MOQHAKA MUNICIPALITY

PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

THE MOQHAKA MUNICIPALITY

HEREIN REPRESENTED BY THE ACTING MUNICIPAL MANAGER

ADV. MOTSOAHAE MATTHEWS MOFOKENG
(ID 7202035787089)

{herein and after referred to as Employer)

AND

Mr. JIMMY MASWANGANY!I
(ID 7008285808081)

ACTING CHIEF FINANCIAL OFFICER

{Herein and after referred to as Employee)

FOR THE FINANCIAL YEAR
Period 1 JULY 2022— 30 SEPTEMBER 2022
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THE PARTIES HEREBY AGREE AS FOLLOWS:

1.

INTRODUCTION

11

1.2

1.3

The Employer has entered a contract of employment with the Employee-in
terms of section 57(1){a) of the Local Government: Municipal Systems Act 32 of
2000 (“the Systems Act”). The Employer and the Employee are hereinafter
referred to as “the Parties”.

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

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

INTERPRETATION AND DEFINITION

2.1

In this Agreement, unless the context indicates otherwise—

2.1.1 an expression, which denotes any gender, includes the other genders, a
natural person includes a judicial person and vice versa, and the singutar
includes the plural and vice versa.

2.1.2 clause headings are for convenience only and will not be used in its
interpretation, and the following expressions bear the meanings
assigned to them and cognate expressions bear corresponding

meanings—

“agreement” means this Performance Agreement and all the
Appendices hereto;

“Employee” means Mr. Jimmy Maswanganyi, the Acting Chief
Financial Officer of Moghaka Local Municipality;

“Employer” means the Moghaka Local Municipality as
represented by the Acting Municipal Manager,
Adv MM Mofokeng;

“MEC” means the Member of the Free State Executive
Council responsible for local government;

“MFMA” means the Local Government: Municipal Finance

O-R

&

W

=



PERFORMANCE AGREEMENT: ACTING CHIEF FINANCIAL OFFICER 2022/23

Management Act, 2003 (Act No. 56 of 2003);

“Municipality” means the Moghaka Local Municipality,
established in terms of Structures Act;

“parties” means the Municipality and the Employee;

“Regulations” means the Local Government: Performance
Regulations for Municipal Managers and
Managers Directly Accountable to Municipal
Managers, 2006, promulgated in the Government
Gazette as Regulation Notice 805 on 1 August
2006 read together with the Local Government
Regulations on Appointment and Conditions of
Employment of Senior Managers, promulgated in
the Government Gazette as Regulation Notice
37245 on 17 January 2014;

“Structures means the Local Government: Municipal

Act” Structures Act, 2000 (Act No.117 of 1998); and
“Systems Act” means the Local Government: Municipal Systems

Act, 2000 (Act No. 32 of 2000), and the
Regulations promulgated in terms of the Act;

2.1.3 words and expressions defined in any sub-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

2.1.4 this agreement is governed by and construed in accordance with the
laws of the Republic of South Africa.

PURPOSE OF THIS AGREEMENT
The purpose of this agreement is to:

3.1 Comply with the provisions of Section 57(1)(b), (4B) and (5) of the Systems Act,
and the Municipal Performance Regulations for Municipal Managers and
Managers directly accountable to Municipal Managers (2006) as amended by
the Regulations on Appointment and Conditions of Employment of Senior
Managers (2014), as well as the Contract of Employment entered into between
the parties;
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3.2 Specify objectives and targets defined and agreed with the Employee and to
communicate to the Employee the Employer's expectations of the Employee’s
performance and accountabilities in alignment with the Integrated Development
Plan, Service Delivery and Budget Implementation Plan (SDBIP) and the Budget
of the Employer;

33 Specify accountabilities as set out in the Performance Plan which is appended to
this agreement as ANNEXURE A;

34 Monitor and measure performance against set targeted outputs;

35 Use the Performance Agreement and Performance Plan as the basis to assess
whether the Employee has met the performance expectations applicable to his
job; and

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

COMMENCEMENT AND DURATION

4.1 This Agreement will commence on 1 July 2022 and will remain in force until 30
September 2022 where after a new Performance Agreement shall be concluded
between the parties for the next financial year.

4.2 The parties will review the provisions of this Agreement during June each year.
The parties will conclude a new Performance Agreement that replaces this
Agreement by not later than the 31 July of each successive financial year or any
portion thereof.

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

4.4 The content of this Agreement may be revised at any time during the
abovementioned period to determine the applicability of the matters agreed
upon.
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5. PERFORMANCE OBJECTIVES
51 The Performance Plan is attached as ANNEXURE A, and sets out:

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

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

5.2 The performance objectives reflected in ANNEXURE A are set by the Employer in
consultation with the Employee and based on the Integrated Development Plan,
Service Delivery and Budget Implementation Plan (SDBIP) and the Budget of the
Employer, and shall include key performance indicators, units of measure,
details of evidence that must be provided to show that the indicator has been
achieved, target dates and weightings which show the relative importance of

-

key performance indicators to one another.

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

6. PERFORMANCE MANAGEMENT SYSTEM

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

6.2 The Employee accepts that the purpose of the performance management
system will be to provide a comprehensive system with specific performance
standards to assist the Employer, management and municipal staff to perform
to the standards required.

6.3 The Employer will consult the Employee about the specific performance
standards that will be included in the performance management system as
applicable to the Employee.

6.4 The Employee undertakes to actively focus on the promotion and

implementation of the KPA’s (including special projects relevant to the
Employee’s responsibilities) within the local government framework.
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6.5

6.6

6.7

The criteria upon which the performance of the Employee shall be assessed shall
consist of two components, both of which are contained in this Performance
Agreement.

6.5.1 The Employee must be assessed against both components, with a
weighting of 80:20 allocated to the Key Performance Areas (KPA’s) and
Competencies respectively

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

6.5.3 KPA’s covering the main areas of work will account for 80% and
Competencies will account for 20% of the final assessment.

‘The Employee’s assessment will be based on his performance in terms of the

outputs/outcomes (performance indicators) identified as per attached
Performance Plan (ANNEXURE A), which are linked to the KPA’s, and will
constitute 80% of the overall assessment result as per the weightings agreed to
between the Employer and Employee. The competencies will make up the other
20% of the Employee’s assessment score.

Key Performance Area No %
Municipal Transformation and Organisational Development 3 5%
Municipal Financial Viability and Management 23 80%
Good Governance, Public Participation 7 10%
Basic Service Delivery 1 5%
Total 100%

The competency framework as set out in the Regulations on Appointment and
Conditions of Employment of Senior Managers (17 January 2014) consists of six
leading competencies which comprise twenty driving competencies that
communicate what is expected for effective performance in local government,
and six core competencies that act as drivers to ensure that the leading
competencies are executed at an optimal level.
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LEADING COMPETENCIES DRIVING COMPETENCIES
1.  Strategic Direction and « Impact and Influence 8
Leadership. o Institutional Performance Management

« Strategic Planning Management
« Organisational Awareness

2. People Management. « Human Capital Planning and 8
Development

e Diversity management.

« Employee Relations Management

» Negotiations and Dispute Management

3. Programme and Project » Program and Project Planning and 8
Management. Implementation.
¢ Service Delivery Management.
o Program and Project Monitoring and
Evaluation.

4. Financial Management ¢ Budget Planning and Execution 8
¢ Financial Strategy and Delivery

« Financial Reporting and Monitoring
5. Change Leadership e Change Vision and Strategy 8
¢ Process Design and improvement

o Change Impact and Monitoring and

Evaluation

6. Governance Leadership ¢ Policy Formulation 10
» Risk and Compliance Management
s Cooperative Governance

CORE COMPETENCIES

1. Moral Competence | 833
2. Planning and Organising 8.33
3. Analysis and Innovation 8.33
4. Knowledge and Information 8.33

Management
5. Communication 8.33
6 Results and Quality Focus 8.33
6.8 There is no hierarchical connotation to the competencies and all are essential to

the role of a senior manager to influence high performance. All competencies
will therefore be considered as measurable and critical in assessing the level of
the Employees performance.

PERFORMANCE ASSESSMENT

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

(1DP)
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7.2

73

The Employee will submit his self-assessment to the Employer prior to the
formal assessment;

Performance assessments will entail:

7.3.1 Assessment of the achievement of results as outlined in the
performance plan (ANNEXURE A):

7.3.1.1 Each KPI shall be assessed according to the extent to which the
specified standards or performance targets have been met and
with due regard to ad-hoc tasks that had to be performed under
the KPI.

7.3.1.2 The assessment of the performance of the Employee will be
based on the following rating scale for KPI’s:

Rating | Terminology Description

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

Performance is significantly higher than the standard expected
Performance | . L
significantl in the job. The appraisal indicates that the Employee has
ignifican
4 : Y achieved above fully effective results against more than half of
above
the performance criteria and indicators and fully achieved all

expectations
P others throughout the year.

