso | elmay | Jenp | awsy | sepenp | seueny | | souenp | ozpemaswmay | sziszoz | wyesea 3osloid Aoy dai

IN3IWOT3AIA DINONODI V20T |

:Z (Wd¥) ealy asueuiopad Aoy




it

paju

paju paju pa paju pa paj awo|dw

Jaysibal swa|dwy awapdwn | awadw | swedw awajdw | swajdw) s su
uo su su su su su su | uognjosas | onnjosal Qz/
nnjosal onn|osa.l onnjosal | onnjosal | onnjosal onnosal | onnjosai 8 a3 | szoz
a9 Jebeuep 89 99 29 as LT 90 | apwwon | Wwwed SO0
Hwwod doluag nwwoed BWWED | Bwwod | Wwwod Nwwod | plwwod npny wny | -do
Ypny p SPIA npny Hpny upny wpny pny npny jo uane) j0 9b =k
dpdn | xado | xedQ | |ediowny [ suoN | Jo %00t | suon | Jo %001 | Jo %001 | 30 %00L QUON | JO %001 | J0%00L | uswadwy | eusdied | g3an

paju paju paju paju paju paju
Jaysifial swa|dw awadwi | swajdun paju awsoadwy | swsjdw awa|dun 9z/
uo su su su | awadw su su s su | szoz
nnjosal Jabeuepy oinjosal onniosas | onnjosas su onnjosas | onnjoses | uonniosals | opnosas | -p00
Hounoy 10IUBG [punoy founon | punon | onnjosas jounos | ppunon |1uUnNon punoy | -do
P apIp jo jo J0 [12UNoY 40 Jo jo uoney joeb -d%
alepdn | xadp | xado | edpwuny | suoN %001 | BuoN %001 %004 | 10 %00L QUON %001 %001 | vawadwy | eyuediad | a3
paju 9z/
19151684 paju paju paju paju paju paj awadu | 5z02
U D Jabeuepy awajdu swaidw | awaidw | swadwy awadw | swsidwi 1938168 | usiBaa | -g00
iBareng 101u8g Jaysibay J9)516ay | Jsiboy | seisiBay is1Bey | sey8168y LI HSu | -dO
P 3PIM HSiY B I HSIy NSIY Sy 3SiY jo uone) o0 86 -d%®
slepdn | xadp | xedo | (ediowunp | suoN %00L | 8uoN %00L %001 %001 AUON %001 %001 | uewsjdw) | uadad | a3]
paju paju pa paj ac/
awadw paju aws)dwn | awadu awapdwi | szoeg
ueyd Jabeuep ued swadw ued ugyd ue|ld ueld { -zZoo
uonoy Jouag uonaYy ueid uonay uonay | uonoy OV uooy | -4o
oy SPIM oV uoloy jebie) yobie) oy ov jouone; | ovjoab -d%
ajepdn | xedo | xado | jediownpy | suon %00L | BUuON | OV %08 ON ON BUON %001 %001 | uewsdw | eusdiad | 31

|
}
abpng |
| }

enuuy | abpng Ang yabae) j0bie) J

uon 9zZ0 1 | 1suodsay L] ¢ 1 yabie; b2y ojesipu|
eoayuaa | z/szoz | enuuy J uenp jaBie]l | penp lenuue | |enuue aoue ‘ou
S|y Jo pom 9zZ0 | Joofoud jo pam v pom | jobuey ¢ | jaBieyz | 30Baey g 952/52 9 -] aweN | wuopad Joy

Blop | suean | amay | ziszoz | uoneso | awmey | Jeuenp di1AeYy | Jopenp | Jopenp | Jsopeny | ozpamelady | Sz/GZoz | uieseg 109loid Koy dal |

