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PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

THE BELA-BELA LOCAL MUNICIPALITY

AS REPRESENTTED BY THE MUNICIPAL MANAGER

TG RAMAGAGA

{Herein and after referred to as the Employet)

AND

HB MASWANGANYI

(Herein and after referred to as the BEmployes)

OR THE PERIOD

01 JULY 2025 TO 30 JUNE 2026 FINANCIAL YEAR
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f. INTRODUCTION

1.1 The Employer has entesed into a contract of employment with the Employee fn terms of
section 57(1)(a) of the Lacal Goverament: Municipal Systems Acl No. 32 of 2000 (“the
Systems Act™). The Employer and the Employee are hereinafter referred to as “the

Parties”;

1.2 Sectien 57(1)b) of the Systems Act, read with the Contract of Biployment concluded

hetween the parties, requires the parties to conclude an anmtal performance agreement;

i3 The parties wish to ensure that they ate clear about the goals to be achieved, and secure the
commitment of the Employee to a set of outcomes that will secure local government policy

goals;

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

1.5 Inthis Agreement, the following terms will have the meaning aseribed thereto!

1.5.1  “Core competencies™ means competencies that cut across all levels of work i a
municipality and enhance contextualized leadership that guarantees service delivety
impact;

152  “Leading competeneies’- means competencies that are required to develop clear
institutional strategy, initiate, drive and implement programs fo achieve long-term
sustainable and measurable service delivery performance sesults;

1.53  “this Agrecment™ means the performance Agreement between the Employer and
ihe Employee and the Annexures thereto:

154 “lhe Maym™ means the Mayor of council appointed in terms of the Local
Government: Municipat Structures Act No. 117 of 1998;

155  “the Employee” means the Senior Technical Services  appointed in terms of
Scetion 56 (1) (8) (i) of the Local Government Municipal Systems Act No 32 of 2000

1.5.6  “the Employer”- means Bela-Bela Municipal Cowneil ; and

1.5.7 “the Parties” means the BEnployer and the Employee.
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1.5.8

L.

1.

I

i,

1.5.9

1.5.10

1.5.11

2. PURPOSE

Regulalions

58,0 Local Government Municipal Plamning and Performance Manegement
regalations, 2001

582 Locel Government: Municipal Performance Regulations for Municipal
Managers and Managers directly Accountable to Municipal Managers, 2006

5.8.3 Local Government; Regulations on appointment and conditions of employnent
of senior managers, (17 January 2014)

5.8.4 Local Government: Municipal Repulations on minimum Competency Levels,
2007, isswed in terms of the Municipat Finance Managemeont Act, No. 56 of
2003, as published under Government Notice No, 493 in Government Gazetle
No. 29967 of 15 June 2047

“Municipal Manager” - means a Municipal Manager or Acting Municipal Manager,
appointed in terms of section 54A of the Local Governiment: Municipal Systems Act
Mo. 32 of 2003,

“Senior Manager® — means a Manager directly accountable to Munioipal Menager,
appointed in terins of section 56 of the Local Govermment; Municipal Systems Act
No. 32 of 2003.

“Tovatuation Panel”- means the comemitice constituted for the purpose of evaluating
performance of the Municipal Manager and Managers directly accountable to the

Municipal Manager.,

OF THE PERFORMANCE AGREEMENT

2.1 The purpose of this Agreement is to:

911  Comply with the provisions of Section 57(1) (b}, (44), (4B) and (5} of the Act as well as the

employinent contract entered into between the paities;

2.1.2

2,14

Specify objectives in terins of the key performance Indicators and targets defined and
agreed with the employee and to communicate to the employee the employet’s
expectations of the employee’s performance and accountabilities in alignment with the
Integrated Development Plan (IDP), Service Delivery and Budget implementation Plan
(SDBIP) and the Budget of the municipality;

Give effect to the employer’s commitment to a performance-orientated relationship
with its employes in attaining equitable and improved service delivery.

Speoify accountabilities as set out in a Performance Plan, which forms an Annexure fo

the Performance Agreenent;
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2.1.5  Monitor and measure performance against set targeted outputs;

2.1.6  Use the Performance Agtesment as the basis for assessing whether the employse has
niet the performance expectations applicable to his or hex job;

21,7 Roward the Employee appropriately, in the event of outstanding performance;

2.1.8  Gilve effect to the employer’s commitment to a porformance-orientated rolationship

with its employee in allaining equitable and improved service delivery.

3 COMMENCEMENT AND DURATION

3.1 This Agreement wifl commence on (1 July 2025, irrespective of the date on which it was
signed by botl Parties, and will remain in force untif
30 June 2026 thereafter, 2 new Performance Agreement, Performance Plan and Personal Dave&oﬁment

Plan shall be concluded between the Parties for the next financial year or any portion thereof;

3.2 The Pavties will conciude a new Performance Agreement that replaces this Agreoment at least

once a yoar by not later that 31 of July of the succeeding financial year;

33 This Agreement will terminate on the termination of the Employec’s contract of employment

for any reason; and
3.4 The Pasties agree to review the provisions of this agreement dusing June each year

3.5 ¥ at any time during the validity of this Agreement the wotk envirenment aliess to tho extent
that the contents of this Agreement aro no longer appropriate, the contents must, by mutual agreement

between the Parties, immediately be revised,

4  PERFORMANCE OBJECTIVES

4.1 The Performance Plan {Annexure A) sels out-
4.11  The performance objectives, and fargets that must be met by the employee
412 “The time frames within which those performance objectives and targets must be met;
and :
413 ‘The Competencies comptising of the Teading Competencies and the Core
Competencies
42 The performance objectives, and targets reflected in Performance Plan are set by the
Employer in consultation with the Einployee and based on the 202572026 Integrated
Development Plan, 2025/2026 Service Delivery and Budget Implementation Plan (SDBIP)
and the 2025/2026 Budget of the Employer, and shall include:

4.2.1 Koy objectives: that describes the main tagks that nced to be done;
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422 Key performance indicators: that provides the details of the evidence (hat must be provided to

show that a key objective has been achieved;
423  Target dates: that describes the time frame in which the tacgets must be achieved; and
42.4  Weightings: showing the relative importance of the key abjectives to each other;

4.3 The Personal Development Plan (Annexure B) sels out the Employee’s petsonal development

requirements in line with the objectives and targets of the Employer; and

44 The Employee®s performance will, in addition, be measured in terms of contributions to the
pioy !

goals and strategies set out in the Employer’s Integrated Development Plan.
4.5 Disciosure of Eiancial Tnterests (Annexure C) set out the financial interests of the employee

5  PERTFTORMANCE MANAGEMENT SYSTEM

S The Employee agrees to patticipate in the performance management system that the Employer

adopts or introduces for the municipality;

5.2 The Employee accepts that the purpose of the perfonmance management systom will be to
provide a comprehensive system with speoific performance standards to assist the Employer,

management and municipal staff to perform to the standards required;

5.3 The Employer will consult the Employee about the gpecific performance standards that will

be included in the performance management system as applicable to the Employee;

5.4 The BEmployee undertales to actively focus towards the promotion and implementation of the
(KPAs), including special projects relevant to the employee’s responsibilities, within the local

government framework;

5.5 The criteria upon which the performance of the Employee shall be avsessed shall consist of two
components, Operational Performance in the form of key performance indicators (IKPIs) under specific
Key Performance Areas (KPAs) and Competencies: Leading- and Core Competencies, both of which

shall be contained In the Performance Agreement,

555 The Employce must be assessed against both components, with a weighting of 80:20 altocated
to the Key Performance Ateas (KPAs) and the Competencies: Leading- and Core Competencies

respectively.

