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ALL CORRESPONDENCE TO BE ADDRESSED TO THE NMUMCIPAL MANAGER

PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN

THE COUNCIL OF THE EDUMBE LOCAL MUNICIPALITY

Herein represented by M TV MKhize iin his duly authorised capacity as Municipal Manager
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AND
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A. The Employer has entered irito a Agresment of Empleyment with the Employee in terms
of section 56 {1)(g) of the Loval Governmant Municipal Systems Amendment Act, 2011
(Act No, 07 of 2011);

B. Section 57 (1)(b) of the Local Governmeant: Municipal Systems Act, 2000 (Act No: 32 of

2000), rezd with the Memorandum of Agreement of Employment concluded between the
parties; requires the parties to canclude an annual Performance Agreement within ninety:

davs of assumption of duty, and renew it annually within one meonth of the
commencement of the beginning if the financlal year;

C. The parties must ensure that they are clear about the goals to bé achieved, and secure
the commitmeni of the: Emplayee. to a set of outcomes: that will secure local government
pelicy goals as defined in the municipal Integrated Development Plan, and

0. The parties must ensure that there Is compliance with Sections 57(4A), 57(48) and 57(5)
of the Local Government: Municipal Systems Act, 2000,

NOW THEREFORE THE PARTIES AGREE AS FOLLOWS:

1, INTERPRETATION AND DEFINITIONS
In this Agreement. unless the context indicates otherwise—

(a) an expression, which denates any gender, includes fhe other genders, a natural person
Includes an judicial person and vice versa, and the singular includes the plural and vice
versa.

(b) Clause headings are for convenience anly and will not be used in its interpretation. and
the folloviing expressions bear the meanings assigned to them and cognate exprasslons
bear corresponding meanings—

*“Agreement” means this Perfarmance Agreement and all the Appendices hereto;
“Employee”™ means Mr Shaka Cele

“MEC™ means the Member of the KwaZulu-Natal Exscutive Council respaonsible: far local
government,

"‘MFMA" means the Local Gevernment: Municipal Finance Management Act. 2003 (Act No,
56 of 2003);

“Municipality” means the eDumbe Lacal Municipality, established ih terms of Structures
Act, 1898 (Act No. 117 of 1998),

“parties” means the Municipality and the Employee:

2 e

- ~T L \Df_

e | IFI " - /
o N\ % Wb - %



“Regulations’ means the Local Gavarnment: Performance Regulations for Municipal
Managers and Managers Direclly Accountable fo Municipal Managers, 2008, promulgated in
tHe Qovernment Carete a5 Regulation Notlcs 80E-on 1 Augugt 2008,

“Structures Act” means the Local Government. Municipal Structures Act, 1998 (Act No:

117 of 1998); and

“Systems Act’ means the Local Government: Muriicipal Systems Act, 2000 (Act No. 32 of

2000)..and the Regulations promulgated in terms of the Act;

(¢) words and expressions defined in any sut-clause. for the purpose of the clause of which
that sub-clause forms part, bear the meaning assigned to such words and expressions in
that sub-clause; and

(d) This agreement is governed by and construed in accordance with the laws of the
Republic of South Africa.

2. PURPOSE OF THIS AGREEMENT
The purpose of this Agreement isto—

(a) Comply with the provisions of Section 57(1)(b).(4A).(4B) and (5) of the Systems Act as
well as the Memorandum of Agreement of Employment entered into between the parties;

(b) Communicate the Emplayer's performance expectations and accountabililies to the
Employee, by specifying objectives and targets as defined in the IDP;

(c) Specify accountabilities as set out in the Performance Plaf, which must be in a format
substantially compliant with Appendix “A”

(d) Menitor and neasure performarice against set targeted outputs;

(e) Use this Agreement and the Performance Plan as the basis for assessing the
performiance of the Employee and to establish whether the Employes has met the
perfarmance expectations applicable to the pesition, and

() Appropriately reward the Employee In accordance with the Employer's performance
management policy in the event of outstanding periormance.

3. COMMENCEMENT AND DURATION

(3.1) This Agreement will commence on 01 July 2016 and will remain in force 30 Jung
2017 where after a new Agreement, Performance Plan and Personal Development
Pian must be concluded between the parties for each of the following financial years or
any partion thereof for the duration of the Agreement:of Employment.