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

3 Fully effective

Performance is below the standard required for the job in key
areas. Performance meets some of the standards expected for
Not fully the job. The appraisal indicates that the Employee has
effective achieved below fully effective results against more than half
the key performance criteria and indicators as specified in the
Performance Plan.
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Rating | Terminology Description

Performance does not meet the standard expected for the job.
The appraisal indicates that the Employee has achieved below
fully effective results against almost all of the performance
Unacceptable | o . ]
1 criteria and indicators as specified in the Performance Plan.
performance . )
The Employee has failed to demonstrate the commitment or
ability to bring performance up to the level expected in the job
despite management efforts to encourage improvement.

7.3.1.3 The rating will then be multiplied by the weighting to calculate
the final score;

7.3.1.4 An overall rating will be calculated based on the total of the
individual ratings calculated above.

7.3.1.5 In the instance where the employee could not perform due to
reasons outside the control of the employer and employee, the
KPI will not be considered during the evaluation. The employee
should provide sufficient evidence in such instances; and

7.3.2 Assessment of competencies
7.3.2.1 Each competency shall be assessed according to the extent to
which the specified standards for the required proficiency level

have been met;

7.3.2.2 The assessment of the performance of the Employee will be
based on the following rating scale for Competencies:

Rating Achievement level |Description

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

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

Develops and applies complex concepts, methods and
4 Advanced understanding. Effectively directs and leads a group and
executes in- depth analyses
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7.4

7.3.3

Has a comprehensive understanding of local government
X operations, critical in shaping strategic direction and
5 Superior . .

change, develops and applies comprehensive concepts

and methods

7.3.2.3 The rating will then be multiplied by the weighting to calculate
the final score. Each competency shall carry an equal weighting;

7.3.2.4 A full description of achievement levels per competency is
attached as ANNEXURE B.

Overall rating
An overall rating is calculated by combining the rating from 6.3.1 and

6.3.2 above. Such overall rating represents the outcome of the
performance appraisal.

For purposes of appraising the performance of the Employee, an evaluation
panel constituted of the following persons will be established, as mutually

agreed upon:

7.4.1

74.2

743

7.4.4

Municipal Manager;

Chairperson of the Performance Audit Committee or the Audit
Committee in the absence of a Performance Audit Committee;

Municipal Manager from another municipality; and

Member of the Mayoral Committee (Portfolio Chairperson).

SCHEDULE FOR PERFORMANCE REVIEWS

8.1

The performance of each Employee in relation to his performance agreement

shall be reviewed on the following dates:

Quarter Review Period Review to be completed by
1 July — September 2022 December 2022 (informal assessment by MM)
2 October — December 2022 March 2023 {Mid-year Panel Assessment)
3 January — March 2023 June 2023 (informal assessment by MM)
4 April = June 2023 September 2023 (Year-end Panel Assessment)

WA
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8.2

83

8.4

8.5

8.6

8.7

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

Performance reviews in the first and third quarter may be verbal if performance
is deemed to be satisfactory by the Municipal Manager. In the event of
unsatisfactory performance, a panel evaluation shall be convened.

The Employer shall keep a record of the mid-year, year-end and any other
assessment meetings where a panel evaluation is convened;

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

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

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

DEVELOPMENTAL REQUIREMENTS

9.1

9.2

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

The Personal Development Plan (PDP) for addressing developmental gaps must
be developed, if deemed necessary in individual cases in consultation with the
employee, the Portfolio Councillor and the Municipal Manager.

OBLIGATIONS OF THE EMPLOYER

10.1

The Employer shall-
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10.1.1 Create an enabling environment to facilitate effective performance by
the employee;

10.1.2 Provide access to skills development and capacity building
opportunities;

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

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

10.1.5 Make available to the Employee such resources as the Employee may
reasonable require from time to time assisting him to meet the
performance objectives and targets established in terms of this
Agreement.

11. CONSULTATION

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

11.1.1 A direct effect on the performance of any of the Employee’s functions;
11.1.2 Commit the Employee to implement or to give effect to a decision made
by the Employer; and

11.1.3 A substantial financial effect on the Employer.

11.2 The Employer agrees to inform the Employee of the outcome of any decisions
taken pursuant to the exercise of powers contemplated in clause 10.1 as soon as
is practical to enable the Employee to take any necessary action.

12, MANAGEMENT OF ASSESSMENT OUTCOMES

12.1 Where the employer is, at any time during the employee’s employment, not
satisfied with the manager’s performance in respect of any matter dealt with in
this Agreement, the employer will give notice to the employee to attend a
meeting.
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12.2

12.3

124

The employee will have the opportunity at the meeting to satisfy the employer
in respect of the measures being taken to ensure that his performance becomes
satisfactory and any programme, including any dates, for implementing these
measures.

Where there is a dispute or difference as to the performance of the employee
under this Agreement, the parties will confer with a view to resolve the dispute
or difference.

In the case of unacceptable performance, the employer shall -

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

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

13. DISPUTE RESOLUTION

13.1

13.2

Any disputes about the nature of the employee’s performance agreement,
whether it relates to key responsibilities, priorities, methods of assessment must
be mediated by the Executive Mayor within 30 days of receipt of a formal
dispute from the employee. The Executive Mayors decision shall be final and
binding on both parties.

Any disputes about the outcomes of the employee’s performance evaluation
must be mediated by a member of the Municipal Council provided that such
member was not part of the evaluation panel within 30 days of receipt of a
formal dispute from the employee. The Executive Mayors decision shall be final
and binding on both parties.
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14. GENERAL

14.1 The contents of this agreement and the outcome of any review conducted in
terms of ANNEXURE A may be made available to the public by the Employer.

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

Thus done and signed at Y/TCD“‘S“I"%"I on this the 2t day of
July 2022,

AS WITNESSES:

N

ACTING CHIEF FINANCIAL OFFICER

S

=

‘\&

Thus done and signed at Khﬁﬂ*\ S§Fzcl on this the o~ - day of
July 2022.

AS WITNESSES:

(P2 el

— T

ACTING MUNICIPAL MANAGER

14



~ @’
Ry Y | ST

-1e3A 2y31 Inoysnouys Ajjigisuodsal Jo seale [|e Ul Siy) paulejuiew pue

ue|d S2UBWIIOHDY PUe Yd AU} Ul p31oads SB S101e3Ipul pUE eLIad duewsopad e 1sulede s1Nsal 9A03YS Aj|n) aA0qe paAalyde
sey sakojdw3 ay) 1ey} sajedipul jesieadde ayy [2A9] SIY3 18 93A0|dWS ue JO pa12dxa PIEPUEIS 3} SPSIX3 Jej DOUBLLIONAd
*Je3A ay) INoYEnoay3 SIS0

1 paAsIyae Ajjny pue s10jed1pUl pue euRLd sduewnopad 8yl Jo Jley uey) alow 1sulede s3nsas 9A1I3Y3 A||ny anoqe pasdiyae aA0qe AjJuedipusis sauewioad
sey aaAojdw3 ay1 1ey} sajeaipul (esieadde ay) ol sy3 Ul pe12adxa piepuels 3y ueyl 1aysiy AjUBIYIUBIS Si 3oueWIoSd J 19N IIBM S,Id)

n SJUBWIONI Buipueising
‘Ue|d DIUBLLIONA PUB Yd Y3 Ui PaIjIads Se SJ01edipul pue eLIs}ld aauewIopad JUedjIuS:S ||e Jsulege s nsad DAIIIRYR panliyoe n DAY Ajjn4
a

/ B [1IPM Alpwaaix3 s 1d)

suopepadxs

Alny sey aaAojdwz ay3 ey} sayeaipul |estesdde 3y "qol ay1 Jo seaue [ uj pR3I3dX3 SpIepUEIS 3Y] S133W Al dueulIoud FREIRERY) |
‘Ug|d SIURWLIONDJ PUB Yd @Y1 Ut padads se s101ed)pul pue i3 aouewiopad Aa) ayl _
Jley uey3 aJow jsulede syNsaJ A3 Alny MOJ3 PRASIYDR SeY 29A0|duID B3 1BY) SB1EDIPUI JUSLUSSISSE/MBINBI 3YL "qof aup
10§ p2123dxa spiepue)s 3yl JO SWIOS SI93W DUBUION3d ‘sease A3y ut qof a3 Joj pasinbau paepuels Y3 Mojaq S| dURWLIONI
“uswaAosdwi 38e1n0dua 0] SLIoYD aWwaseuew aydsap qof auy ul pajdadxe
[2A3] 2y} 0} dn dduewioyad Suliq 03 ANjIGe JO JUDLHLIWOD BY3 DIBJISUOWSP O} pajie} sey 3aA0|dwa 3YL "ue|d SduewIouBd 3ouewopad sjqeldsddeun
PUE Y4 2Y3 Ul PaI9ads Se SI01EDIpul puE eLallid aduewsopad 3y3 Jo |je 1sow|e 1suteSe s1NSA BANIBYD AjInj Mojaq parsiyoe H J1SIN 10N S,1d)
sey 99A0|dwa A3y} Jey) SILDIPU] JUBWSSISSE/MIINGI BYL "0l B4} 10} PR3133dXa PIEPUELS 3Y] 193W J0U SIOP SIURULIOL
uoljeue|dx3 Suney Aio833e)