559 Tach aren of assessment will be weighted and will contribute a spscific past to the total score.
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5.6

6.

KPAs covering the main areas of work will account for 80% and Competencies: Leading —and

Core Compelencics will account for 20% of the final assessment.

The Employee’s assessment will be based on his { her performance in terms of the key
performance indicator outputs / outcomes identitied as per atiached Performance Plan
(Annexure A), which are linked to the KPA’s, and will constitute 80% of the overall assessment

result as por the weightings agreed to between the Employer and Employee

Xey Performasnce Areas Weighting

1 | Basic Service and Infrastructive Development  § 7g0,

2 | tvlunicipal Institutional Development and o

- 10%
Transformation

3 | Local Beonomie Development (LED) 0%

4 | Municipal Financial Viability and Management | 10%

5 | Geod Governance and Public Participation 10%
6 | Spatial Rationale 0%
Tatal 100%

The XPA must constitute 100% and be converied to 80%

5.7 1n the case of managess directly accountable to the municipal manager, KPAs related to the
funclional area of the relevant manager, must be subject to negotiation between the municipal

manager and the relevant manager.

COMPETENCY FRAMEWORI

6.1 A person appointed as a senjor manager must have (he competencies as set out in this

framework. Focus must also be placed on the following key factors:

{a) Critical leading competencies that drive the strategic intent and direction of local

goverament;

! This competency Framework replaces reguiation 26 (8) of the Local Gavernment: Municipal Performance

Reguiations for Muhiclpat Managers and Managers direclly accountabla to Municipal Managers, (Government
Notice No. 805) as published in Government Gazelle No. 20089 of 1 Augusl 2008,
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(b) Core competencies which senlor managers ave expected to possess, and which drive
the execution of the leading competenciss; and

{e) The eight Batho Pele principles.

6.2 The competency framework consists of six leading competencics which comprise of hwenty (20)
driving competencies that communicate whal is expeoted for effective performance in local

govetnment.

6.3 The competency (ramework further involves six core competencies that act as drivers to ensure

that the leading competencies are executed at an optimal levet.

6.4 Competency Frameworl Structuve

6.4.1 The compelencies that appear in the competency framework are detailed below:

CRITICAL LEADING COMPETENCIES

Six (6) Leading Competencies Twenfy (20) driving competencies

Sirategic Dirvection and Leadership | o Impact and Influence

o Institutiona Performance Management
s Strategic Planning and Management
: . o {Qrganisational Awareness
People Management e Human Capital Planning and Development

i s Diversity Management
o Bmployee Relations Management
3 o Negotiation and Dispute Munagement

Program and Project Management |+ Program and Project Planning and Implenzentation
s Service Delivery Management

o Program and Project Monitoring and Evaluation
Finsncial Management s Budget Planning and Exscution
o Financial Strategy and Delivery
v Financial Reporting and Monitoring
Change Manageitient »  Change Vision aund Strategy
: e Process Design and Inprovement
¢  Change Impact Monitoring and Bvaluation
Govesnanee Leadership e Policy Fornulation
o Risk and Compliance Managemert

e Cooperative Governance

SIX (6) CORE COMPETENCIES

Moral Competence

Planning and Qrganising

Analysis and Innovation

Knowledge and Information Management

Communication

Results and Quality Foous
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7, PERFORMANCE ASSESSMENT

71 The Pesformance Plan (Annexure A) to this Agreement sets out:
7.1.1 The standards and procedures for evaluating the Buployes’s performance; and
7.1.2 The intervals for the evaluation of the Employee’s perfonmance;

7.2 Despite the establishiment of agreed intorvals for evatnation, 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 dochmented in a Personal Development Plan as well as the actions agreed to and

implementation must take place within sel fime frames;

7.4 The Employee’s performance will be measured in terms of contributions to the sfrategic

objectives and strategies set out in the Employer*s 1DP.
7.5 The Annval performance appraisal will involve:
% & | Assessment of the achievement of resulls as outtined in the Performance Dlan

() Fach KPA should be assessed according to the extent o which the specified standerds or
performance indicators have been met and with due regard to ad-Toe tasks that had to be performed

under the KPA

(b} Yalues are supplied for KPPs and Activities under each KPA as part of the Institutional
Assessment, Based on the Target for an activity or KPL, ovet or wnder performance ave ealenlated and
converted to the 1-5 point scale automatically. These scotes are carcied over to the applicable
employee’s performance plan, During assessment, the employee has a chance to submit evidence of

performance where a disagreement

(c) The Bmployee will submit his self-gvaluation to the Bmployer prior to the formal assessiient;

and
(d)  Anoverall score will be caloulated based on the total of the individual scores calculated above,
7.5.2 Assessment of the Leading Competencies and Core Competencics:

(a) There is ne herarchical connotation to the structure and all competencies are essential to the

role of a senior manager to influence high performance.
() All competencies must therefore be vonsidered as measu rable and oritical in assessing the levei of a
senior manager’s performance.
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(¢) The competency frameworle is undetscored by four (4) achievement levels that act as
benchmark and minimum requirements for other human capitel interventions, which are, recruitment

and selection, learning and development, succession and planning, and promotion,
753  Achievement Levels

4.5.3.1 The achievement levels indicated in the table below seives asa benchmatk for the appointments,

succession planning and development interventions.

7.5.3.% Individuals falling within the Basic range are deemed wnsuitable for the role of senior manager,

and crution should be applied js promoting and appolnting such persons.

7.5.4.3 Individuals that operate in the Superior range ars deemed highly competent and demonstrate an
exceptional level of practical knowledge, attitude and quality. These individuals should be considered

for higher positions, and should be earmarked for leadership programs and succession planming,

| Achicvement Levels Description

Basic | Applies basic concepts, methods, and understanding of local
govermnent operations, but vequires supervision and development

intervention

Cornpetent 2 Develops and applies more progressive concepts, methods and
understanding.

Plans and guides the work of others and excoutes progressive

analyses
Advanced 3 Develops and applies complex concepts, methods  and
understanding.