JONYNYIAOD 00D i€ (VdM) ealy asueuuopag As)|




£t

syodal
wirugy
day pa
44l pa pa pa pa pa Bunesw | jeuipiood
pue dql pue JEUIPIOOD JeuIplocs | Jeupiooo JEUIPJOCD | 1BULpIO0D wruo4 | sBugesw
SAYALL [enedg Bunasw Bunasw Bunaaw sBunssw: | sbunaaw annel wrio4 oz/
‘s uabeuep wnio4 wnio 4 wnio4 wnIo wruoy | uasaidey anel | szog
Joi81684 anne) anne) aAle) } aAe] ane) dal | uesauday | -#1LO
aou apm uasaiday uasaudey | uassaiday | abie) uasauday | uasaidoy Jo uo| daioe | -do
epuspy | xadp | xedQ | jedwunp | suon ddiL | suon dal L dai L ON SUON dal g dai € | leupioo) | Jequnn | -g31
HOUNOY)
uol da pue Aq
njosey [enedsg [1ouno) J1lounos) jrounosn paydope o9z/
jrouncy abeuep Aq dal Ag dal Aq 19 | s20¢
u 9Z/s20e b} 9z/szoz | paydope (ouncg | Bpng/dal | -€10
awnoop zee apIm 1 jo abue) X1 o dai | Aqdaiso o -do
dal 08l [ redmuny uondopy 196uey oN | 196ue) ON ON 8uoN | uondopy | 9g/Gz0z | uondopy | JequinN | -3
pa
ps pa ps po pe 1eUIpIO0D 9g/
19)s165. dqdl pue 1euIpIO0D JEUIRIO0D | Jeulpioo) jeuipiood | jeuipood | suoisses | suoissss | 620z
8ou |lenedg SU0ISSaS SuU0ISSOS | suoIsses suoisses | suoissas | Buuued | Buwued | -zLo
Bpuany uabeuep Buued Buueid | Buuued ] Bujuueid | Buwueld | oifsiens | absyens | -4o
‘'su apim oBayens oibajens | oibajens | absey olbajens | oibsyens Jo uol wl -g%2
0t | oneyauy | xadp | xadp | jediounpy | suon L | 8uoN l b ON BUON (= € | teuwipioon | Jsquinn | g31
|
-]
6png Y|
e 1o
nuuy | Bpng Aunq) | 1ebiey 1abuey
uon 9z0Z e | suodsay ¥ 10 L) ° 1obiey Jojesipul
BOUMOA | /5Z0Z | nuuy | /ideloud | penp ueny Bie lenuue 1ab1ey aou ‘ou
sy jo pom 9Z0zZ jo pom | jebiel ¢ pam | 1eBreyg | jeBieyz | | 19} 05Z/5Z0 |enuue swepN | ewaopad | joy
Biop | sueap | ooy | /5Zoz | uonesoq | amay | Jeuenp | esmen | seuenp | sspenp | senp | zpamsinay 95Z/520Z | aulaseg ysloid Aoy | dai