9A1I2Y3 A|In} 10N
/ 131N IS0WY 5, 1dM

*1°€°9 ul 03 paliajal Sunjed
3Y3 YM SBIRJDLI0D YDIYM SMOJ|O} S S103edIPUI oueWwIopRd A Y} JO SULd) Ul duewopad sajes Ajjeanjewoine waisAs Juswadeuew sduewopad 3yi

‘aaiojdwa pue s1aA0jdwd
ay) usamiaq 01 paaige sSunYSIam ay3 Jad Se YNS3J JUBWSSISSE ||BISA0 33 JO %08 SINHISUOD YIIYM ‘s, Yd) [euonieN ayl 03 payul) ale yaiym uejd souewoplad

ay} Jad se paynuapl (s10edipu duewiopad) SawoIN0/sINAINO BYY JO SWURY Ul dduBWIONAd JBY/SIY UO Paseq 3G ||IM JUBWISSAsse s adAojdwa ay)

“J9yjoue U0
0} $103e21pul Bduewiopad Aoy Jo 2ouepodwi dARIAS Y)Y MOYS Ydiym sSunySiam pue saiep 1981e) ‘paAsIyoe U Sey 103edpul Ay} 18yl moys o} papiroid
34 I1SNW 1BY] S2UIPIAS JO S|IEIBP ‘@INSEAL JO SHUN ‘SI01ed1pUl 3duewIoMad A9y sapnpdul pue ‘saAojdw3 ay3 jo 198png 3y pue (d19as) ueld uonejuswaiduwi

198png pue A1aaljag 201AI3S ‘ueld Juawdojana@ palelSalul ay) Uo paseq a1e YdIym sydBie) pue saAIR[QO duewopad BY) IN0 $19S UB|d BDUBULIOMAG YL

NVY1d 3DNVINHO4Y3d -V FUNXINNY

€2/770T ¥321440 TVIDONVNIH 431HD ONILOV :1NINIFYOV FIONVINYO4HId



Q-
WA IR

alo-g)=v

‘Jeak

[eioueuy sy ulylim
anp (uondwapal

PRI
'a'1) sjuswhed ‘uoneysiba)
SIS 1g9p 8|qeondde
sjuesesdal ., YIm
sjueib Gunesado jueydwoo
sjuasaidal 9, ase ssaooud
POAISOa1 BNUBASI Burpodal
Bunesado ()0} [el1oueUY
sjuesaidal g, (962 uswabeuep pue jabpnq
18240 abeseand 1qap Bay) abesanoo pue Ayjqeip jedioiunw
[eroueuty sjussaidal v, 199@ :AlgeIA [eidueul ay} jey
%Sh 5 %St 5 %SY S %S > %Sy > %St S B0 - dIBYM [eloueul4 [edioiunpy ainsua 0} 2L | (euoesiuebiQ
ano+gl=v
ainyipuadxe
Bunesado ‘uoie|sibaj
paxy Ajyjuow s|geoydde
syuasaidal ,Q, m
SJuBLLYSaAU Jueldwod
sjuasaidal 9, aJe ssa00id
aw Jejnaipued Buiodal
e Je yseod a|qejiene [efaueul
IIe syussaidal g, {962 Juswabeuepy pue 1abpnq
1800 abessnoo bay) abesanos pue ApjiqeIn [ediounuw
[eloueuly | 1s09 sjuasaidal v, 1509 :Apgeip [eloueUl4 ay ey
1 2%Sh =TT - AIBYM [elouBUl4 jediounpy aInsus 0] [euogesiuebiQy

-

auljaseq

JaumQ
IdA

uoije(najes

S1IDYVL ANV SHOLVIIANI IDNVINHOIYId AIN

€2/270T 4321440 TVIDNVNIH 431HD DNILIV :LNINITYOV IDNVINYOL4HId

Kbajens

jedisungy

sjei0)22l1q



Y . . % L1
juawabeuew
uleyo
Ajddns pue
$80IAI8S OISEq ainppuadxs
001X HH Jo salyamaoal | uswabeuep 10 Wojshs
19040 ON [ejo Auabipul | jey) sployssnoH pue Ayiqelr | jusiolys pue
[eloURUL se paig)sibal Jusbipul [EDURUIY | SAROSYS LB
%Sy > %Sy > %Sy > %S> | %Sv> %56 T} spjoyasnoy Jo oN paJalsibal Jo 9 [ediojunpy | juswajdu o) LEIL | reuonesiuefio
(42 Jeqnong
WINW) veyd
Juswdojaasp
pajelbajul
s Awediounw
3y} JO SULS)
ul Jeak jeloueuy swabeuew
sejnonsed ureyo
€ 10} paynusp Aiddns pue
s1osload jeyden ainyipuadxs
001 x asnyipuadxy | uojuads Aflenjoe 1uowabeuep JO Wajshs
1300 feyde) jebipng 1obpnq feyded pue Afiqelp | jusioys pue
1 jeloueul J amypuadx3 s Ayjediounu {eloueul aAIJodY e
%56 %01 %Sy %01 %56 awiesig $BIYD feydeq [enoy €J0o% lediojuny | juswajduwi o1 7L | [euonesiebio
(0/g)=v
'S92IAISS 10}
panieoal Ajlenjoe ‘uone|sibay
anusAal fenuue s|qeoidde
sjuasaldal 0, ym
$J0}qop JOINISS endwoo
Buipuejsino )0} ale sseo0id
syuasaldal g, Buyuodai
anusaal (962 [eloueuy
0} SI0jqap 8o1MIBS Boy) anuanal Juslwabeuep pue ja6pnq
1900 Buipuejsino 0} siojqap pue Ayjigeip (edioiunw
[EIoUBUL sjuasaidal Y, | 93IMBG AIIGRIA {eouBUI4 ay) Jewy
%56 %S %St %02 %56 %06 814D - 8I9UM |eloueuly fediounpy ainsus 0| €11 | (leuogesiebio

1abie)

[enuuy

aujaseq

13UMQ

uonenofen

Afajeng
{edidiuniy

IdM

€2/22027 ¥321440 TVIDONVYNIA 431HD ONILOV :LNIWIFHOV IDNVINYOIHId




st

yuowt ‘uonejsiba|
yoea jo pus a|qedydde
sy} Jaye shep yum
Buppiom g uey) jueldwiod
Jole| ou Aq Jokep ale ssaooud
3y} 0} paiwigns Buipodas
pue pajidwod {eloueUY
Yjuow Jo pua aie (YW4W Jo Juswabeuepy pue jabpnq
=R Ty Jaye yodal |7 988 | |/S) Sjuawajels pue Ajjgelp [edidunw
{eloueuly ywqns oy uayey | j@bpng Ajyuow [eoUBUIH ayl ey S20IABG
£ £ € £ 4} cl $BIuD shep Buryiopm $0 J3qUINN fediouniy ainsus 0] 0L [elsueul4
sjuawanbal
dvy9 ‘sjosse
ypm aulj ul Bny [edidiunw Jo
L€ 9J0j9q Jo Uo swabeuew
Ajlenuue pajepdn Juswabeuepy [EDIWOUOID
JBoIO pue pajdwod pue AjgeIA | pue Jusioe
[eroueuld (yvd) sopsibey | (dvd) Jeysibay [etoueuld | ‘aAposye By SQ0IAISS
0 0 0 l 1 B8Iyo Jessy pexid 1888y paxid4 fediouniy 8INSua 0} 69 11 [eloueul
Juswabeuew
ueyo
A|ddns pue
ainypuadxa
spjoyasnoy | juswabeuepy 10 wia)shs
12980 (s@o1uss |jB) |[e 0} S3JHISS pue Ajjigeln | jusole pue
[eloUBUI | SB8JIAIBS DISEQ 99 o|seq a8l jeloueUl{ | @AROBYS UB
WSTYH wgty W3TY wgtTy weq9s weq9s &1y} JO 3njeA Jo wng 10 anjeA puey [edounyy | juswsiduwi o) £17L | |euonesiuebin
juswabeuew
uieyo
aleys a|qejnba Addns pue
00! o % ainypuadyxe
¥ aleys ajqeynbs | esespioyssnoy | yuswabeuep JO washs
1220 U} Aq-papiaip Ile 0} 30118 pue Aiqelp | justolye pue
[e1oueul4 $80IAIBS DISEQ olseq 981} [elouBULY | 2AIORYD ue
%SP> %SYS %S> %SYs %SYS %Shs | 8D 884} JO anjeA puey JO BN[EA pUBY jednyy | juswajdun o) ZL 1L | [euopesiuebip