Iiffectively directs and leads group and executes in-depth analyses

Superior 4 Has a comprehensive understanding of local govermment
operations, cvitical in shaping strategic direction and change,

develops and applies comprehensive concepts ang mothods,
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154 COMPETENCY DESCRIPTION: LEADING COMPETENCIES
Cluster Leading Conpstencies Weight
Cowpetency Strategic Direction and 1.eadership' 19
Name
Competency | Provide and dircet 2 vision for the institution, and inspire and deploy others to deliver on
Definition the strategic institutional mandate.
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
o Understand s Givo ditection fo a|e Evaluateallactivities to | e  Structure and position the }
the teatn in realising the determine value  and institution to locat
institutional institution’s strategic alignment to strategic government priotities
and mandate and  set infent Actively  use  in-depth
departmental objectives s Display in-depth | knowledge and understanding
shiategic s [Mas a  posilive lcnowledge and | to dovelop and hmplement a
objectives, but impact and influshce undergtanding of | comprehensive  institutional
lacks ability to on the morale, strategic planning framework
inspire others sngagement and [« Align strategy and goals | o Hold self-accountable for

to achieve sef
mandate

s Describe how
specifie tasks
link to the
institutional
strategies but
has  limited
influence  in
directing,
sirategy

e Has a basic
understanding
of institutional
performance
managewmsnt,
but lacks the
ability to
intograte
systems 1nto a
collective
whole

» Demonsirate a
basic
understanding
of key
decision
makers

participation of team
menbess

o Develop actions
plans to execute and
guide strategy
implementation

o Assist in defining
performance
meastes to menitor
the progress and
effectiveness of the
institution

s Displays and
awareness of
institutional
structures and

political factors

o DBffectively
communicate
barriers to execution
to relevant parties

o Provide guidance to
all stakeholders in
the achievement of
the strategic mandate

o Understand the aim
and objectives of the
institution and relate
it to own work

across  all  functional
arens
Aoctively define

performance  Imeasures
o monitor the progress
and effectiveness of the
institution

Consistently challenge
strategic plans to ensure
relevance

Understand institniional
structures and political

factors, and the
colsequences of actions
Empower ofthers to
follow strategic

direction and deal with
comiplex situations
Guide the institution
through complex and
atnbiguous coneern

. Use understanding of

power relalionships and
dynamic tensions
among key players 1o
frame communications
and develop strategies,
positions and sltiances

steategy  execution and
resuits

Provide jmpast and
influence through
building and maintaining
strategic velationships
Create an environmenl
that facilitates loyalty an
ionovation  display =
superior level of self-
discipline and integrity in
aotions

Iitegrate varlous systems
into a collective whole (o
optimise institutional
performance
management

Uses understanding  of
compeling inferesis fo
manceuvie  successfully
to a win/win cutcome

11]2025 2026 Anmual Performance Agreement Senior Managev Techa jcal

Serviees

1

w




Cluster

Leading Competencies

Weight

Competency Nanie

People Managernont”

10

Competency Definition

Fiffectively manage, inspire and encowage people, respsct diversity, aptimiss

talent and build nature relationships in order to achieve institutional

objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Participate fu team goal [ e Seek o Tdentify ineffective | ¢ Develop and
setting and  problem opportunities o team and work incorporate  best
solving increase  fteam processes and practice  people
o Interact and collaborate contribution and recommend  remedial mavagement
with people of diverse responsibility interventions processes,
backgrounds o Respect and | » Recopnise and reward approaches  and
s Aware of guidelines for support the effective and desired tools across the
employee development, diverse nelure of behaviour institution
but requites suppert in olhers end be|o  Provide mentoring and j ¢ Foster a culture of
implementing awate of the guidance lo others in discipline,
development initiatives bepefits  of a order to  inorense responsibility and
divetse approach personal etfectiveness acoouniability
e Bffectively o TYdentify development |# Undesstand  the
delegate  tasks and leaming  nesds impact of
and  smpower within the team diversity in
others to increase e Build 0 work performance and
comiribution and cavirenment conducive actively
execule to sharing, innovation, incorporate a
finctions ethical behaviour and diversity strategy
optimally professionalism in the institution
o Apply relevant|e TInspire a oultwe of |° Develop
smployee performance excellence vomprehensive
Icgis]ation fﬂil‘ly by giving positive and integrated
and consistently conshuctive feedback to strategies and
¢ Facilitate feam the team approaches fo
gonl-setting and | o Achicve agreement or hran capital
problem solving consensus in adversarial development and
o Bffectively anvironments management
identify capacity | e Lead and unite diverse [ @ Actively identify
requirements {0 teams across divisions trends and predict
fulfil the strategic to achieve institutional capacity
mandate objectives requirements  to
facilitate unified
transition and
performrance
management
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Cluster

Leading Competencies

Weight

Competency Name

Progeam and Praject Management®

106

Competency Definition

Able to understand program and project management methodology; plan,

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

ohjectives

ACHIEVEMENT LEVILS

BASIC COMPETENT ADVANCED SUPERIOR
o Initiate projects after | e Establish broad | ¢ Manage multiple | ¢ Understand and
approval  from  higher stalkeholder proguams and conceptualise the
authorities involvement  and balance priorities long-term
»  Understand procedures communicate  the and conflicts implications  of
of program and project project status  and according to desired  project
management key milestones institutional goals autcomes
methodelogy, o Define the roles and | = Apply  offective | o Direct a
implications and responsibilities  of risk management comprehensive
stakeholder involvement the project team and | strategies through strategio  macto
e {nderstand the rational create clarity around | impact assessment and and micro
of piojects In relation to expectations pesource requirements analysis arud
the instilution’s stralegic [ ¢ Find a4  balanee | e Modity  project scope  projects
objectives between project scope and budgst accordingly  fo
= Document and deadline and the when  reguired realise
communicate factors and quality of without institutional
risk associated with own deliverables compromising the objectives
work o Tdentify appropriate quality and e Consider  and
o Use results and praject vesources to objectives of the initiate  projects
approaches of successful fucilitate the project that focus on
project  implementation effective complation | ¢ Tnvolve top-level achievement of
as ghide of the deliverables authorities  and the  fong-ferm
o Comply with relevant objectivas
statutory stokebolders  in {e Influence people
requirements  and seeldng  project in positions of
apply nolicies it a buy-ir authority to
consistent manner | o Identify and apply implement
e Monitor  propress contemporary outcomes of
and use of resources project projects
and make needed management o Lead and direct
adjustments to methodology translation of
timelines, steps, and | ¢ Influence and policy into
resource sllocation motivate  projecl workable  action
team to deliver plans
exoeptional results { e Ensures that
a  Monitor  policy progeatns are
implementation monitored o
and apply fragk  progress
procedures to and optimal
wanage risks rgsource
utitisation, and
that adjustments
are  made as
needed
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Cluster Leading Competencies Weight
Competency Financial Manapgement! %0
Name
Competency Able to compite, and manage budgets, control caslt flow, institute financial
Definition tisk management and administer procurement processes in accordance
with recognised financial practices. Further to ensure that all financial
tratisactions are managesd in an ethical manner
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPTRIOR
e Understand o  Lxhibit konowledge [ o Take active | e Develop
- basle financial of general financial ownership of planning  tools
coneepts  and concepts, planning, planning, budgeting, to assist in
methods  as budgeting, and and forscast evaluating and
they reslate to forecasting and how processes and moaitoring
institutional they interrelate provides  credible fature
processes and i e  Assess, identify and answers (o queries expenditure
activities manage  finaneial within owinl {rends
e Display rigks responsibility o Set budget
awarensss into | ¢  Assume & cost|e Prepare budgels that frameworks for
the  vatious saving approach fo are aligned to the the nstitution
SOUICEs of financial strategic objectives [e  Set  sirategic
financial data, Inanagement of the institution direction for the
reporting s Prepare  financiat | ¢ Address complex institntion  on
mechanisms, reports  based on budgeting and expenditure and
financial specified formats financial other financial
gOVernance, o Congider and inanagement processes
processes  and undetstand the concerns ¢ Build and
systems financial e Put systems and nutare
e Understand the inplications of processes in place to parfnerships to
importance of decisions and enhance the quality improve
financial suggestions and  integrity of financial
accountabiiity |s  Ensure that financial management
o Understand the delegation and management and achiove
importance of instructions as practices finanoial
asset control required by National | » Advise on policies savings
Treasury guidelines and procedures 1 o Actively
are reviewed an regarding assct identify and
uppated control iinplement new
o Jdentify and | ¢ Promote  National mothods to
implement  proper Treasuty's improve asset
monitoring and reguiatory control
evaluation practices framework for [ Display
to ertslie Financial professionalism
appropriate Management in dealing with
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Clugter Leading Competencies Weight