m:_::m_m_l yuswdolaaag pajesbajuj

¥ (vdM) eaay aduewIOad Aoy




%3

1°8Ys pe p P
2I00g 1PNpued 81onpuoa p p 19NpuoY
[enpiapu| Jaw ua 3)oNpuod | S1PNPUOD sJua 9z
‘suodai SS9SSY WISSassy sjua sjua wssasse | /5z0zZ
L) sabeuepy aJue 8ou WSSASSE | LISSasSe sa au 910
LSSasse Jonasg uuopad BULIOHSA } } agu 2ou | 2Aoidwa | euuouad -d0
aou apIAA Jeafpyy lenuuy | abue) | abie) ewiouad | euuouad | Jjojusw Jo -d%
S0 | euuopad xadQ xadQ | |ediounpy auop X] SUoN X| oN ON BUON Z 2| ssessy | JsequnN [ aT
Y
}
abpng o
| 1
enuuy | abpng Ang jabuey 19b1e)
uo 9Z0 1 | 1suodsay 1 €4 3} 3 1obuey 10}JEJIpUS
neJyuea | z/iszoz | enuuy ! ayenp ayenyd obiey | abiey |enuue jobi1ey aosue ‘ou
s3Iy jo pom 9z0 | oloud jo pam | jabie) ¢ pam | 09Bieyg | zioy| LImy 0sz/sz | renuue g awen | wiopad 39y
LT sueealy | amey | ziszoz | uoneso A3y | Jopenp | ooy | Jeueny | Jenp | senp | gzpamansy | gziszoz | suneseg | 3oaloid Aay dai
Juswabeuey saoinosay UBWNY b (WdM) Eauy @suruiopad A8y
panjosal
panjosal paajosa: suo) suol
Suol suol jeynsuo) | jeynsuod
voday dql pue 1eynsuod gjnsuod dai dal
uone [eneds dal dal Buunp Buunp | 9z/
ynsuey usbeuepy Buunp Buunp pasiel pasiel | gzoz
paseq pasiel ] pasiel Sanss| sanss| | -6L0
PIEAA apIm sonss| abiey sanss| | Jojesipul jou| syjoab| -d4O
dal| xedo | xedo | edownp | suoN | joo00L | suopn | 1eBieyoN | yeBael oN oN auoON |  JO %001 manN | onnjosay | esaled | -Q37
- |
1o
bpng L]
e )
nuuy | Bpng Aynq | 1ebaey 19618
uon 9Z0Z je | suodsay UNT] L) ] 1obuey Jojeaipul
BOYUOA | szoz | nuuy | syoeloud | penp Henpd Bie) jenuue 1ebiie) asu ‘ou
sy jo pam | 9zZ0zZ Jo pam | jabiel ¢ pam | ebBueyg | rebueyz | | sey 95Z/5Z0 lenuue swepN | euwsopad | joy
Blam | suesy ( awnay | /5Z0Z | uonedo | ooy | seuenp | snay | seuenp | ssueny | Jenp | zpameinay | 95z/szoz | euneseg yoeloid Aoy | dal

Bujuueld Juswidolaasq pajeibaju)

1 (yd¥) ESY 9ouRULIOMad ADY




SE

alvQg

RTCL, ﬁwo, &E

3lvQg

¥eSC 1O H

YIOVNVIA VdIDINDIN d’® Q37 Y3IOVNVYW HOIN3S
/ OHLVONYN I ¥ AL
fEEI pa P
21008 Jesapow pa geropow
|lenpialpu| sjua JeIBpOW aw sjua oz
‘Hodaus WSSassy S8 ssasse | wssasse | /5z0zZ
uo JabBeuep a2u wssasse 2 $9 210
nelapow Jowsg BWICHS } 1 s afoidwe | eAojdw3 -d0
|ejua apIAA 1ebiie] jenuuy | =6iey | afuey afojdwsa | Jojeaipu 10 UoY jo ab -d%
wyuedag xadQ xadQ | |edioungy auoN ON SUON %001 ON ON BUON %001 man | esepowy | Blwadad | Q33




9t

Jaquinp aaAojidw3
ONINNYId ® 37 HIOVYNVYIN HOINTS - SplL qor
AN Eelg : SWEBWING B aWeN

NVId LN3WdOT3AIQ TYNOSH3d

(9 JUNXANNY)

9¢0¢ / G¢0¢
NV1d INIWdOTIAIQ TYNOSYId



LE

QT 20O\ S : “lEd — )
9T J / a w_dQNﬂnmgu&l : aleq
SNESETEN R E Burpoday jo awepN
\ 2Ig AN SIA : Jabeuep Jo sweN
= ) JUNLYNOIS P Y
FHNLYNODIS
3 pue a3UBULIOUad 9A0qE BU] JO
‘uo paaibe se saAnoalgo au) aAaIyo un pue ue|d uawdojpaag

juawanalyoe ay) yum ( Ax eig) woddns oy axepapun | (lbue asueuuopad sAcge ayy ur N0 Jos Se SaANDalqo ayy ypm saube |