(3:2) This Agreement ‘will terminate on the termination of the Employee's employment for
any reason whatsogver.

(3.3) The contant of this Agreement may be revised at any time-during the abavementioned
period ta determine the applicability of the matters agreed upon.
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(3.4) If at any time during the validity of this: Agreement the work enviranment alters, whether
as a result of government or counell decisions or otherwise, to the extent that the

T L I T T - e | i ; ’ e o I
comtems of s Agreament are ne lenger eppropriate, the pontants must immadiately

be revised,

(3.5) Any: significant amendments or dsviations must take cognisance of the requirements of
sections 34 and 42 of the Systems Act, and regulation 4(5) of the Regulations

4. PERFORMANCE OBJECTIVES
(4.1) The Performance Plan must set out the—
(a) The performance chjectives and targets that musf.be met by the: Employee; and
(b) The time frames within which those performance objectives and targets must met.
(4.2) The perfermance objectives and targets reflected in the Perfarmance Plan must-
(a) Be s&t by the Employer in consultation with the Employee;
(b) Be based on the Integrated Development Plan and Budget of the Emplayer; and
(e) Include key objectives, performance indicators, target dates and weightings.
(4.3) It is-agreed that—
(a) The key abjectives must describe the main tasks that must be performed Employee;

(b) The key perfermance indicaters provide the details of the evidence that must be to
indicate that a key objective has been achieved.

(c) The target dates describe the timeframs in which the work must be achieved: and
(d) The wewghtings indicate the relative impertance of the key objectives to each other

(4.4) The Employee's performance will, in addition, be measurad i terms of contributions to
the goals and strategies set out in the Employsf's Integrated Development Plan.

5. PERFORMANCE MANAGEMENT SYSTEM

(5.1} The Emplayee agrees to participate in the performance management system that the
Employer adopts or introduces for the Municipality. and accepts that the purpose of the
performance management system is to provide a comprehensive system, with specific
performance standards, to assistMunicipaiity to perform to the standards required.

(5.2) The Employer must consult the Emp,lp‘yea about the specific performance standards
that are included in the performance manzagement system that are applicable to the
Employee.

(5.3) The Emplayee undertakes to actively focus en the promotion and implementation of the
Key Performance Areas, Including special projects relevant to the Employse's
responsibilities, within the lacal government framewaork:



(54) The Employge must be assessed an his or her performance 1n terms of the
performance indicators identified in theg attached Performance Plan and include—

(a) The Key Performance Areas; and

(b) Core Managerial Competencies, with a weighting of B0-20 allocated to sub-clauses

(2) and (b) respectively.

(5.5) The Key Performance Areas will make up 80% of the Employee’s assessiment scare,

and will contain the following Areas:

Key Performance Areas (80% of Total) Weighting
Municipal Institutional Deyelopment and Tranafarmation 10%

Basic Service Delivery and infrastructure Development 40%

Local Economic Development 5%
Good Governance. Community Participation and Ward Comimlitze §%
Systems

Financial Viability and Management 15%

Cross Cutting Interventions 5%

TJatal B0%
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(58) The Core Management Criteria will make up the other 20% of the Employes's
assessment score, and are deemed to be mest ertical for the Employee’'s specific job
of

should be celectad fromt the st below ae agtead bo behween the Employer and

Employee.

CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES (20% of Total)

CORE MANAGERIAL COMPETENCIES (CMC) WEIGHT
Strategic Capability X 2%
Financial Management — COMPULSORY X 2%
Change Management X 1%
Problem Selving and Analytical Thiriking X 5%
Peaple Management and Empowerment - COMPULSORY | X 4%,
Client Orientation and Customer Focus - COMPLLSORY X 2%
Communicatian X 2%
Accountability and Ethical Conduct X 2%
Policy conceptualisation and implementation X 1%
Parinership and Stakeholder Relations X 2%
TOTAL 20%
) T



6. EVALUATING PERFORMANCE

(6.1) The Performance Plan, attached hersto as Appendix “A", must set out the-
(g) the standards and procedures for evaluating the Employee's perfarmance; and
(b) the intervals for the evaluation of the Employga’s performance

(6.2) Despite the establishment of agreed intervals for evaluation, the Employer may in
addltion review the Employee's performance at any stage during the validity of the
Agrasment of Employment.