Cuompetency Financial Management! 20

Name

Compeotency | Able to compils, and manage budgets, contro] cash flow, institute financial

Definition visk management and administer procurement processes in accordance
with recognised financial practices. Further to snsure that all financial
transactions are managed in an ethical manner

ACHIEVEMENT LEVELS

BASIC . COMPLTENT ADVANCED SUPERIOR
spending  against financial  data
budget and procasses
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objectives  and
goals

Cluster Leading Compstencies Weight
Competency Change Leadership’® 10
Name
Competeucy Able to direct and initiate institutional transformation on all levels in order
Definition fo successfully drive and implement new initiatives and deliver
professional and quality services to fhe comumunity
ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR

o Display an | e Perform an {» Actively monitor [+ Sponsor change
awareness  of analysis of the change Impacl and agents and
change change, impact results  and  convey create a
interventions, on the social, progress to  relevant network of
and the benefits political and stakeholders chauge leaders
of sconamic o Secwe buy-in and who suppott the
transformation environment sponsorship for change interventions
initiatives e Maintain  calm initiatives o Actively adapt

¢ Able to identify and focus doving | = Continuously  evaluate eurvent
basic needs for change change strategy and siructures  and
change e Able fo assist design and  introduce processes 1o

o Identify gaps team  membess new  apploaches fo incorporate the
between  the during  change enshance the institution’s change
current and and keep them effectivensss interventions
desired state focused on the |e Build and nurute e Mentor  and

o ldentify doliverables relationships with guide team
potential ik | Volmteer  to vavious stakeholders to members on the
and challenges lead change establish strategic effect of
to ‘ efforts outside of alliance i facilitating change,
transformation, own work team change resistazce
ineluding o Able to gainle Take the lead in factors and how
resistance  to buy-in and impactful change to integrate
change factars approval for programs change.

o Participate  in change  from | »  Benchmark change | ® Motivate  aud
change relevant interventions  against inspire  othets
programs  and stakelolders best change practices around change
piloting change | Identify change | e Understand the impact initiates
interventions yeadiness levels and psychology  of

e Understand the and assist in change, and  put
impact of resolving remedial  interventions
change resistance to in place to facilitate
interventions on change factors effective transformation
the institution je Desipn change | o Take caleulated risk and
within the interventions seek new ideas from
broader scope that are aligned best practice scenarios,
of  Local with the and identify  the
Government institution’s potential for

strategic implementation
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Cluster Leading Compelencies Weight
Competency Name ; Governance Leadership® 10
Compelency Able (o promote, direct and apply professionalism in managing risk aud
Definition compliance requirements and apply a thorough understanding of governance
practices and obligations, Fwither, sble to dircet the conceptualisation of
rolevant palicies and enhance coaperative governance relationships
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Display a basic |e Display ale Able to link risk |e Demonstrate a  high
awareness of risk, thorough initiatives Into ley level of commitment in
compliance and understanding instifutional complying with
governance of pgovernance objectives and governance
factors but require and risk and drivers requirenients
guidance and compliance e Jdentify, analyse and | ¢ Implement governance
development  in factors and measure risk, oroate and compliance
implementing impleinent plans valid risk, ocroate strategy fo  ensure
sitcl requirements 1o address these valid risk forecast, achisvement of
& Understand  the [ Demonstrate and map risk profiles institutional objectives
structure of understanding [ e Apply risk control within the legislative
cooperative of the | ethodology  and feamework
government  but techniques  and approaches fo{e Able to advise Local
requires guidance processes  for prevent and reduce Government  on rigk
on fostering oplimising risk rigk that impede on Inanagement strategies,
workable taking decisions |  the achiovement of bost practice
relationships within the institutional terventions and
betwesn institution objeclives compliance
stakehotders o Actively drive | = Demonslrate a management
o Provide input into policy thorough e Able to forge pasitive
policy formulation understanding of risk relationships on
formulation within the retention plans governauce level 1o
institution to] e Identify an enhance the
shsre the | implement effectiveness of Local
achievement of comprehensive  pisk Government
objectives management systems | ¢ Able to shape, diroct
and processes and drive the
o mplement and Tormulation of policies
monilor and on 4 maoto lovel
formulation of
policies, identify and
analyse  consiraints

and challenges with
implementations and
provide
recontmendations Tor
improvement
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755 COMPEYENCY DESCRIPTION: CORLE COMPETENCIES

Cl-ustcr

Cose Competeneies

Weight

Competency Name

Moral Competence!

5

Conipetency Definition

Abls to identify moral triggers, apply reasoning that promotes honesty and integrity
and consistently display behaviour that reflects moral competence

ACHIEYEMENT LEVELS

Apply
principles  consistently fo
schieve moral decisions

BASIC COVMIPETENT ADVANCED SUPERIOR
e Realisethe impactof | ¢ Conduc{ seif  in|o Identify, develop, and apply { ¢ Create an
acting with integrity, alignment witls values measures of self-corrsction ehvironment
but requires of Local Government | s Able lo gain trust and conducive of
guidance and and the institution respect through  aligning moral practices
development in|e Abfe to openly admit actions with commitments | ¢ Actively
implementing own inistakes and |e Make  proposals  and develop  and
principles weaknesses and seek tecolmmendation  that are implement
o Follow basic rules agsistance from others transparent and gain the measures o
and vepulations of when unable to deliver approval of  relevant combat  fraud
the institution o Actively report stakeholders and corruption
o Able o identify fraudulent and activity | ¢ Present values, beliefs and o Set  integrity
basic moral of corruption within ides that are congruent with standards  and
situations, but loeal governmett the  instilution’s rules and shaved
requires  guidance | o Understand and regulations accountability
and development in haonour the |e Take an aciive siance measures
understanding  and confidential nature of against  corruption  and BCIOSS the
reasoning with moral matters witheut dishonesty when noted institutien o
Intent. sesking personal gain {o  Actively promote the value support  fthe
o Able to deal with of the institution to internal objectives  of
siluations of confliet and external stakeholders local
of intersst promptly {e  Abls (o work in unity with a government
and in the best inferest team and not seek personal | ® Take
of local goverwment gain responsibility
° wniversal  moral for awn actions