j0bie)
|enuuy

auljaseq

UMQ

indLed

ABajeng
fediouniy

IdX

12/220Z ¥321440 TVIONVNIL 331HD ONILDY :ININIFYOV IONVINYOLYId

ajes0309.1Qg




N W

- e W N

61
201nG pajebpng uonejuawajduj JpNY ues|d
| anusAay 19Bpng awabeuep 2 $9AI1903)
1930 soley Apadold | anuansy ssjey pue Aupgein | Ayediotunw
jeloueulq pue sabieyn Auadoid pue [e1oueuly au) ey S9OIAIBG
%856 %0L %0v %S| %56 %56 $BIYD a0ag [enY |  sableyd sojieg fediouny ainsus 0] [ZA0! [eoueuly
‘uone|siba)
ajqeoydde
Yum
juendwos
001 X 8nusAsy ale ssao0id
bunesado Burpodal
pajebpng [elouBUY
| [enusnay Jojeaipu| Juswabeuepy pue }a6pnq
1900 el jeyden uonejuswa|duy pue Ayiqeip [edpiunw
[eloueuly pxalenuaasy | 19Bpng anusaay {EIOUBUL aui ey S80IMBg
%56 %0. %S %02 %56 %56 Eille) Bunesado |enjoy | Bunesado Jo % fedioiuny ainsus oy €L1L [eloueuld
‘uone;sibal
9|qeondde
Uim
weydwod
ale ssazoid
Bunuodal
001 X 2Jnypuadx3 Jojesipy [eIouBUY
Bugesedp uonejuawalduw| Juslabeuepy pue j26pnq
§=a o) pejebpng Jebpng pue AyjgeIn feditunu
[e1oueUl4 J ainypuadx3 ainyipuadx3y [eloueul4 ay) jeyy S80IAIBG
%56 %0 %0¥ %S| %56 IdX MON $BIUD Bugesadp [enjoy BunesadQ Jo % fedioiunpy aInsud 0] ¢LL [eloueuly
‘uopesiba) .
3jqedde
(VSN im
J0 7/S) Jeak ey dwod
yoee Aenuep dle §$930.d
Gz 910}2q 10 Uo Buipodal
papwugns podai |etoueuly
sjuswisnipe Juswabeuey pue jabpng
13040 pajiugns 196pnq pue AiqeIn [ediojunw
[eloueulS JUSWISSaSSe |  PUE JUBLLSSASSE [e1oueulq ay) ey S90INBG
0 uer Gz 0 0 uer G2 uer G¢ BIUD 1eok-piN @jeq | 186pnq seak-pi fediouniy 2Insus 0] L1 [eloueuly

auljeseg

J2uUMQ

uolje|najes

RBajensg

jediaiuny

Id¥

€2/220T 4321440 TVIONVYNIL 431HD ONILIV :LINFINFFUOV IDNVINHOIHId

31210303110




M,ONYE,? - r@ﬁ)

0¢
alnjpuadxa S9OIAIBS uleys
Bunesado pajoenuod A|ddns pue
fediounw uo juads ainypuadxa
10 ainjipuadxa ainypuadxa Juswabeuep JO wajshs
1200 [B)O}/S80INIBS Bupeledo pue Aligelp | JuSIoIe pue
[EloUeUIY | P8JORIUOD (BIO0] UO [edioiunw [£10) [eloUBUIY | BANOBYS Ue SSOINSG
%S¢ %S¢ 0 %08 IdX M3N $BI40 Juads ainypuadx3 jo abejuaoiag lediouny | juswaidwi oy 84711 [etoueuly
JuswaBeuew
uleyo
A|ddns pue
wnuue ainypuadxa
1ad uswsbeuep Jo weyshs .
pajiqns 1890 flaunoo o} pue AjligeiA | Jusloyje pue
syodal [eloueulq pepiwgns | papwgns spodal [elDuUBUIY | BAIOAYS Ue SOOIMISS
I b L Xy {dM maN $8IN0 spodal jo wng | WOS JO Jequin fediounjy | juswajdwio} L) [eloueul]
leak
yoea jsnfiny
Jo pua ay) Aq ‘720z Aq
OV | [eleusD)-10)pny Jpny ues|y
2yl 0} palwigns | ey} o) papiwgns | juawabeueyy  sonp0al
L] TTe) SjuswIie)s Juswae)g pue Ayigelp | Anedioiunw
[eloueul] [elouBuy [eueul4 {eroueut au} ey S90S
0 0 bny |¢ Bny ¢ Bny 1¢ LTy} [enuue 3jeg | [enuuy pajidwo) jedpiunpy ainsus 0] 9/L [eloueul
‘uonejsiba
9|qeoydde
yum
jueydwod
Jeak ale ssaooud
yoea aunf Jo Buipodal
pus Aq panoidde [elouBUY
pue pajidwod pue Jabpng
18240 (434LW) lediojunus
[eloueulq peaoidde Jebpng fenuue fanieq ay} ey Sa0IAIBS
aung 0¢ 0 0 aunp og JEI1Vie} 19bpng ajep [enoy juendwon | aoInag diseq 2INsua o] 6L [eoueulq
00} X anuaaay
sajey Auadoid
pue safieyn lojeoipuj 'Zz0z Aq

jobie]

[enuuy

auleseg

Jaump

uojjejnale)

ABajens
jedidiunpy

IdX

€7/TT0T ¥3D1340 TVIDONVNIZ 431HD DONILOV :LNIWIFYOV IONVINYOLY3d

9Je10393.1q




Directorate

TL
KPI
REF

Municipal
Strategy

PERFORMANCE AGREEMENT: ACTING CHIEF FINANCIAL OFFICER 2022/23

KPA

KPI

Calculation

KPI
Qwner

Baseline

management physically
residing within
the municipal
. - area.

Financial TLT79 To implement | Municipal % actual Total Repairs and Chief New KPI 95% 10% 45% 70% 95%
Services an effective Financial expenditure on Maintenance Financial

and efficient | Viability and repairs and Expenditure Total Officer

system of Management | maintenance as | amount budgeted

expenditure a percentage of | for repairs and

and supply the maintenance x 100

chain approved/adjuste

management d budget
Financial TL 80 To implement | Municipal Creditors Trade Creditors Chief New KPl | >30days | >30days | >30days | >30days >30
Services an effective | Financial Payment period | Outstanding / Financial days

and efficient | Viability and (Creditors are Credit Purchases Officer

system of Management paid within 30 (Operating and

expenditure days as per Sec | Capital) x 365

and supply 65(2)(e) of the

chain MFMA

management
Financial TL 81 To implement | Municipal % of tenders Number of tenders Chief New KPI 95% 95% 95% 95% 95%
Services an effective | Financial awarded within awarded/Tenders | Financial

and efficient | Viability and 60 days of tender | awarded within 60 Officer

system of Management | closing date days

expenditure

and supply

chain

management
Financial TL 82 To ensure Municipal % of consumer Gross Debtors Chief 90% 95% 15% 40% 70% 90%
Services the effective | Financial debtors revenue | Opening Balance Financial

and efficient | Viability and collected (actual | + Billed Revenue— | Officer

management | Management | total collections | Gross Debtors

of municipal as a percentage | Closing Balance -

revenue and of total Bad Debts Written

cash-flow levies/billings) Off) / Billed

21 '




Directorate

PERFORMANCE AGREEMENT: ACTING CHIEF FINANCIAL OFFICER 2022/23

Mﬂmﬂ_mﬁm_ Calculation Baseline .ﬁ._,.””m_wn_ Q1
according to Revenue x 100
national
norms and
standards. |
Financial TL83 To ensure Municipal Net Operating (Total Operating Chief 20% 20% 20% 20% 20% 20%
Services the effective | Financial Surplus Margin Revenue - Total Financial
and efficient | Viability and (MFMA Circular | Operating Officer
management | Management 71) Expenditure)/ Total
of municipal Operating
revenue and Revenue x 100%
cash-flow
according to
national
norms and
standards.
Financial TL 84 To ensure Municipal % Own Source Own Source Chief New KPI 75% 70% 72% 74% 76%
Services the effective | Financial Revenue fo Total | Revenue (Total Financial
and efficient | Viability and Operating Revenue - Officer
management | Management Revenue (MFMA | Govemment
of municipal Circular 71) Grants and
revenue and Subsidies - Public
cash-flow Contribution and
according to Donations)/ Total
national Operating
norms and Revenue
standards. (Including Agency
Services) x 100
Financial TL 85 To implement | Municipal Number of formal | Number of Chief 0 23077 23077 23077 23077 23077
Services an effective | Financial households households which | Financial
and efficient | Viability and connected to the | are billed for Officer
system of Management municipal electricity or have
expenditure electrical pre- paid meters
and supply infrastructure (Excluding Eskom
chain network (credit areas) at 30 June
management and prepaid
electrical
metering)(Exclud
ing Eskom