(6.3) Personal growth and development needs identified during any performance review
discussian. as well as the actions and time frames agreed to, must be documented in
a Personal Development Plan, ‘which must be in a format substantially compliant with
Appendix "B

(6.4) The Employee's perfarmance will be measured in terms of contributions to the goals
and strategies contemplatad inthe Employer's Integrated Development Plan,

(8.5) Theannual performance appraisal must involve—
(a) an assessment of the achievement of results as outlined in the performance plan:

(b) an assessmerit of each Key Performance Area according to the extent to which the
specified standards or performance indicators have been met and with due regard to
ad hot tasks that had to be performed.

(c) a rating on the five-point scale for each Key Performance Area: and

(d) the use of the applicakle assessment rating calculator to add the scores and
calculate g final Key Performance Area score.

(8.6) The Core Management Criteria must be assessed-
(a) accarding to the extent to which the specified standards have been met;
(b) with 2n indicative rating on the five-paint scale for each Criteria; and

{(c) by sing the applicakle assessment rating caiculator ta add the scoras and
calculating a final scare.

(6.7) An overall rating is calculated hiy using the applicable assessment-rating calcuiator.
which represents the outcome of the performance appraisal, provided that the
performance assessment of the Employee will be based on the following rating scale
far both Key Performance Indicators and Care Management Criterig



Level

| Terminology

| Description

| Rating

112245

| Outstanding
‘performance

Performance far exceeds the standard expeciad
of an empleyee al this level. The appraisal
indicates thal the Employee has achieved above
fully effechive 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

Perfarmance
significantly
ahove

expectations

Performance is significantly higher than the
standard expected in the job. The appraisal
iridicates that the Employee has achieved above
fully effective results against more than half of
the perfarmance criteria and indicators-and

filly. achieved all others througheout the year

Fully effective

| Performance fully meets the standards expeated

in all areas of the job, The appraisal ndicates
that the Employee has fully achieved effective
results. against all significant  performance
criteria and indicators-as gpécified in the PA and
Parformance Fian

Nob fully
effective

Performance Is below the standard required for
the job In key areas. Perforrmance meets some
of the standards expected for the job The
review/assessment Indicates that the employeg
has achieved below fully effective results
against more than half the key performance
eriteria and indicators as speaified in the PA and
Ferformance Plan.

Unaceeplabie

Performance doss N6t mest the standard
expected for the job The reviewlassessment
indicates that the emplayég has achieved below
fully effective results against aimostall of the

performarice critena and indicators as specified
in the PA and Pe&rformance Plan, The employese
has failed to demonstrate the commitment or

expecied In the jab despite management efforts
fd encourage improvemsni,

ability ta bring performance up to the level

{6.8) The performance of the Employee must be evaluated by an evaluation panel

constituted in terms of regulatian 27(4)(d), (

AN (4"

g) and (fy of the Regulations.



7. SCHEDULE FOR PERFORMANCE REVIEWS

(7 1) The performance of each Emplovee in relation to his or her performance.
agreement must be reviewed during-

(a) July to September for the First quarter;

{b) Octaber to December for the Second Quarter;
(c) January to March far the Third quarter

() April to June for the Fourth quarter,

Provided that reviews in the first and third guarter may be verbal if performance Is
satisfactory.

(7 2) The Employer must keep a recard of the mid-year review and annual assessment
meetings, and feedback must be based on the Employer's assessment of the
Employee's performance

(7.3) The Employer may amend the provisions of the Performance Plan whenever the
perfarmance management system s adopted, implemented or amended, pravided that
the Employee must be consulted before any such change 1s made.

8. OBLIGATIONS OF THE EMPLOYER

Thie Employer must—

(a) create an enabling environment to facilitate effective perfarmance by the Employee:
(b) provide aceess to skills development and capacity building oppartunities;

(c) work caollaboratively with the Empleyee lo salve problems and generate solutions: to
common problems that may impact on the performance of the Employee:

(d) on the request of the Employee délegate such powers reasanably required by the
Emplaygs to enable him or her to meet the performance objectives and targets
established in this Agreement. and

(e) make available to the Employes such resources as the Employee may reasonably
require from time to time to assist him or her to meet the perfermance objectives and
targets established in this Agreement

9. CONSULTATION

(8.1) The Employer agrees to consult the Employse timeously where the exercising of the
powers wilk-

(a) have a direct effect an the perfarmance of any of the Employee's funclions.
(b) commit the Employee to Implement or to gve éffect to a decision made by the

Employer: and

g =

=87 A / l// oY —



(c) have a substantial financial effect an the Employee.