and decisions,
even if the
COLSEGUERTES
are

wnfavourabie
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Cluster Core Competencies Weight
Competeney Name Planning and Organising? 5
Competency Definttion | Able to plan, priotitise and organise itformation snd resources effectively to
snsure the quality of service delivery and build efficient contingency plans to
manage risl
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Able to foliow basic o Actively and | e Able to define | e Focus en broad
plans and organise tasks appropriately institutional objectives, strategies  and
around set abjectives organise develop comprehensive initlative  when
o Understand the process information and plans, integrate and developing plans
of planning and resources  required coordinate  activitles, and actions
organising but requires for a task and assign appropriate [ Able to project
guldance and | o Recoguise the resources for successtul and forecast
development in urgency and implementation short, medivm
providing  detailed and imporiance of fasks L e Identify in  advance and lfong lerm
comprehensive plans o Balance shori and stages and actions to requirements  of
: o Able to follow existing long-term plans and complete tasks and the  institution
plans and ensure that goals and projects and local
ohjectives are met incorpotate into the [ o  Schedule realistic governmeit
e Focus on shost tenn feany’s performance timelines, objectives | o Translate policy
objectives it developing objectives and milestones for tasks into relevant
'1 plans and actions o Schedule tasks to and projects projects to
s Arrange information and ensuve they are | = Produce clear, detailed facilifate the
resaurces required for a perfonned  within and  comprehensive achisvement of
task, but reguire finther budget and  with plans  to  achieve institutional
structure © and efficient use of time institutional objectives objective
organisation and resources o Identify possible risk
o Measure  progress {actors and design and
and tnonitor implement appropriate
performance results contingency plans
s Adapt plans in light of
changing
circumstances
! o Priovitise tasks and
L projects  according to
their relevant urgency
| and impartance ]
192025 — 2026 Annual Performance Agreement & e u ior Blanager Tevhnicul \"\}5
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Cluster

Core Compelencies

Weight

Competency Name

Analysis and Innovation®

tasls within own
function

o Propose simple
ramedial
interventions  that
marginally
challenges the
status quo

e Listen to the ideas
and perspectives of
othiers and explore
opportunities to
enhance such
imovative thinking

into manageable patts
and identify sofutions
Consult internat and
external stakeholders
on opporiunities  to
Improve  processes
and service delivery
Clearly communicate
the benefits of new
opportunities and
imnovative  solutions
to stakeholders
Continously identify

opporlunities to
enthance internal
processes

Tdentify and analyse
opportunities
conducive 0

innovative approaches
and propose remedial
intervention

e Identify
solutions o
varlous areas in
the institution

¢ Formulate and
implement new
ideas
thronghout  the
institution

e Able to gain
approval  and
buy in  for
proposed
intervertions
from  relevant
stakeholders

o Identify {rends
and best
practices in
process and
service delivery
and  proposs
ingtitutional
application

s Continvously
ahigags in
yesearch o
identify client
needs

Competency Able to critically analyse information, challenges and trends to establish wid
- imptement fact-based solulions that are innovative fo improve institutional
Definition ) \ ] , Lo
processes in order to achicve key stralegic abjectives
ACHIEVEMINT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
o Understand the | ¢ Demonstrate logical [ e  Coaches  tem {o Demonsirate complex
basic operation of problem solving members  on analytical and problem
analysis, but fack techniques and analytical and solving approaches and
detail and approaches and innovative technigues
thorouphness provide rationale for approaches wiid j e Creats an environment
s Able fo balance recomuendation techniques conducive to analytical
indepondent s Demonstrate s FEngage  with and fact-based prablem-
analysis with objectivity,  insight, approprlate solving
requesting and thoroughnsss individuals  in [e  Analyse, recommend
agsistance from when analysing analysing  and solutfons and monitor
others problems resolving trends in key challenges
o Recommend new |® Able to hreak down complex to prevent and mauage
ways to  perform complex  problems problems pecurrence

o (reate an envirenmeni
that fosters innovative
thinking and follows &
learning  organisation
approach

e Be a thought leader on
innovative  customer
service delivery, and
process optimisation

e Plan an aciive role in
sharing best practice
solutions and engage in

national and
international local
povernment  seminars

and conferences
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Cluster Core Competencies Woight |
Competency Knowledge and Information Management! 5
Name
Competoney | Able to Promote the generation and sharing of knowledge and information through
Defimiiion vartons processes and medis, in order to enhance the collective knowledge base of local
government
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
o Collest, o Use  approptiate | o FBffectivoly  prediot jo  Creale and support & vision
cateporise and information future information and and culture  where team
track relevant sysfems and knowledge members are empowered to
information technalogy to management seek, pain and  share
required  for marage requirements and knowledge and information
specific fasks institutional ‘systems . o Hstablish partnerships across
and projects lmowledge and |« Develop  standards tocal government to facilitate
s Analyse sand information shaving and processes to meet lnowledge management
interpret e Bvaluale date from future knowledge [« Demonstrate a mafure
information fo vatrious sonrces and managenient needs approach to knowledge and
draw use  informatlon | o Share and promote information sharing with an
conclusions effectively 0 best-practice abundance  and  assistance
o Seel new influence decisions knowledge approach
sources  of and provide management across | s Recognise  and  exploit
information to solutions vartous institutions knowledge points in
morease  the [ s Actively create |« Establish  accurate interactions with internal and
knowledge mechanisms  and neasures and external stakeholders
base structures for monitoring  systems
s Regulacly sharing of for knowledge and
share information information
information o Use oxternal and management
and internal  resonrces e Creale a  culture
fnowledge o research and conductive of learning
with  internal provide  relevant snd knowledge
stakeliolders and  cuiting-edge sharing
and tean knowledge toje Hold regular
metnbers cihatice knowledge and
institutional information  shaving
effectiveness  and sessions to elicit new
efficiency ideas and share best
practice approaches
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Cluster

Cove Competencies

Weight

Competency Name

Communication’

Competency Able to share information, knowledge and ideas in a clear, focused and concise
i manner appropriate for the audience in order to effectively convey, persuade and
Definition .o } ) .
influence stakeholders to achieve the desired outcomne
ACHIDVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
o  Demenstrate an { e Bapressideasto | o Effectively o Ragarded as a specialist in
understanding  for individuals and communicate higl-risk nepotiations and
communication groups in and sensitive matlers to representing the institution
levers and fools formal and relovant stakeholders  |e  Able to  inspire and
appropriate for the informal » Develap a well-defined motivate others through
audience, but seltings ju &8 commuication positive  communication
requires puidance manner that is strategy that is fmpactful  and
in wiilising such interesting and ;o Valance political refevant
tools motivating perspeclives willi ] & Creates an environment
o Bxpress ideas ina e Able to institutional needs conducive to transparent
clear and fooused understand, when communicating and productive
anner, but does tolerate  and viewpoints on complex comimunication and critical
pot aiways take the appreciate issuos and appreciative
needs of  the diverse s Able fo effectively conversations
andience into perspectives, direct negotiations | ¢ Able  to coordinate
cansideration mtitudes  an arotid complex nepotiations at  different
o Disseminate and believes matters and arrive at a levels  within local
conysy o Adapts win-win situation that government and externally
information  and communication promotes Batho Pele
knowledge content  and principles
adequately style to suit the Lo Market and promote
audience  and the institution to cternal
facilitate stakeholders and seek
aptimal to enhance a jpositive
information image of the institution
transter o Able to communicate
s Deliver content with the media with
in & manner that bigh levels of moral
gains  support, compslonce ad
commitraent discipline
and agreement
from relevant
stakeholders
o Compile clear,
focused,
concise  and
well-structures
written
| documents
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Cluster Core Competencies Weight
Competency Results and Quality Focus® 5
Name
Conipefency Able to maintain high quality standards, focus on achieving results and objectives
Definition while consistently striving to exceed expectations and encouvage others to meel
! quality standards, Further, to actively monitor and measure resulis and quality
apainst identified objectives ]
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPLRIOR

o Understand

quality of worls

but requir

puidance

attending
impoytant
matters

es
in
o

e Show a basic

commitment

to

pchisving  the

correct results

s Produce the
minimum  level
of results
required in the

role
e Produce

outcomes that is

of 2o good
standaids

o Tocus on the
quantity of
output but
requires
development in
incorporaling
the quality of
wark