WJNN h@\“&ﬂg, . R




Directorate

TL
KPI
REF

Municipal
Strategy

PERFORMANCE AGREEMENT: ACTING CHIEF FINANCIAL OFFICER 2022/23

KPA

KPI

Calculation

KPI
Owner

Baseline

Annual
Target

Q1

Q2

Q3

Q4

areas) at 30
June
Financial TL 86 Effective Good 75% of the KPls | Number of KPls Chief 75% 75% 75% 75% 75% 75%
Services management | Governance have been met. metftotal number Financial
and and Public of KPIs set. Officer
supervision Participation
of the SDBIP
on the KPIs
of the (top
layer and
departmental
KPls)
Financial TL 87 Evaluate the | Good Quarterly Sum of Chief 4 12 3 3 3 3
Services performance | Governance assessment performance Financial
of all service | and Public reports produced | assessments Officer
providers Participation atthe end of . conducted.
with every quarter for
contracts of contracts that are
12 months or 12 months or
longer. longer.
Financial TL 88 Promote Good Compiling and Signed Action Plan Chief 1 1 1 0 0 0
Services Sound risk Governance ensure Financial
management | and Public compliance with Officer
[ practices Participation the directorate
within the action plan to
Directorate address the
residual risk.
Financial TL89 Promote Good Submission of Signed Quarterly Chief 4 4 1 1 1 1
Services Sound risk Govemance complete and Reports. Financial
management | and Public signed reports on Officer
practices Participation status of
within the implementation
Directorate of action plan to
address risks.

.l\ﬂ
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Directorate

Municipal

Strategy

PERFORMANCE AGREEMENT: ACTING CHIEF FINANCIAL OFFICER 2022/23

Calculation

KPI
Owner

Baseline

Annual
Target

Financial Promote Good Attend and Quarterly Chief
Services Sound risk Governance support risk attendance Financial

management | and Public committee Registers. Officer

practices Participation meetings.

within the

Directorate
Financial TL91 To facilitate | Municipal Develop an Annual schedule Chief 30June | 30 June 0 30 June
Services the optimal Transformation | annual schedule | submitted and Financial

functioning of | and of directorate approved by 30 Officer

management | Institutional meetings for June annually

Development approval by the
Municipal
Manager.

Financial TL92 To facilitate Municipal Number of Sum of directorate Chief 10 10 3 3
Services the optimal Transformation | monthly meetings held. Financial

functioning of | and directorate Officer

management | Institutional meetings held.

. Development
Financial TL93 To facilitate | Municipal Number of Sum of reports Chief 4 4 1 1
Services the optimal Transformation | quarterly reports | submitted to Financial

functioning of | and submitted to Council Officer

management | Insfitutional Council.

i Development
Financial TL 94 Develop and | Good Reduce repeat Number of Chief NEW 60%% 30% 30%
Services monitor Govemance AG audit findings | resolved repeat Financial KPI

repeat and Public by 50% in the findings/by total Officer

findings Participation first year. number of repeat

register to findings

address

repeat AG

| findings.

Financial | TL95 Toensurea | Good Implementation | Percentage of Chief NEW 100% 50% 50%
Services fully Governance of the approved | audit issues Financial KPI

functional and Public audit action plan. | attended to by Officer

Audit Unit. Participation management as

per action plan.
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PERFORMANCE AGREEMENT: ACTING CHIEF FINANCIAL OFFICER 2022/23

ANNEXURE B: COMPETENCY DESCRIPTIONS
COMPETENCY DESCRIPTIONS (ANNEXURE B)

1. Leading Competencies Cluster

Competency Name

Strategic Direction and Leadership

Competency Definition

Provide and direct a vision for the institution, and inspire and deploy others to
deliver on the strategic institutional mandate

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

SUPERIOR

« Understand institutional
and departmental
strategic objectives, but
lacks the ability to inspire
others to achieve set
mandate

» Describe how specific
tasks link to institutional
strategies but has limited
influence in directing
strategy

« Has a basic understanding
of institutional
performance
management, but lacks
the ability to integrate
systems into a collective
whole

« Demonstrate a basic
understanding of key
decision- makers

Give direction to a team in
realising the institution's
strategic mandate and set
objectives

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

Develop actions plans to
execute and guide strategy
implementation

Assist in defining
performance measures to
monitor the progress and
effectiveness of the
institution

Displays an awareness of
institutional structures
and political factors
Effectively communicate
barriers to execution to
relevant parties

Provide guidance to all
stakeholders in the
achievement of the
strategic mandate
Understand the aim and
objectives of the
institution and relate it to
own work

Evaluate all activities to
determine value and
alignment to strategic
intent

Display in-depth
knowledge and
understanding of strategic
planning

Align strategy and goals
across all functional areas
Actively define
performance measures to
monitor the progress and
effectiveness of the
institution

Consistently challenge
strategic plans to ensure
relevance

Understand institutional
structures and political
factors, and the
consequences of actions
Empower others to follow
strategic direction and
deal with complex
situations

Guide the institution
through complex and
ambiguous concern

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

Structure and position the
institution to local
government priorities
Actively use in-depth
knowledge and
understanding to develop
and implement a
comprehensive
institutional framework
Hold self- accountable for
strategy execution and
results

Provide impact and
influence through building
and maintaining strategic
relationships

Create an environment
that facilitates loyalty and
innovation Display a
superior level of self-
discipline and integrity in
actions

Integrate various systems
into a collective whole to
optimise institutional
performance management
Uses understanding of
competing interests to
manoeuvre successfully to
a win/win outcome

25
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PERFORMANCE AGREEMENT: ACTING CHIEF FINANCIAL OFFICER 2022/23

Competency Name

People Management

Competency Definition

objectives

Effectively manage, inspire and encourage people, respect diversity, optimise
talent and build and nurture relationships in order to achieve institutional

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

SUPERIOR

« Participate in team goal-
setting and problem
solving

« Interact and collaborate
with people of diverse
backgrounds

« Aware of guidelines for
employee development,
but requires support in
implementing
development initiatives

Seek opportunities to
increase team
contribution and
responsibility

Respect and support the
diverse nature of others
and be aware of the
benefits of a diverse
approach

Effectively delegate tasks
and empower others to
increase contribution and
execute functions
optimally

Apply relevant employee
legislation fairly and
consistently

Facilitate team goal-
setting and problem-
solving

Effectively identify
capacity requirements to
fulfil the strategic
mandate

« Identify ineffective team
and work processes and
recommend remedial
interventions

« Recognise and reward
effective and desired
behaviour

¢ Provide mentoring and
guidance to others in
order to increase personal
effectiveness

« Identify development and
learning needs within the
team

¢ Build a work environment
conducive to sharing,
innovation, ethical
behaviour and
professionalism

« Inspire a culture of
performance excellence by
giving positive and
constructive feedback to
the team.

+ Achieve agreement or
consensus in adversarial
environments

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

Develop and incorporate
best practice people
management processes,
approaches and tools
across the institution
Foster a culture of
discipline, responsibility
and accountability
Understand the impact of
diversity in performance
and actively incorporate a
diversity strategy in the
institution

Develop comprehensive
integrated strategies and
approaches to human
capital development and
management

Actively identify trends
and predict capacity
requirements to facilitate
unified transition and
performance management

PP
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PERFORMANCE AGREEMENT: ACTING CHIEF FINANCIAL OFFICER 2022/23

Competency Name

Program and Project Management

Competency Definition

objectives

Able to understand program and project management methodology; plan,
manage, monitor and evaluate specific activities in order to deliver on set

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

SUPERIOR

« Initiate projects after
approval! from higher
authorities

¢ Understand procedures of
program and project
management
methodology, implications
and stakeholder
involvement

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

« Document and
communicate factors and
risk associated with own
work

« Use results and
approaches of successful
project implementation as
guide

*

Establish broad
stakeholder involvement
and communicate the
project status and key
milestones

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

Find a balance between
project deadline and the
quality of deliverables
Identify appropriate
project resources to
facilitate the effective
completion of the
deliverables

Comply with statutory
requirements and apply
policies in a consistent
manner

Monitor progress and use
of resources and make
needed adjustments to
timelines, steps, and
resource allocation

Manage multiple
programs and balance
priorities and conflicts
according to institutional
goals

Apply effective risk
management strategies
through impact
assessment and resource
requirements