19-2) The Emplayer aareas to inform the Emplavee of the aiteomea of any dacisions taken
pursuant to the exercise of powers contemplated in sub-clause (1) ahove, as soon as
is practicable to enable the Employee totake any necessary action without delay

10. MANAGEMENT OF EVALUATION OUTCOMES

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

(10.2) A performance bonus of between 5% and 14% of the inclusive annual remuneration
package may be paid to the Emplayee in fecognition of outstanding performance, as
per régulation 32(2) of the Regulations,

(10.3) In the case of unacceptable performance, the Employer—

(a) must provide systernatic remedial or developmental support to assist the Employee
to improve his or her performance; and

- guidance and support as well as reasonable time for improvement in perfermance,

consider steps to terminate the contract of employment of the Employee on grounds

of unfitness or Incapacity ta carry out his ar her duties.

11. DISPUTE RESOLUTION

(11.1) Any disputes aboul the nalure or content of the Employes's Performance Agresment,
must be mediated by —
(a) the Member of the Executive Council respansible for lacal government in the
province, in the case of the Municipal Manager, or any other person appointed by the
said Member of the Executive Coungll, and

(b) the Mayor, in the case of Managers directly accountable to the Municipal Manager,

within thirty days of receipt of a formal dispute frem the Employee.

(11.2) Any disputes about the autcome af the Employee's performance evaluation, must be

riediated by-

(a) the Member of the Executive Council for local government in the province, ar any

other person appointed by the MEC, in the case of the Municipal Manager; and

(b) & Municipal Councillor, in the case of Managers directly accountable to the Muricipal
Manager, provided that such & Councillor was not part of the evaluation panal
comemplated in regulation 27(4)(e) of the Regulations, within thirty days of receipt of
a formal dispute from the Employee.

(11 3) The decisicn of the Mediator cantemplated i sub-clauses (1) and (2) will he final and
binding on both parties.

10
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12. GENERAL

(12 1) The Emnplover musi make tha contents of this Agreement and the oulcome of any
review conducted In terms of the Perfermance Plan available to the public as
contemplated in section 46 of the Systems: Act.

(12.2) Nothing in this agreement diminishes the obligations, duties: or accountabilitiss of the
Employee in terms of his or her Agreement of Employment. or the effects of existing or
new regulations, circulers, policies. directives or other instruments.

(12.3) The performance assessment results of the Municipal Manager must be submitted to
the Member of the Executive Council responsible far local government in KwaZulu-
Natal as well as the National Minister responsible for local government, within fourteen
days after the conclusion of the assessment

SIGNED AT (L3 sl fl/fmzaéa ONTHIS THE > DAY OF - ! ‘y}/

AS WITNESSES:
=1 A\

THE MUNICIPALITY MANAGER

o F e .. T
SIGNED AT /*tL {t.,f»f. Feoditit] ONTHISTHE S pavor_-Jit-fv) 2014 rE
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AS WITNESSES:
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THE EMPLOYEE
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PERFORMANCE PLAN

Entered into by and between

Mr Themba Vusumuzi Mkhize
[“The Employer’]

And

Mr Shaka Cele
[“The Employee”]
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1. Furpnse

The performance plan defines the Council's expectalions of the Director's performance
agreement to which this document is attached and Seclion §7 (5) of the Municipal
Systems Agt, which provides that performance objectives and targets must be based on
the key performance indicators as set in the Municipality's Integrated Development Plan
(IDP) and as reviewed annusaily.

., Key responsibilities

The fallowing objscts of local government will inform the Municipal Manager's
performance against sel performance indicators:

2.1. Provide democratic and accountable government for local communities.
2.2, Ensure the provision of services to commumities in a sustainable manner
2.3. Promote sogial and economic development.