¢ Foous on high
priority actions
and doss not
become
distracted by
lowel-pilority
activities

s Display firm
commitment
and price in
" achieving the
correct resnlts

s SBet  quality
standards and
design
processes  and
tagks  around
achieving  set
standards

¢ Produce ouiput
of high quality

o Able to
balance  the
quantily  and
quality of
results iy order
to achieve
objectives

Produce guality
work in general
circumstances,
but fails to meet
expectation
when under
pressure

Mositors
progress,
quality of
wotk, and use
of resources;
provide status
updates, and
male
adjustments as
needed

Consistently verify own ;e
standards and ontcomes to to
ensuro guality ontput
Focus on the end resultand | ¢
avotds being distracted

Demonstrate a determined
and committed approach to

Develop

achieving  results  and |e  Commit to exceed the
quality standards results  and  quality

Follow task and projests
through fo complstion

Set challenging goals and
objectives to self and feam
and digplay commitment to
achieving expectations °

tequired

Maiatait a focus on quality ambitious and
outputs when placed under challenging team goals,
plessure communicating  long-
Establishing  institutional and  short term
systers for managing and expectations

assigning work, defining | °©
responsibilities, tracking,
monitoring and measuring | ©
success, evaluating and
valuing the work of the
institution °

Coach and guide othets
excecd
standards and resutes

client-focused goals and
sets high standards for
personal performance

standards, monitor own
performance and
implement

interventions

Work with team fo set

Take appropriate risks
to accomplish goals
Overcome selbacks and
adjust action plans to
realise gosls

Fogus people on critical
activities that yield a
high impact

guality

challenging,

remedial
when
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8.3 The assessment of the performance of the Employee will be bused on the following rating scale for

KPls and Leading Competencies and Core Competencies:

Outstanding

Performance

Performance far exceeds fhe standard expected of an employee at th:s"
fevel. The appraisal indicates that the Employee has achieved above
fully effective results against all performance criteria and indicators as
specified in the PA and Performance Plar and matntained this in all

areas of responsibility thronghout the year

Perforinance
Siguificantly
Above

‘Bxpectations

Performance is significantly higher than the standard expected in the
job. The appraisal indicates that the Employes has achieved above
fully effective vesulis against more than half of the performance

criteria and indicators and fully achieved al others throughout the year

Fully Hffective

Performance fuily meets the standards expected in all areas of the job.
The appraisal indicates that the Employee has fully achieved effective
resuits apainst all significant performance criteria and indicators as

specified in the Performance Agreements and Performance Plan.

Not
Effactive

Fully

Pesformance is below the standard required for the job in key arcas.
Performance meets some of the standards expected for the job, The
reviewlassessment indioates that the employee has achieved below
fully effective results against more than half the key performances
oriteria and indicators as specified in the Performance Agreements and

Performance Plan,

Unaceeptable

Performance

Perfarmance 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 performance oifteria and
indicators as specified in ihe Performance Agreements atud
Performance Pian. The employee has failed to demonstrate the
comnitment or ability to bring performance up to the tevel expected

in the job despite management efforls to encourage improvement,
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8. For purpose of evaluating the performance of the Employee for the mid-year and yeur-end reviews,

an cvaluation panel constituted of the following persons will be established:

8.1 Municipal Manager

8.2 Chairperson of the Performance Audit Committee (PAC) or the Audit Commitice {AC) in the
absence of a performence audit committee

8.3 Member of the Mayoral or Fxecutive Commitiee or in respect of & plenary type municipality,
another member of Counsil.

8.4 Municipal Manager from another municipality; and

8.5 The manager responsible for human resources of the municipality must provide secrotatiat services

to the evaluation panels.

9, SCHEDULL FOR PERFORMANCE REVIEWS
9.1 The performance of the Employee in relation to his performance agreement shall be reviewed
on the following dates with the understanding that reviews in the third querter may be verbal if

performance is satisfactory:

Quarter Review Period Anticipated Review Dates
1 01 July 2025 — 30 September 2023 31 October 2025
2 01 Octobor 2025 ~ 31 December 2025 31 January 2025
3 01 Jenuary 2026 — 31 Mareh 2026 30 April 2026
4 01 April 202026 — 30 June 2026 31 July 2026

9.2 The Employer shall keep a record of the mid-year review and annual assessmont meetings;

93 Performance feedback shall be based on the Employer’s assessment of the Employee's
Y

performance;

94 'The Employer will be entitled to review and make reasanable changes to the provisions of
Antexure “A” from time to time for operational reasons. The Employee will be fully consuited before

aay such change is made; .

9.5 The Employer may amend the provisions of Annextire A whensver the performance
management system is adopted, implemented and / or amended as the case may be, Iy that case the

Employee will be fully consulted before any such change is made.
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10, DEVELOPMENTAL REQUIREMENTS

10.1 The Pessonal Development Plan (PDP) for addressing developmental gaps is attached as
Annexare B, Such Plan may be implemented and/or amended as the case may be atler gach
assessment. In that case, the Employee will be fully consulted befors aty such change or plan is

made,

11. OBLIGATIONS OF THE EMPLOYER
11.1 The Employer shall:

11.1.1 Create an enabling environment to facilitate effective performance by the Employee;
11.1.2 Provide access to skills development and capacity building opportunities;

11,13 Work collahotatively with the Employee to solve problems and generate solutions to coimmon

problems that may impaot on the performance of the Fanployee;

1i.1.4 On the request of the Employee, delegate such powers reasonably required by the Employee
to enzble him /7 her to meet the performance objectives and targets established in terms of this

Apreement; and

11.1.5 Make available to the Employee such resources as the Bmployee may reasonably require from
time to time assisting him/her to meet the performance objectives and targets established in terms of

this Apresment.

12. CONSULTATION _
12.1  The Employer agrees to consult the Employee timeously where the exorcising of the powers

will have amongst others:

12.1.1 A direot effect on the performance of any of the Empleyee’s fonetions

12,12 Commit the Emplayee to inplement or to give effect to a decision made by the Employer
12,1.3 A substantial financial effect on the Employer

12,2 The Employer agrees to inform the Employee of the outcomre of any decisions taken pursuant to
the exercise of powers contemplated in 1.1 as soon as s practicable to enable the Employee to take

any necessaty action withoul delay.
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12,3 MANAGEMENT OX EVALUATION OUTCOMES
123.1 The evaluation of the Employee’s performance wilk form (he basts for rewarding outstanding

performance ar correcting unacesplable performance.