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

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

Identify and apply
contemporary project
management
methodology

Influence and motivate
project team to deliver
exceptional results
Monitor policy
implementation and apply
procedures to manage
risks

Understand and
conceptualise the long-
term implications of
desired project outcomes
Direct a comprehensive
strategic macro and micro
analysis and scope
projects accordingly to
realise institutional
objectives

Consider and initiate
projects that focus on
achievement of the long-
term objectives

Influence people in
positions of authority to
implement outcomes of
projects

Lead and direct translation
of policy into workable
actions plans

Ensures that programs are
monitored to track
progress and optimal
resource utilisation, and
that adjustments are
made as needed




PERFORMANCE AGREEMENT: ACTING CHIEF FINANCIAL OFFICER 2022/23

Competency Name

Financial Management

Competency Definition

Able to compile, plan and manage budgets, control cash flow, institute financial
risk management and administer procurement processes in accordance with
recognised financial practices. Further to ensure that all financial transactions are
managed in an ethical manner

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

SUPERIOR

« Understand basic financial
concepts and methods as
they relate to institutional
processes and activities

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

¢ Understand the
importance of financial
accountability

« Understand the
importance of asset
control

Exhibit knowledge of
general financial concepts,
planning, budgeting, and
forecasting and how they
interrelate

Assess, identify and
manage financial risks
Assume a cost- saving
approach to financial
management

Prepare financial reports
based on specified formats
Consider and understand
the financial implications
of decisions and
suggestions

Ensure that delegation and
instructions as required by
National Treasury
guidelines are reviewed
and updated

Identify and implement
proper monitoring and
evaluation practices to
ensure appropriate
spending against budget

Take active ownership of
planning, budgeting, and
forecast processes and
provides credible answers
to queries within own
responsibility

Prepare budgets that are
aligned to the strategic
objectives of the
institution

Address complex
budgeting and financial
management concerns
Put systems and processes
in place to enhance the
quality and integrity of
financial management
practices

Advise on policies and
procedures regarding
asset control

Promote National
Treasury's regulatory
framework for Financial
Management

Develop planning tools to
assist in evaluating and
monitoring future
expenditure trends

Set budget frameworks for
the institution

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

Build and nurture
partnerships to improve
financial management and
achieve financial savings
Actively identify and
implement new methods
to improve asset control
Display professionalism in
dealing with financial data
and processes

28
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Competency Name

Change Leadership

Competency Definition

Able to direct and initiate institutional transformation on all levels in order to
successfully drive and implement new initiatives and deliver professional and
quality services to the community

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

SUPERIOR

« Display an awareness of
change interventions, and
the benefits of
transformation initiatives

« Able to identify basic
needs for change

« |dentify gaps between the
current and desired state

« Identify potentiat risk and
challenges to
transformation, including
resistance to change
factors

« Participate in change
programs and piloting
change interventions

o Understand the impact of
change interventions on
the institution within the
broader scope of Local
government

« Perform an analysis of the
change impact on the
social, political and
economic environment

« Maintain calm and focus
during change

» Able to assist team
members during change
and keep them focused on
the deliverables

« Volunteer to lead change
efforts outside of own
work team

» Able to gain buy-in and
approval for change from
relevant stakeholders

« ldentify change readiness
levels and assist in
resolving resistance to
change factors

« Design change
interventions that are
aligned with the
institution's strategic
objectives and goals

» Actively monitor change
impact and results and
convey progress to
relevant stakeholders

« Secure buy-in and
sponsorship for change
initiatives

» Continuously evaluate
change strategy and
design and introduce new
approaches to enhance
the institution's
effectiveness

¢ Build and nurture
relationships with various
stakeholders to establish
strategic alliance in
facilitating change

o Take the lead in impactful
change programs

+ Benchmark change
interventions against best
change practices

« Understand the impact
and psychology of change,
and put remedial
interventions in place to
facilitate effective
transformation

« Take calculated risk and
seek new ideas from best
practice scenarios, and
identify the potential for
implementation

Sponsor change agents
and create a network of
change leaders who
support the interventions
Actively adapt current
structures and processes
to incorporate the change.
interventions

Mentor and guide team
members on the effects of
change, resistance factors
and how to integrate
change

Motivate and inspire
others around change
initiatives

Ja 9 o
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PERFORMANCE AGREEMENT: ACTING CHIEF FINANCIAL OFFICER 2022/23

Competency Name

Governance Leadership

Competency Definition Able to promote, direct and apply professionalism in managing risk and compliance
requirements and apply a thorough understanding of governance practices and
obligations. Further, able to direct the conceptualisation of relevant policies and
enhance cooperative governance relationships

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
« Display a basic awareness Display a thorough « Able to link risk initiatives |¢ Demonstrate a high level

of risk, compliance and
governance factors but
require guidance and
development in
implementing such
requirements

» Understand the structure
of cooperative
government but requires
guidance on fostering
workable relationships
between stakeholders

» Provide input into policy
formulation

understanding of
governance and risk and

compliance factors and

implement plans to
address these
Demonstrate
understanding of the
techniques and processes
for optimising risk taking
decisions within the
institution

Actively drive policy
formulation within the
institution to ensure the
achievement of objectives

into key institutional
objectives and drivers
Identify, analyse and
measure risk, create valid
risk forecasts, and map
risk profiles

Apply risk control
methodology and
approaches to prevent and
reduce risk that impede on
the achievement of
institutional objectives
Demonstrate a thorough
understanding of risk
retention plans

Identify and implement
comprehensive risk
management systems and
processes

Implement and monitor
the formulation of
policies, identify and
analyse constraints and
challenges with
implementation and
provide recommendations
for improvement

of commitment in
complying with
governance requirements
Implement governance
and compliance strategy
to ensure achievement of
institutional objectives
within the legislative
framework

Able to advise Local
Government on risk
management strategies,
best practice interventions
and compliance
management

Able to forge positive
relationships on
cooperative governance
level to enhance the
effectiveness of local
government

Able to shape, direct and
drive the formulation of
policies on a macro level
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2. Core Competencies Cluster

Competency Name

Moral Competence

Competency Definition Able to identify moral triggers, apply reasoning that promotes honesty and
integrity and consistently display behaviour that reflects moral competence
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR

o Realise the impact of
acting with integrity, but
requires guidance and
development in
implementing principles

« Follow the basic rules and
regulations of the

| institution

«+ Able to identify basic
moral situations, but
requires guidance and
development in
understanding and
reasoning with moral
intent

Conduct self in alignment
with the values of Local
Government and the
institution

Able to openly admit own
mistakes and weaknesses
and seek assistance from
others when unable to
deliver

Actively report fraudulent
activity and corruption
within local government
Understand and honour
the confidential nature of
matters without seeking
personal gain

Able to deal with
situations of conflict of
interest promptly and in
the best interest of local
government

Identify, develop, and
apply measures of self-
correction

Able to gain trust and
respect through aligning
actions with commitments
Make proposals and
recommendations that are
transparent and gain the
approval of relevant
stakeholders

Present values, beliefs and
ideas that are congruent
with the institution's rules
and regulations

Takes an active stance
against corruption and
dishonesty when noted
Actively promote the value
of the institution to
internal and external
stakeholders

Able to work in unity with
a team and not seek
personal gain

Apply universal moral
principles consistently to
achieve moral decisions

Create an environment
conducive of moral
practices

Actively develop and
implement measures to
combat fraud and
corruption

Set integrity standards and
shared accountability
measures across the
institution to support the
objectives of local
government

Take responsibility for own
actions and decisions,
even if the consequences
are unfavourable
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[ampetency Name Planning and Organising
Competency Definition Able to plan, prioritise and organise information and resources effectively to
ensure the quality of service delivery and build efficient contingency plans to
manage risk
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
« Able to follow basic plans |« Actively and appropriately |« Able to define institutional [« Focus on broad strategies

and organise tasks around
set objectives

» Understand the process of
planning and organising
but requires guidance and
development in providing
detailed and
comprehensive plans

« Able to follow existing
plans and ensure that
objectives are met

e Focus on short- term
objectives in developing
plans and actions

« Arrange information and
resources required for a
task, but require further
structure and organisation

organise information and
resources required for a
task

Recognise the urgency and
importance of tasks
Balance short and long-
term plans and goals and
incorporate into the
team's performance
objectives

Schedule tasks to ensure
they are performed within
budget and with efficient
use of time and resources
Measures progress and
monitor performance
results

objectives, develop
comprehensive plans,
integrate and coordinate
activities, and assign
appropriate resources for
successful implementation
Identify in advance
required stages and
actions to complete tasks
and projects

Schedule realistic
timelines, objectives and
milestones for tasks and
projects

Produce clear, detailed
and comprehensive plans
to achieve institutional
objectives

Identify possible risk
factors and design and
implement appropriate
contingency plans