AN A s A8/ | O S\ i ere

zi M&m raﬁk ; %/( \QSP | . +§N§\/m Iw.Uw,q,O\Db Céﬁﬁkumvffoi +.u.un,n.v% %M
. .ﬂ (u\f\r\cU M Uﬂ \.,.\5 D ?Wﬂd/"\v v\/\{_\u ~2 .(..\W
LA A0z FTH I hsy /qv,?{ e oo S0dn ) - Sugnd) &5@% AL /5 1)

(tensip

TIAS 3D1LOVHd .
Buiusea welsig ALIAILOV INFNJOTIAIA d¥9 JONVIANHOIH3d

NOSYH3d OL A31v3dd FNVH4INIL
1¥40ddNs ALINMLHOddO g315399NSs
AHOM

‘QUjUQ 's8In}s) / a3103d4X3 INCILNO /
AY3AITIA 4O ONIIVHL d31S3ODNS TIMS
JA0NW Q31539D0NS




BE

(9 FYNXINNY)
19NAN0) 40 3009



CODE OF CONDUCT FOR
MOLEMOLE LOCAL
MUNICIPAL EMPLOYEES

35



10.

1.

12.

13.

14.

TABLE OF CONTENTS

Definitions.
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Unauthorized disclosure of information.

Undue influence.
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Council property.

Payment arrears.

Participation in elections.

Sexual Harassment.

Reporting duty of staff members.

Breaches of Code.
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2} Except with the prior consent of the council of the Municipality an employee of the Municipality shall not;

a.

b.

C.

be a party to or heneficiary under a contract for-
i. the provision of goods or services to Molemole Local Municipality; or
ii. the performance of any work for Molemole local Municipality otherwise than as an
employee
obtain a financial interest in any business of Molemole Local Municipality;

Be engaged in any business, trade or profession other than the work of Molemole Local Municipality.

5. Disclosure of benefits

1)

2)

An employee of Molemole Lccal municipality who, or whose spouse, partner, business associate or
close family member acquired or stands to acquire any direct benefit from a contract concluded with
Molemole Local Municipality, must disclose in writing full particulars of the benefit to the council.

This item does not apply to a benefit which an employee, or a spouse, life partner, business associate
or close family member, has or acquires in commen with other residents of Molemole Local

Municipality.

6. Unauthorized disclosure of information

1

2)

An employee of Molemole Local Municipality shall not without permission discloses any privileged or
confidential information obtain as an employee of the Municipality to an unauthorized person.

For the purpose of this item “privileged or confidential information” includes any information -
Determined by the council, any structure or functionary of the municipality to be privileged or
confidentia

Discussed in closed session by the council or a committee of the council

Disclosure of which would violate a person's right to privacy

Declared to be privileged, confidential or secret in terms of any law.

This item does not derogate from a person's right of access to Information in terms of national

legislation.

7. Undue Influence

An employee of Molemoie Local municipality may not -

a.

Unduly influence or attempt to influence the council of Molemole Local Municipality, or a structure or
functionary of the council, or a councilor, with a view to obtaining any appointment, promotion,
privilege, advantage or benefit, or for a family member, frtend or associate

Mislead or attempt to mislead the council, or a structure or functionary of the council, in its

consideration of any matter
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10.

11.

12.

13.

14.

c. Beinvolved in a business venture with a councilor without the prior written consent of the council of

Molemole Local municipality.

Rewards, gifts and favors

1) An employee of Molemole Local municipality may not request, solicit or accept any reward, gift or
favor far-

a. Persuading the council of Molemole Local 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 council;

c. Disclosing any privileged or confidential information;

d. Doeing or not doing anything within that employee's powers or duties.

2)  An employee must without delay report to a superior official or to the speaker of the council any offer

which, if accepted by the employee, would constitute a breach of sub item (1).

Council property
An employee of Molemole Lecal Municipality shall not use, take, acquire, or benefit from any property or

asset owned, controlled or managed by the Municipality to which the employee has no right.

Payment of arrears
An employee of Molemole Local Municipality may not be in arrears to the Municipality for rates and service
charges for a period longer than 3 months, and Molemele Local Municipality shall deduct outstanding

amounts from an employee's salary after this period.