12.3.2 A performance bonus of 5% to 14% of the all-inclusive annual remuneration package may be

paid to the Employee in recognition of outstanding performance to be constituted as Tollows:
1233 A score of 130% to 149% is awarded a performance bonus ranging from 5% to 9%; and
1994 A score of 150% and above is awarded a performance bonus ranging from 10% to 14%.
12.3.5 Inthe case of unacceptable performance, the Employer shalk:

1226 Provide systematic remedial or developmental support to assist the Employee to improve his

or her performance;

12.3.7 After appropriate performance counselling and having provided the necessary guidance and/ or
support a5 well as reasosable time for improvement in performance, the Employer may
congider steps to lerminate the confract of employment of the Employee on grounds of

unfitness or incapacity to carry out his or her duties.
12.4 DISPUTE RESOLUTION

L Any disputes about the nature of the Employee's perfornance agresment, whether it relates
to key responsibilities, priorities, methods of assessment andfor salary increment in the

agreement must be mediated by-

a) In the case of the Managers divectly accountable fo the Municipa) Manager the
Txeontive Mayor or Mayor within-30 days of recelpt of a formal dispute from the

simployee, whose decision shall be final and binding ot both parties,

ii.  Any disputes about the outcome of the Employee’s performance evaluation must be

mediated by-

b In the case of the Managers divectly accountable to the Municipal Manager a
member of the municipal council, provided that such momber was not part of the
evaluation patel provided for in sub regulation 27 (4) (&), within 30 (Thirty) days
of feceipt of a formal dispute from the Employee, whose decision shall be final and

binding on both Parties.
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13, GENERAL

{1.1  The contents of this agreement and (he outcome of mny review conducted in terms of

Annexure A may be made available (o the public by the Bmployer;

132 Nothing in this agreement diminishes the obligations, duties or aceountabifities of the
Employee in terms of hisf her contract of employment, ot the effects of oxisting or new regulations,

circulars, policies, directives or pther instrametts.

- v
Thus _donme and signed ut(f\??ejq"%e[ﬁ‘ion this the..f;)’,..ﬂ;f.). ..... day of

AS WITNESSLS:

Senior Manager Teehnical Services

Thus doue amd  signed at..b, T reTerienas et eeran .on  ihis ‘{he...a.j...'.day of

rjb&‘-'azozs

AS WITNESSES:

&

Municipal Manager
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COMPONENTS OF THE PERFORMANCE PLAN

Purpose

Koy Performance Areas

Strategic Intent

Key Performance Indicators
Assessment Rating Scales
Performance Assessiient Process
Approval of the Performance Plan

R R

1. PURPOSE

The performance plan outlines the Council's performance expectations of the employee and the is a
slrategic intent to ensurs thal the development prioritiss and objectives as set in the Municipal
2025/2026 Integrated Plan (TDP) and the Key Performance Indicatoss and targets in the Municipal
2025/2026 Service Delivery and Budget Implementation Plan (SDBIP) are achieved through
operational initiatives.

2, KEY PERFORMANCE ARTAS

The strategic Objectives of the Municipality are informed by the following ey Performance Areas as
outlined in the Local Government: Muricipal Planning and Performance Management Regulations
(2001)

2.1 Basic Service Delivery and Infrastructure Development
2.2 Local Economic Developinent

2.3 Municipal Financial Viability

2,4 Municipal Institutional Development & Transformation

2.5 Good Governance and Public Participation

2.6 Spatial Rationale {(Added)

3, STRATEGIC INTENT
Vision:

“We are the prive agricultural hub and eco-tourism destination of cholce™

Mission;
Our mission is to constantly strife towards the achievement of:

o An effective and efficient service delivery underpinned by
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o Stakcholder driven economic development and growth that fosters

o Sustainable job creation epportunities of commuiiies within
o A safe, licalthy and prosperous environment.

Values:
Bela-Bela municipatity commits itself to adhere to the municipal core policies and values which are:
o Accountability

e Faimess
o [ffectiveness

e Commitment
s Honesty and sincerity
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7, PERFORMANCE ASSESSMENT PROCESS

The following steps will be followed to ensure a fully participative and complatnt performance ussessment process
is adivered to;
{. Performance Asscssments

1.1 Formal assessments betiveen employee aid empioyer witi take placa lwice n year [0 mensure the

performance of the cmployee agalnst the apreed performancs targsts.
1.2 Progress pgaivst the targels wilf be captured In preparation for lhe assessments.
1.3 Scores of -5 will be coloulated based upon (e progress oguinst largels.

1.4 Key Performance Indicators (IKPT's) and targets are audiled nud copied to the performance pien before

the assessment date,
1,5 Tho employer must keep records of e ngsessment meetlngs,
9. The employee being asscssed will complle a portfolio of evidenco confirming the tevst of perforiinee
achieved for a given assessmet period and made avaitable to the panel on sequesl.
3. The processdeicrmining employes raling is as follows:

3.1 The employes to motivate for e highes rating where applicabic

3.2 The panel ta rate the achlevements for the KP1 are ona 5 point sonie, Decimal places can be used.

3,3 ‘The panel o sofe the employee's core competency requirernents (CCR) on the 5 point scale, Decimal
piaces can be used.

3.4 The pauel scores are pveraged lo arrive ot & tolal scose per P/ CCR, Overal} scores are: calculated
by taking weights into account where applicable.

3.5 The final KPA's rating will nccount far 80% of the final sssessment total. The CCR are (o aeccunt
for 20% of the finel assessmenl folat.

4 The five polot rating sesle referred to in regulation 805 correspand as foliows:

— T A [ 5]

5, The assessment raling caleutatos Is used to cateulate the ovesall %, for performance.
6. Thepersonsl developiaent plas can be (PDF) can Iie reviswed after the performance sssessments had been
[inndised in cuse where mote clarity has been established on whot the essenlial development needs for the

relevant employes will be.
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8 APPROVAL OF THE PERFORMANCE PLAN

This sorves as a commilment belween the employer and the employee {hat thay will work together and support eacli ather while strupgling to
aokieve the goals of the Municipality a5 well os the personnel growdh and development of (he employee, ’

On behalf of lhe Muniipality, 1 undertake lo cosure that a work g1 herewilh conform that ¥ understand the stralegic importance of
envitonment condueive for excellent employse  performance s § my posllionwhh]nﬂwbrouderorganisutlou,Efurl‘ncrmm’e confiro

ectablished and maintained, As suoh, T undertake to Jewet to the best of | that | understand the purpose afmy positicn, as well as the erlteria
my bility, communicete comprehensively, and empower manigers and || on which wy performance wilt be eyaluated at lenst Lwice per
employees, Enuployeos wilt have necess Lo ongoing lenrning, will be § anaum. As such k therefore commit Lo do my ntmost to work up to

conched, and wiil bs assisted to efealy undersiend what is expested of | theso expectations, [ hereby ngeept this plon,
them, and herewith approve this performancs plan.

Date:

2% |07 l?ﬂi”%

Date: ‘
9 oﬂ 2018
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DISCLOSURE OF FINANCIAL INTERESTS FORM: ANNEXURE C

Manager Teehnieal Services
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1

FINANCIAL DISCLOSURE FORM FOR 20252026 FINANCIAL YEAR

1, the undersigned (surname aad initials)

oG Ay H B \

Pastal Addresy ?C} Q)DX ”q 14
Pepador_Park, Pelolbane

011LA

Residential Address «Zq PYW(&SDOQ-{NQ ‘{ E}QLA”‘ Q) E;Lﬂ‘ ;044;0 E
i

E

Pogition held l
GEN|OR MANRGER: TECHNICH SERVICES il

Namne of Municipality

teinBELA LOCAL  MUNCIPALITY

¥

|
[ |
'E‘e]cplmncN\lil\&le:'@ﬂna6 ?poo /_‘m fax Numbcr#._f__ﬂ_%_"___ i

Hereby certify thnt the following information is complete nad correct fo Ihe best of my knowledge:
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1. Shares and ether finnncinl interests (Not banl aceownts with finauclnl institutions.)