Adapt plans in light of
changing circumstances
Prioritise tasks and
projects according to their
relevant urgency and
importance

and initiatives when
developing plans and
actions

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

Translate policy into
relevant projects to
facilitate the achievement
of institutional objectives

g 7 On
¥

32

-




PEREORMANCE AGREEMENT: ACTING CHIEF FINANCIAL OFFICER 2022/23

Eompetency Name

Analysis and Innovation

Competency Definition

Able to critically analyse information, challenges and trends to establish and
implement fact-based solutions that are innovative to improve institutional
processes in order to achieve key strategic objectives

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

SUPERIOR

» Understand the basic
operation problem solving
of analysis, but fack detail
and thoroughness

» Able to balance
independent analysis with
requesting assistance from
others

o Recommend new ways to
perform tasks within own
function

¢ Propose simple remedial
interventions that
marginally challenges the
status quo

o Listen to the ideas and
perspectives of others and
explore opportunities to
enhance such innovative
thinking

Demonstrate Logical
techniques and
approaches and provide
rationale for
recommendations
Demonstrate objectivity,
insight, and thoroughness
when analysing problems
Able to break down
complex problems into
manageable parts and
identify solutions

Consult internal and
external stakeholders on
opportunities to improve
processes and service
delivery

Clearly communicate the
benefits of new
opportunities and
innovative solutions to
stakeholders
Continuously identify
opportunities to enhance
internal processes
identify and analyse
opportunities conducive to
innovative approaches and
propose remedial
intervention

+ Coaches team members
on analytical and
innovative approaches and
techniques

» Engage with appropriate
individuals in analysing
and resolving complex
problems

o |dentify solutions on
various areas in the
institution

« Formulate and implement
new ideas throughout the
institution

« Able to gain approval and
buy- in for proposed
interventions from
relevant stakeholders

« Identify trends and best
practices in process and
service delivery and
propose institutional
application

« Continuously engage in
research to identify client
needs

L

Demonstrate complex
analytical and problem
solving approaches and
techniques

Create an environment
conducive to analytical
and fact-based problem-
solving

Analyse, recommend
solutions and monitor
trends in key challenges to
prevent and manage
occurrence

Create an environment
that fosters innovative
thinking and follows a
learning organisation
approach

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

Play an active role in
sharing best practice
solutions and engage in
national and international
local government seminars
and conferences
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Competency Name

Knowledge and Information Management

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

ACHIEVEMENT LEVELS -
BASIC COMPETENT ADVANCED SUPERIOR

e Collect, categorise and
track relevant information
required for specific tasks
and projects

« Analyse and interpret
information to draw
conclusions

» Seek new sources of
information to increase
the knowledge base

¢ Regularly share
information and
knowledge with internal
stakeholders and team
members

Use appropriate
information systems and
technology to manage
institutional knowledge
and information sharing
Evaluate data from various
sources and use
information effectively to
influence decisions and
provide solutions

Actively create
mechanisms and
structures for sharing of
information

Use external and internal
resources to research and
provide relevant and
cutting-edge knowledge to
enhance institutional
effectiveness and
efficiency

Effectively predict future
information and
knowledge management
requirements and systems
Develop standards and
processes to meet future
knowledge management
needs

Share and promote best-
practice knowledge
management across
various institutions
Establish accurate
measures and monitoring
systems for knowledge
and information
management

Create a culture conducive
of learning and knowledge
sharing

Hold regular knowledge
and information sharing
sessions to elicit new ideas
and share best practice
approaches

Create and support a
vision and culture where
team members are
empowered to seek, gain
and share knowledge and
information

Establish partnerships
across local government to
facilitate knowledge
management
Demonstrate a mature
approach to knowledge
and information sharing
with an abundance and
assistance approach
Recognise and exploit
knowledge points in
interactions with internal
and external stakeholders
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Competency Name Communication
Competency Definition Able to share information, knowledge and ideas in a clear, focused and concise
manner appropriate for the audience in order to effectively convey, persuade and
influence stakeholders to achieve the desired outcome
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR

« Demonstrate an
understanding for
communication levers and
tools appropriate for the
audience, but requires
guidance in utilising such
tools
Express ideas in a clear
and focused manner, but
does not always take the
needs of the audience into
consideration
« Disseminate and convey
information and
knowledge adequately

[ 2

Express ideas to
individuals and groups in
formal and informal
settings in an manner that
is interesting and
motivating

Able to understand,
tolerate and appreciate
diverse perspectives,
attitudes and beliefs
Adapt communication
content and style to suit
the audience and facilitate
optimal information
transfer

Deliver content in a
manner that gains
support, commitment and
agreement from relevant
stakeholders

Compile clear, focused,
concise and well-
structured written
documents

Effectively communicate
high-risk and sensitive
matters to relevant
stakeholders

Develop a well-defined
communication strategy
Balance political
perspectives with
institutional needs when
communicating viewpoints
on complex issues

Able to effectively direct
negotiations around
complex matters and
arrive at a win-win
situation that promotes
Batho Pele principles
Market and promote the
institution to external
stakeholders and seek to
enhance a positive image
of the institution

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

» Regarded as a specialist in
negotiations and
representing the
institution

» Able to inspire and
motivate others through
positive communication
that is impactful and
relevant

¢ Creates an environment
conducive to transparent
and productive
communication and
critical and appreciative
conversations

« Able to coordinate
negotiations at different
levels within locat
government and externally
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Competency Name

Resuits and Quality Focus

Competency Definition

Able to maintain high quality standards, focus on achieving results and objectives
while consistently striving to exceed expectations and encourage others to meet
quality standards. Further, to actively monitor and measure results and quality

against identified objectives

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

T

SUPERIOR

« Understand quality of
work but requires
guidance in attending to
important matters

¢ Show a basic commitment
to achieving the correct
results

e Produce the minimum
level of results required in
the role

¢ Produce outcomes that is
of a good standard

« Focus on the quantity of
output but requires
development in
incorporating the quality
of work

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

Focus on high- priority
actions and does not
become distracted by
lower-priority activities
Display firm commitment
and pride in achieving the
correct resuits

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

Produce output of high
quality

Able to balance the
quantity and quality of
results in order to achieve
objectives

Monitors progress, quality
of work, and use of
resources; provide status
updates, and make
adjustments as needed

Consistently verify own
standards and outcomes
to ensure quality output
Focus on the end result
and avoids being
distracted

Demonstrate a
determined and
committed approach to
achieving results and
quality standards

Follow task and projects
through to completion
Set challenging goals and
objectives to self and team
and display commitment
to achieving expectations
Maintain a focus on
quality outputs when
placed under pressure
Establishing institutional
systems for managing and
assigning work, defining
responsibilities, tracking,
monitoring and measuring
success, evaluating and
valuing the work of the
institution

Coach and guide others to
exceed quality standards
and results

Develop challenging,
client-focused goals and
sets high standards for
personal performance
Commit to exceed the
results and quality
standards, monitor own
performance and
implement remedial
interventions when
required

Work with team to set
ambitious and challenging
team goals,
communicating long-and
short-term expectations
Take appropriate risks to
accomplish goals
Overcome setbacks and
adjust action plans to
realise goals

Focus people on critical
activities that yield a high
impact
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ANNEXURE C: PERSONAL DEVELOPMENT PLAN (PDP)
Explanatory Notes to the Personal Development Plan

ANNEXURE C: PERSONAL DEVELOPMENT PLAN: JIMMY MASWANGANYI

Explanatory Notes to the Personal Development Plan

Background

This Personal Development Plan (PDP) is drafted in terms of Section 8 of the Performance
Agreement entered into annually between the Moghaka Municipality (Employer) and the Chief

Financial Officer (Jimmy Maswanganyi, Employee).

The aim of the compilation of this Personal Development Plan is to identify, prioritise and

implement training needs.

The Local Government: Municipal Systems Act: Guidelines: Generic Senior Management
Competency Framework and Occupational Competency Profiles provide comprehensive

information on the relevance of the PDP process.