2.4. Promote a safe and healthy environment.

2.5. Encourage: the involverent of communities and community organisations in the
matters. of local government,

3. Key Performance Areas

The fallowing Key Perfarmance Areas (KPAs) as outlined in the Local Government:
Municipal Performanse Regulations for Municipal Managers and Managers Directly
Accountable to Municipal Managers (2008), inform the strategic ohjectives listed in the
table below

3.1. Municipal Transformation and Organisational Development.

3.2, Basic Service Delfivery and Infrastructure Development

3.3. Logal Ecenomic Development (LED).

3.4. Good Governance, Community Participation and Ward Committee Systems.
3.5, Financial Viakility and Management.

3.6, Cross Cutting Interventians

4. Key Performance Objectives and Indicators, for the Director Infrastructure.

The provisions and statutory time frames containgd in the follewing legislation are
required to be reported on and measured:

4.1. Section 157 of the Censtitution of the Republic of South Africa, 1986

4.2, Local Gavernment: Municipal performancs Regulations for Municipal Managars and
Managers Directly Accountable to Municipal WManager, 2006 (Regulation No, R805,
dated 7 August 2008)



4.3, Regulation No. 796 (Local Government. Municipal Flanning and Performance.
Management Regulations, 2001) dated 24 August 2001

4.4. Property Rates Act, 2004.

4.8. Municipal Structures Act. 1898, in pariicular, but not limited to. Chapter 5 (Powers
and functions as determined by legislation or agreement)

4,6. Municipal Systams Act, 2000, tn particular, but not limited to, sections 55 to 57

4,7. Any other applicable legislation specific to the Director.
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TASSESSMENT DOCUMENT
KPANQ. [NO In
| EGISLATIE s MUNICIPAL INFRASTRUGTURE [ the IDF &g 3)
, BASIC SERVICE DELIVERY ' AND
SERVICE 3
TARGET o Assessment
N er | ¢ HET [Quantitative | \nyaL | MOTIVATION for under [-Soor® .
[Number | [DP PERFORMA | eg % ‘ , 1121345
In IR - - REPORT | performance or
OPeg [ OBVECTIVE|NCE figure] [FINAL] | exceptional
114] INDICATOR
11.1 | Provision of | The number | 3000 houses | 1000 Escalation in prices of
water to all | of by the houses material. Registration of
municipal households | end of the | completed | Technical Manager
households, | actually current 2500 Delay in recruitment and
as per the provided financial year | houses appointment of a
standard with ag complete | replacement
basicnorm. | waler [06/07]
[or target
number]
212 To provide | Formulation | Approval of | Policy By Laws Objectives
free basic of policy for | policy by adopted promulgated | achieved
watertoall | provision of | 31 May 2007 | and 30 _ prior
indigent free basic approved | April 07 to
households | servicesto by deadling
indigent Council date
households 31
Jan 2007
Y of [ 50 % of all on | 25 % 85 %[5 %
indigent the complete | complete excesded
housenolds | indigent
222 | Ful % budget 90 % by the | 37 % 100 % Targst
expenditure | spent on end of achieved
of water the  current
the allocated | provision to | finzancial
burciget for the indigent | year
water
Signed and accepted by: _ — ol Signature: .r’@
Job titie: _ =J2c~r L
Date: '(_,‘T -_‘/ﬁ/: /-_a_f 2 J*'.'; "./_'J
— s
Sl

Signed by the Municipal Manager on behalf of the eDumbe Council:__~
' ./ |
) e J &

(%% d =

=

Date: ©
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PERSONA

(AT

L DEVELOPMENT PLAN

MUNICIPALITY
INCUMBENT
SALARY

JOB TITLE

REPORTTO

: éDumbe Logal Municipality

1 Mr 8 Cele

R807 262,00 per annum

= Director Infrastructure

The Municipal Manager

1. What are the competencies required for this job (refer to competency profile of job

description)?

v

Ve

Compstencies for this position are Computer literacy, repert writing,

communication, supervision and managerial skills,
Relevant qualification
Experience in local governance

Project Management

2. What competencies from the above list, does the job holder already possess?

v

"b/

The current incuribent is computer literacy and has report writing skills

Managerial Skiils

Bachelor's Degree in Hydrelogy

Certificate in Project Management

CB Drivers Licenca

3. What then are the competency gaps? (If the jou holder possesses all the
necessary competencies, camplete No's 5 and 6.)