Yea informalion sheel: vote (1)

Nuunber of shares/Bxtent of | Natore

f{inancial interests -
Orsor THZALD

i
!
I
i
]
b
l
i
i
|
Nenieal Volue Mame of Company/Entity !

2, Interest in n Trust
\i Amount of Remuneration / Income 1
1 Name of Trust
L A
| R
. L
3, Directorships and partnerships
Ses information sheet: note {3)
—Eﬁfc of corporate entity, parliership or Typo of business ﬁmﬁt of Remuneration/
| [Ab Cmsulding  fpartd Doue ond e f.0:00
|| MSANGD GNGuUiRNG oSy [¥ng_Grggers |R.0-00
L lee PRecirus WB  [EUNT MARAGENENT Ro:-00

4.  Remunerated worl outside the Msticipatity

Must be sanetioned by Councll, See Information sheot: sote {4)

Mame of BEmployer Amoust of Remunetation/ T
' P Type of Worl Income

4
AN

Vd
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5, Consuliyncles ang yelninerships
See information sheet: nate (5)

Name of client

T Nature

Type of business
activity

Value of any benefits
received

6, Sponsorships
Sec inforntation sheef: note (6)

Soivce of assistance/sponsorship

Description of assistance/
Spousorship

Value of asslstance/spansorship

e

LT

&

7, Gifts nnd hospitality fram a source other than 4
See Information sheet: note {7)

family member

Description

Value

Source

/&“/

i

I

8. Landand Propoerty
Sec informadion sheet: note (8)

Deseription BExtent ./‘élfc':a MORTAGNE Value
acand Land b2dggnn W " 196 35000
House 380sgm  RACHER™ T8 1Raq0 o0n-0D

SIGNATURE (TF EMPLOYEE @

pATE: 25| 07"’}0‘7;’:5

erace: B A-BELA
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GATH/AFFIRMATION

1 certify that before admindsiering the cativaftination | usked the deponent the following guestions and wrole
down herfhis answers it histher presence:

{1} Do you kaow and understand the contents of the dectavation?

Answer

e,

(il} Da you have sny objection Lo takdng the presoribed oath or alfinnation?

Answer

0

(i) Do you corsider he preseribed valh or affirmatlan to be binding an your conscience?

Answer %

1 certify Uhat the deponent s seknowiedged that shefhe knows and underi‘lﬁ_\is the @ntc}‘}ls ofthi (@L‘.]l 2 Lo . The
deponent utters the following words: "I swear fhat the contenls of tluét u@ralnon gra lEtle s0 hii Em R
raly affivm that the cuntents of the declaration ws true”, The signathrgfitack of‘?la poncnt iﬂfh lo the
dectarntion In my presence. !

N Qe }

Commissiuuerrf Oath /Justice of the Peace

wb
=S

e

E.QQ;Q%@.

sare 21

SRS e
e B

Fulk fivst names and surname’

o S

2

T

~
.
iy
€

CPV\\\ VL SR A B

(Block lstiors)

o=

i'
T,

- e [ el
Destgnation (rank) 7‘"’*\& & r"’ LR Ex Officlo Republic of Saulh Africa

Sirect address of instigption

@mwh"’_‘ {Q*- G"U'r‘-g- Ao

25 g1 A

Pl"l\lﬁ\‘ff.". A ;r'()

Date Sy T I@'—.)' 2T Place_ @ CE‘\_@-*‘ IQ—a. SR AN
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CONTENTS NOTED:

SENIOR MANAGER: TERCHNICAL SERVICES

DATE: 5 [/m { 2025

INFORMATION SHEET FOR THE FINANCIAL DISCLOSURE [FORM
The followhsy notes Is a guide to asslst with completing the altachied Financial Disclosute foxm (Annexure C):
NOTE 1

SHARES AND OTHER FINANCIAL INTERESTS

Designated employees are vequlved Lo discloss the fotlowing delails with regard to shares and other finaucial Interests heid in
any private ar public company or any other corporate entily recognized by law:

o The number, nglure aud nomina value of shares of any Lype;

¢ The nature and value of any other finsncial interests held In any privaic or pubtic company or any other cosporate
entity; and

e The name of {hat entity.

NOTE 2

DIRECTORSHIPS AND PARTNERSHIPS

Designated ermployees are required Lo disclose he following details with vegard to dircctorships and parinerships:

«  The name and type of business activity of the carporale entily or partnerslip/s; and
s The smount of any remuneration recetved for such direclorship or partnership/s.

Directorship Includss any aceupied posilion of director or aligrnative direclor, or by whataver neme the posilion Is
designeted.

Parlnership Is o begol relutionship arising out of a canteact behween fwo or more peisons with the object of mking and
sharing profits,

NOTE 3

REMUNERATED WORK QUTSIDE THE PUBLIC SERVICE (ALL REMUNERATED EMPLOYMENT MUST BE
SANCTIONED PRIOR TO THE WORK BEING DONE.)

Destgnated employess are raguired to disclose the following detaits with regard to remunerated work outside the public service.

& The fype of warlk;
s The name and iype of business activity of the employer; tnd
e Tlie amount of the remuneration received for such work.

Remuneration mepsus the recoipt of beneflis in cash or kind.

Work means rendsring a service for whicl: the person recelvos remuneration.

NOTE 4
CONSULTANCIES AND RETAINERSHIPS

542025 — 2026 Anuual Performance Agreement Scnior Moonger Teehuitval
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Designated employess arc requited to disclose the following details with regard To consultancles and retainerships:

s The natare of the consultancy or rethinership of any kind;
& The name and type af business activity, of the cllent concerned; and
e The valoe of noy beaefits recelved for such consultancy or retaduerships,

NOTE $

SPONSORSHIPS
Designated employees are required to disclosc tie following delails with segard to sponsoships:

o The source and description of dirget financial sponsorship or assistance; and
¢ T'he value of the sponsorship or sssistance,

NOTE 6
GIFTS AND HOSPITALITY FROM A BOURCE OTHER THAN A FAMILY MEMBER
Desigeated employess are required to disclose the following detulis with regard to gifts and hospitatity:

« A description oad e value and source of & gift with a value in excess of R35D;

e Adesoription ond the value of gifts from o single source whicl cumufatively exceed the value of R350 in the relevaat (2
month period; and

= Hospllatlty intended a8 1 gif in kind.

Deslgnated employees must disclose any material advanlage that they received frain any source eg. sy discowit prices or

rales that are not nyailablie lo the general public,

All personad gifis within (e famity and hospilality of a traditional or cultural nature need not be disclosed,
NOTE7
LAND AND PROPERTY

Designuted employess are required (o discloss the following details with regayd to their ownership und other Interests {n fand
and propeity (residentiaf or olberwise both inside and outside the Republic):

o A dosertption and extent of the land or property;
o The area in which it is situsted; and
s “Ilie value of the interest,
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