Application

This is the PDP for the financial year 01 July 2022 to 30 June 2022

Agreement

The Employer acknowledges and agrees that the Employee is fully qualified and skilled to
perform the current requirements of employment. But in th/espirit of continuous learning and
building experiences the Employer will support the EmpIOyée in the following endeavours during

this period:
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FINANCIAL DISCLOSURE FORM

2022/23 FINANCIAL YEAR

Mr. JIMMY MASWANGANYI
(1D 7008285808081)

ACTING CHIEF FINANCIAL OFFICER



|, the undersigned (surname and initials)
ASWAMEAMTY. X

(Postal address)

10 Toubesy 5’\‘{{@\‘ ‘F\WGV\\/WW‘QL\)
rovonstad QMO(

(Residential address)

Samd, al G\\OO\fQ)

(Position heId)
A Al el B

In Moqhaka Local Municipality

Tel: @ 7@7 C?;ZO 70 g?) Fax:

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

my knowledge:

1. Shares and other financial interests (Not bank accounts with

WA

financial institutions)
See information sheet: note (1)

Number of shares/ | Nature Nominal Value Name of Company/
Extent of financial Entity
interests

Pg. 2 Moghaka Local Municipality: Financial Disclosure Form 2021/22 financial year




2. Directorships and partnerships

See information sheet: note (2)

WA

Name of corporate entity, | Type of business

partnership or firm

Amount of Remuneration/

income

3. Remunerated work outside the Municipality

WA

See information sheet: note (3)

Name of Employer Type of Work

Amount of remuneration/

Income

Council:

Signature by Council:

Date:

Pg. 3 Moghaka Local Municipality: Financial Disclosure Form 2021/22 financial year




4. Consultancies and retainerships

See information sheet: note (4)

1Y/a)

Name of Client

Nature

Type of business

activity

Value of any benefits

received

5. Sponsorships
See information sheet: note (5)

PA

Source of assistance/

sponsorship

| Description of
assistance/ Sponsorship

Value of assistance/

sponsorship

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

See information sheet: note (6)

Description

Value

MR

Source

Pg. 4 Moghaka Local Municipality: Financial Disclosure Form 2021/22 financial year




7. Land and property
See information sheet: note (7)

W/

Description Extent Area Value

Signature of Employee

) A ! 07} 2022
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OATH/ AFFIRMATION

1. | certify that before administering the oath/ affirmation | asked the
deponent the following questions and wrote down her answers in her

presence:

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

Answer ?&%

(b) Do you have any objection to taking the prescribed oath or

affirmation?

Answer W\O

(c) Do you consider the prescribed oath or affirmation to be binding

on your conscience?
Answer f{‘eg

<

2. | certify that the deponent has acknowledged that she knows and

understands the contents of this declaration. The deponent utters the
following words: “l swear that the contents of this declaration are true,
so help me God” / “| truly affirm that the contents of the declaration are
true”. The signature/ mark of the deponent is affixed to the declaration

in my presence.

Pg. 6 Moghaka Local Municipality: Financial Disclosure Form 2021/22 financial year




\ fy 1 ihi ‘m‘ i f the Of‘ll_.,i al \‘Jhi[-;h
i ceruty na s dpcu nt is atrue COpyO
l ’ S ; ml Yy ne . al d that, from my phse vations.
was exa

not baen alterad in any mannen

E
R \/lsa ie
iano OY 5 c?

Commissioner of Oath/ Justlcs’&\/he eace .

il
ST

AN
S ~ . . (Block letters)

Designation (rank) ‘ Mﬂ ﬂr{ LD U{H aﬂ L Ex Officio Republic of

South Africa k k ,

Street address of institution ] ﬂ[/ ‘0(1*% &4‘

%

Full first names and surname:

[’-—-—_—

M1

CONTENTS NOTED: MUNICIPAL MANAGER

DATE:
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INFORMATION SHEET FOR THE FINANCIAL DISCLOSURE FORM

The following notes is a guide to assist with completing the attached Financial
Disclosure form (Appendix C):

NOTE 1
Shares and other financial interests

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

The number, nature and nominal value of shares of any type;
The nature and value of any other financial interests held in any private or public
company or any other corporate entity; and

¢ The name of that entity.

NOTE 2
Directorships and partnerships

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

¢ The name and type of business activity of the corporate entity or partnership/s;
and

e The amount of any remuneration received for such directorship or
partnership/s.

Directorship includes any occupied position of director or alternative director, or by
whatever name the position is designated.

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

NOTE 3

Remunerated work outside the public service (All remunerated employment
must be sanctioned prior to the work being done.)

Designated employees are required to disclose the following details with regard to
remunerated work outside the public service.
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¢ The type of work;
¢ The name and type of business activity of the employer; and
e The amount of the remuneration received for such work.

Remuneration means the receipt of benefits in cash or kind.

Work means rendering a service for which the person receives remuneration.
NOTE 4

Consultancies and retainerships

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

o The nature of the consultancy or retainership of any kind;
e The name and type of business activity, of the client concerned; and
e The value of any benefits received for such consultancy or retainerships.

NOTE 5
Sponsorships

Designated employees are required to disclose the following details with regard to
sponsorships:

e The source and description of direct financial sponsorship or assistance; and
¢ The value of the sponsorship or assistance.

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:

e A description and the value and source of a gift with a value in excess of R350;

e A description and the value of gifts from a single source which cumulatively
exceed the value of R350 in the relevant 12 month period; and

o Hospitality intended as a gift in kind.

Designated employees must disclose any material advantage that they received

from any source e.g. any discount prices or rates that are not available to the
general public.
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All personal 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
their ownership and other interests in land and property (residential or otherwise

both inside and outside the Republic):

¢ A description and extent of the land or property;
¢ The area in which it is situated; and
¢ The value of the interest.
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SCHEDULE 2

LOCAL GOVERNMENT: MUNICIPAL SYSTEMS ACT, 2000

CODE OF CONDUCT FOR MUNICIPAL STAFF MEMBERS

Definitions

1. In this Schedule “partner” means a person who permanently lives with another person in a manner
as if married.

General conduct

2. A staff member of a municipality must at all times— (a) loyally execute the lawful policies of the
municipal council; (b) perform the functions of office in good faith, diligently, honestly and in a
transparent manner; (c) act in such a 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 (e) act impartially and treat all people, including other staff
members equally without favour or prejudice.

Commitment to serving the public interest

3. A staff member of a municipality is a public servant in a developmental local system, and must
accordingly—

(a) implement the provisions of section 50(2); (b) foster a culture of commitment to serving the public
and a collective sense of responsibility for performance in terms of standards and ,targets; (c) promote
and seek to implement the basic values and principles of public administration described in section 195
( 1) of the Constitution; (d) obtain copies of or information about 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 achieve its
objectives and improve the quality of life of its residents. . Personal gain

4. (1) A staff member of a municipality may not— (a) use the position or privileges of a staff member
or confidential information obtained as a staff member for private gain or to improperly benefit another
person: or (b) take a decision on behalf of the municipality concerning a matter in which that staff
member or that staff member's spouse partner or business associate, has a direct or indirect personal
or private business interest. (2) Except with the prior consent of the council of a municipality a staff
member of the municipality may not— (a) be a party to a contract for— (i) the provision of goods or
services to the municipality; or (i) the performance of any work for the municipality otherwise than as a
staff member; (b) obtain a financial interest in any business of the municipality; or (c) be engaged in
any business, trade or profession other than the work of the municipality.



Disclosure of benefits

5. (1) A staff member of' a municipality who, or whose spouse, partner, business associate or close
family member, acquired or stands to acquire any direct benefit from a contract concluded with the
municipality, must disclose 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.

Unauthorised disclosure of information

6. (1) A staff member of a municipality may not without permission disclose any privileged or
confidential information obtained as a staff member of the municipality to an unauthorised person. (2)
For the purpose 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 a committee of the council; (c)
disclosure of which would violate a person"s right to privacy; or (d) declared to be privileged,
confidential or secret in terms of any law. (3) This item does not derogate from a person's right of
access to information in terms of national legislation. . Undue influence

7. A staff member of a municipality may not- (a) unduly influence or attempt to influence the council
of the municipality or a structure or functionary of the council, or a council, with a view to obtaining
any appointment, promotion, privilege, advantage or benefit or for a family member, friend or
associate; (b) mislead or attempt to mislead the council, or a structure or functionary of the council, in
its consideration of any matter: or (c) be involved in a business venture with a councilor without the
prior written consent of the council of the municipality.

Rewards, gifts and favours

8. (1) A staff member of a municipality may not request, solicit or accept any reward gift or favour for-
(a) persuading the council of the municipality or any structure or functionary of the council, with regard
to the exercise of any power or the performance of any duty; (b) making a representation to the
council, or any structure or functionary of the council; (c) disclosing any privileged or confidential
information: or (d) doing or not doing anything within that staff member“s powers or duties (2) A staff
member must without delay report to o superior official or to the speaker or the council any offer
which, if accepted by the staff member will constitute a breach of sub-item (1).

Council property

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

Payment of arrears

10. 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 deduct any outstanding amounts
from a staff member’s salary after this period.

Participation in elections

11. A staff member of a municipality may not participate in an election of the council of the
municipality, other than in an official capacity or pursuant to any constitutional right.



Sexual harassment
12. A staff member of a municipality may not embark on any action amounting to sexual harassment.
Reporting duty of staff members

13. Whenever a staff member of a municipality has reasonable grounds for believing that there has
been a breach of this Code, the staff member must without delay report the matter to a superior
officer or to the speaker of the council.

Breaches of Code

14. 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

ACTING CHIEF FINANCIAL OFFICER
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