v Further Project Management Devalepment
v Further legisiative development (MFMP)
v Corporative Goyernance



v Advance in Microsaft Excsl

4. Actions/Training interventions to address the gaps/needs

| will be attending the workshops and zmrel on the following fizlds
¥ To attend continuous professional development courses
v Master's Degree'in Public Administration

v Advanced Project Mahagement

5. Indicate the competencies required for future career progression/development:

o [Endeavour to study and complete Master's Degree in Public Administration
» Affiliate to the relevant professional bodies

6. Actions/Training interventions to address future progression

»  Annual undertaking of continuolUs professional development courses,
workshops and seminars.
7. Comments/Remarks of the Incumbent
| will attend workshops, attend meeting, seminars and enral to further studies on the afore

mentioned. Skills transfer to my subordinates. Ensure that | equip myself with relevant tools
to lead the department and  to ensure better service delivery for eDumbe Municipality.

8. Comments/Remarks of the supervisor

The Mesans will be made available for the Director to attend the mentioned workshops and
courses depending on the availability of funds joining the professional bodies is encourages
as there are varies activities which intend to capacitate the members.

Agreed upon _;"‘H . /- ;’?;
Signature : T / -
Supervisor TV Ay zc ."/
Date LS /’f‘{ 7 /)_.j c /e
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Signature Az
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Incumbent 1 — =% =
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Date = WA,

Date of next review: / ‘JT e '/ 2y &
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SCHEDULE 2

CODE OF CONDUCT FOR MUNICIPAL STAFF MEMBERS

1. Definitions
In this Schedule “partrnier” means a person who pefmanently lives with another person ina
manner as if married.

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

(a) Layally execute the lawful policies of the municipal council.

(b) Perform the functions of office in good faith, diligently, honestly and in a transparent
mannar,

(c) Act in such @ way that the spirit, purport and objects. of section 50 are promoted.

(d) Act in the best interest of the municipality and in such a way that the credibility and
integrity of the municipality are not compromised. and

(2) Act impartially and treat all peaple, including other staff members. equally without favour
or prejudice.

3, Commitment to serving the public interest

A staff member of a municipality Is a public servant in a developmental local system. and
must aceordingiy

(&) Implement the provisions of section 50 (2);

(b) Foster a culture of commitment io serving the public and a collective sense of
responsibility for performance in terms of standards and targets,

(¢) Promote and seek to implement the basic values and principles of public administration
dascribed in section 195 (1) of the: Constitution:

(d) Obtaincapies of or Information abaut the municipality's integrated development plan and

as far as possible within the ambit of the staff member's job description, seek to
implement the objectives set out in the integrated development plan, and achieve the
performance targets set for each performance indicator,

(e) Participate in the overall performance management system for the municipality, as well
as the staff member's individual performance: appraisal and reward system.. if such exists,
in order to maximise the ability of the:municipality-as a whole to achisve its objectives.and
improve the quality of (ife af its residents

'
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4. Personal gain
(1) & staff member af a mimicioality may net—

(@) Use the position or priviteges of a staff member. or confidential information obtained as a
staff member for private gain or to improperly benefit ancther person.. or

(b} Take a dacision on behalf of the municipalify concerning a matter In which that staff
member, of that staff member's spouse, pariner or business associate, has a direct or
indiract personal ar private business interest.

(2) Except with the prier consent of the council of 2 municipality a staff memiber of the
municipality may net—

(a) Be a party to & contract for—

(i) The provision of goods or services to the municipality: or
(i) The perfarmance of any wark for the municipality otherwise than as a staff member;

(b) Obtain a financial interest in any business of the munieipality: or

(¢) Be engaged in any busingss, trade or profession other than the work of the municipality.