Participation in elections
An employee of Molemole Local Municipality shall not participate in an election of the council of Molemole

Local Municipality other than in an official capacity or pursuant to any constitutional right.

Sexual Harassment
An employee of Molemole Local Municipality may not embark on any action amounting to sexual

harassment.

Reporting duty of employees
Whenever an employee of Molemole Local Municipality has reasonable grounds for believing that there
nas been a breach of this Code, the employee must without delay report the matter to his immediate

supervisor or 1o the speaker of the council.

Breaches of Code
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Breaches of this Code must be dealt with in terms of the disciplinary procedures of Molemole Local
Municipality envisaged in section 67 (1) (h) of the Municipal Systems Act and or the South African Local

Government Bargaining Council's Collective Agreement on Disciplinary Code and Procedures.

Signature
(
Initials and Surname Mrs ila~"
Designation Senior Manager: Local Economic Development and
Planning
Date ’
6 l 03 fZﬂM
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CONFIDENTIAL

FINANCIAL DISCLOSURE FORM \\ ANNEXURE A
' \B\\O\ N

I, the undersigned umgm nd initials)
Postal address) .. 2 N2 DK N e

S gﬂw'\ \?;\Z@
[Residentlal address) \\ﬂ;f Ll«é ! Fi jvj"“‘ \ dk} P t\lr Qﬁﬁf}ﬂ(%

(Position held) —%s m LﬂC@J .C GrorinG. o zﬁ,r&@mﬁ
(Name of Depatment;\v—‘ﬁtq}. C o C. w E'&lﬂ?m:‘i, .y Wm.wm‘: b
.o\S Sol\ 02l

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

1. Shares and other financial interest
See information sheet: note

Number of shares/Extent | Nature Nominal Value Name of
of financial interests Company/Entity
— | .
K
\
—— I
2. Directorships and partnerships
See information sheet: note
(Name of corporate entity or | Type of business | Amount of Remuneration

partnership
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CONFIDENTIAL

3. Remunerated work outside the public service
Must be sanctioned by your Executing Authority. See information sheet: note

Name of Employer

| Type of work

Amount of remuneration

4. Consultancies and retainerships
See information sheet: note

Name of client Nature Type of business Value of any benefits
activity received
1 \
<\l
T
5. Sponsorships
See information sheet: note
"Source of Description of Value of

 assistance/sponsorship

assistance/sponsorship

| assistancef/sponsorship

A\

=

a7



CONFIDENTIAL

6. Gifts and hospitality from a source other than a family member
See information sheet: note

| Description

| Value

RS

LpN8

| Source

7. Land and property

See information sheet: note

Description

Value

Area

Value

~,

/\;\AM

22 (ose v
Wb 12, Vodegis

T1lo s00

7\!0 0P

A

SIGNATURE OF DESIGNATED E

MPLOYEE




CONFIDENTIAL

OATH/ AFFIRMATION

1.

-------------------------------------------------------------------------------------------------------------------

|, certify that before administering the oath/ affirmation | asked the deponent the following questions and
wrote down his/her answers in his/her presence:
(i) Do you know and understand the contents of the declaration?

Answer _("g ............
(ii) Do you have any objection to taking the prescribed oath or affirmation?
Answer ............. o

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

| certify that the deponent has knowledge that she/he knows and understands the contents of this
declaration. The deponent utters the following words: “l swear that the contents of this declaration are true,
S0 help me 0¢ /| truly affirm that the contents of the declaration are true”. The signature/mark of the

SOUTH AFRICAN POLICE SERVICE

COMMUNITY SERVICES CENTRE

2026 -03- 1 6
SAF S v WOl
P.BAL S0 ¢ R

SUIRAEBIDRR o NH2iE RIEMS
(Block letters)

SG.
Designation (rank) ... [ ............ ORI Ex Officio Republic of South Africa

$2 EeROW ‘7»9567

Street Address if institution .05 T e T

NOTE:

Remember that a copy of the completed form must be submitted by the EA to the commission for purposes of
recording it in the Register of Designated Employee’s Interests.
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