5. Disclosure of benefits

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

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

8. Unauthorised disclosure of information

(1) A steff member of a municipality may not without permission discloses any privileged or

gonfidential information obtain as a staff member of the municipaiity to an unauthorised
persan,

(2) For the pwpose of this item “privileged or confidential information” includes any
information—

(a) Determined by the municipal council or any structure or functionary of the municipality
to be privileged or confidential;

(b) Discussed in closed session by the council or 2 cemimittee of the council,
() Disclosurs of which would violata a parson's right to privacy, ar

() Peclared to be privileged, confidential or secret In terms of any law

20
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(3) This item, does not derogate from a person's right of acesss to infaormation in terms of
national legislation,

7. Undue influence
A staff member of a municipality may not—

(a) Unduly influence or attempt to nfluence the: council af the municipality, or a structure or
functionary of the council, ar & courcillor, with & view to obtaining any appointment,
promotion, privilege, advantage or henefit, or for a family mémber, friend or asscociate:

(b) Mislead or attempt to mislead the council, or a structure or functionary of the gouncil, in
its consigeration of any matter: or

(c) Beanvolved in a business venturs with a councillor withaut the prior written consent of the
couneil of the municipality.

8. Rewards, gifts and favours

(1) A staff member of 2 municpality may. not request, soficit or accept any reward, gift or
favour far—

(a) Persuading the council of the municipality. or any structure or functionary of the counail,
with regard lo the exercise of any power or the performance of any duty:

(b) Making a representation to the council, or any struciurs or functionary of the council,
(e) Disclosing any: privileged or confidential information: or
(d) Daing or not daing anything within that staff member's powers or duties,

(2) A staff member must withoul delay report to a superior official or to the speaker of the
council any offer which, if accepted by the staff member, would constitute a breach of sub

item (1).

9. Council property

A staff member of @ municipality may not use, take, acquire, ar benefit from any property or
asset owned, controlled ar managed by the municipality to which thal staff member has no
right.

10, Payment of arrears

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



11. Participation in glections

A staff mamber of 2 muricipality may not narticinate 1 an election of the coungll of the
munlicipality, other than in-an official capacity or pursuani to.any constitutional right,

12. Sexval harassment

A. staff member of a municipality may not embark on any action amouniing le sexual
harassment.

13. Reporting duty of staff members

Whenaver a staff member of 2 municipality has reasonable grounds for believing, that thers:

has been a breach of this Cade, the staff memtier must without delay report the matter to 2
superior officer or to the speaker of the council.

14, Breaches of Code

Breaches of this Code must be dealt with in terms of the disciplinary procedures of the
municipality envisaged in'section 67(1)(h) of this Act.

14.(A) Disciplinary steps

(1) A breach of this Code is & ground for dismissal or other disciplinary steps against a staff
member who has been found guilty of such a breach,

(2) Such other disciplinary. steps may include—

(a) Suspension without pay for na longer than three months:
(b) Demotion;

(€) Transfer to another post.

(d) Reduiction in salary, allowances or other benefits: ar

(e) An appropriate fine



CONFIDENTIAL

FINANCIAL DISCLOSURE FORM

|, theiundersigned (surname-an [nitials) Cele .S of

P 0. Box 12, Newcastle ,2240

(Postal address) and

19 Louis Trichardt Avenue, Barmy Hertzod Park. Newcastle 2940 (Residential address)
Employed as Director Infrastructure at the éDumbe

Municlpality hereby cerify that the following information is complete and correct to the best
of my Knowledge:

1. Shares and other financial interests (Not bank accounts with financial institutions)
Seg nformation shiget: Nofg (1)

Number of shares [ exient of | Nature Nominal [Name of Company or
financial interest value entity
N/A A N4 NAA

2. Directorships-and Partnerships
Ses information sheet: Note (2) _
Name of Corporate entity, partnership or| Type of

firm business | Amount of Remuneration ar
Income
Nr& NSA /A

7. Remunerated work outside the Municipality (As sanctioned by Council)
See Information sheel! Note (3)

Type of | Amount of Remuneration or
Name of Emplayer werk Income
/A /A A
Council sanction confirmed: P 7 f r
P T L2 T { -, =
Signature of Municipal Manager: __ . Date: _ -~ ‘»:’/ = =~k
i .z:

23 ; 1 6 / r:jt.)'



CONFIDENTIAL

8. Consultancies and retainerships

Ses information shegh, Note (4)

| Name of | Nature Type of business activity Value of benefits received
client _
N/A N/A. N/A N/A

5. Sponsorships

See infarmation sheet Nois (5)

Source of sponsorship Description of | Value of sponsorship
‘ sponsorship
NZA VA NEA

6. Gifts and hospitality from a saurce other than a family member

See Iinformahan sheel Note (6)

Description | Value T Source
N7A NZA NA
7. Land and property
Segiformation shizsf. Nofe (7)
Description Extent Area Value
Fropedy 1000m2 1 Newgastle Rg50 o0
)
SIGNATURE OF EMPLOYEE
DATE:
PLAGE: Gt [T s sty
4
¥ L . t:,,u
=50 At /'/ Ay {3



CONFIDENTIAL
QATH | AFFIRMATION

1. | certify that before administaring the oath/affumation | askad the deponent the following
questions and wrote down herfhis answars (n his/her presence:

(i) Do you know and understand the contents of the declaration?

Answer Yes

(i) Da you have any objection to taking the prescribed eath or affirmation?

Answer No

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

ATswer Yes

2 | certify that the deponent has acknowledged that she/he knows and understands the
contents of this declaratian. The deponent utters the following words® | swear that the
contents of this declaration are true, so help me God." /") truly affirm that the contents of
the declaration are trug”. The signature/mark of the deporient is affixed 1o the declaration
in my- presence.

Commussuoner of Oath [Justice of the Peace ]
Full first names &nd sumame; ;.-"Cﬁl—,‘é’v’ﬁ W fﬁﬁaf'f" SCI L1
(Block letters).

Designation (rank): 72\"({ - Ex Officio Republic of
South Africa _

, | 1,7
Street address of Institution: _ =% N lf Thi< g—*fr’\a!:,’:_' | AL AIETERSEL IRY

Hf=C

— SOUTH ACRICAN POCICE |~
Dater /6" LT T2 GOMILIMITY SERVICE CENTRE
Place: F’H i PETERSEURY ! onig ~U1- 05

Il PRULPIETE REBURG

/ A FULL-NATAL
L J

i

j". "

/
CONTENTS NOTED: MUN'?'PAL MANAGER
/! ; f.) )
pate:_ L3 /e /72 lE

i

/ f

i/

sop A T e



CONFIDENTIAL
INFORMATION SHEET FOR THE FINANGIAL DISCLOSURE FORM

The following notes is a guide to assist with completing the Financial
Disclosure form:

NOTE 1: Shares and other financial interests

Designated employaes are required to disclose the following details with regard to shares
and other financial interests held in any private or public company or any dther corporate
entity recognised by law:

« Tha 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 carporate entity; and

* The name of that entity.

NOTE 2: Directorships and partnerships

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

» The name and type of business activity of the corpoerate entity or parnership/s..and
» The amount of any remuneration received for such directorship or partnership/s,

Directorship includes any occupled pesition of director or alternative director. or by whatever
name the position is designated.

Partnership is a legal relafionship arising out of 2 contract between two or more persons with
the ohject of making and sharing profits.

NOTE 3: Remunerated work outside the Municipality (As sanctionad by Council)

Designated employees are réquired 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 amaunt of the remuneration received for such wark.

Remuneration means the recelpt of bensfits in cash or kind, and werk means rendering a
service for which the person receivas remuneration



CONFIDENTIAL

NOTE 4: Consultancies and retainerships

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

* The nature of the consultancy or retainer ship of any kind;
« The.pame and type of business aclivity, of the client concerned; and
« The value of any benefits received for such consultancy or retainerships,

NOTE 5: Sponserships
Designated empleyees are required to disclose the following detalls with regard to
Sponsarships:

* The source of the sponsership;
= The description of the sponsorship, and
+ The value of the 'sponsorship.

NOTE 6: 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 @ gift with a value in excess of R350.00,

» A description and the value of gifts from a single source which sumulativaly exceed
the value of R350.00Q in the relevant 12 month peried; and

» Hospitality Intended as a gift in kind.

Designated employees must disclose any material advantages that they received from any
source e g. any disceunt prices or rates that arz net available fo the general public, All
persenal gifts within the family and hospitality of a traditional or cultural nature need not be
disclosed

NOTE 7: Land and Property

Designated employees are required to disclose the following details with regard to therr

ownership: and ather interests in land and property (residential ar otherwise both Inside and,
outside the Republic):

= A description af the land er preperty;
= The extent of the land ar property,

= The area in'which it is situated, and
= The valle of interest.



