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1.1

1.2

1.3

1.4

2.

INTRODUCTION

The Municipal Manager of the Ulundi Local Municipality (the Employer) has
purposed to enter into a contract of employment with the (the Employee) in
terms of Section 57(1)(a) of the Municipal Systems Act, Act 32 of 2000, as
amended (hereinafter referred to as the Systems Act).

Section 57(1)(b) of the Systems Act, read with the contract of employment
between the two 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 (the Employee), reporting to the Municipal
Manager of the Municipality (the Employer), to a set of actions that will secure
local government policy goals.

This performance agreement is concluded between the Employee, and the
Municipal Manager of the Ulundi Local Municipality (the Employer).

PURPOSE OF THIS AGREEMENT

The purpose of this agreement is to:

2.1

2.2

2.3

2.4
2.5

2.6

Comply with the provisions of Section 57 of the Systems Act and the
Municipal Performance Regulations published in the Government Gazette
dated 1 August 2006;

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 accountabilites in alignment with the Integrated
Development Plan, the Service Delivery and Budget Implementation Plan and
the Budget of the Municipality;

Specify accountabilities as set out in the Departmental Performance Plan for
the 2022/2023 financial year, which forms an annexure to the performance
agreement;

Monitor and measure performance against set targeted outputs;

Use the performance agreement as the basis for assessing whether the
Employee has met the performance expectations applicable to his/her job;

In the event of outstanding performance, to appropriately reward the
Employee; and
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2.7

3.1

3.2

3.3

3.4

4.2

4.3

4.4

45

4.6

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

PERFORMANCE MANAGEMENT SYSTEM

The Employee agrees to participate in the performance management system
adopted by the Municipality.

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

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

The Employee undertakes to actively focus towards the promotion and
implementation of the Key Performance Areas reflected in the Departmental
Performance Plan for the 2022/2023 financial year within the local
government framework.

EMPLOYER OBLIGATIONS

The Employer shall endeavour to create a working environment that is
conducive to the Employee being able to attain the standards of performance
expected of him/her.

The Employer shall provide the Employee with such physical, financial and
human resources as are reasonably required for him to perform his/her
functions.

The Employer shall provide access to skills development and capacity
building opportunities.

The Employer shall empower the Employee by way of a set of appropriate
delegations to act and make relevant decisions in the course of his/her
employment.

The Employer shall work collaboratively with the Employee to solve problems
and generate solutions to common problems that may impact on the
performance of the Employee.

The Employer shall conduct the performance review in a fair and transparent
manner.
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5.1

5.2

5.3

6.2

7.1

7.2

7.3

7.4

EMPLOYEE OBLIGATIONS

The Employee is obliged to perform his/her functions to the best of his abilities
and shall as far as practically possible endeavour to meet the standards of
performance as set out in the attached Departmental Performance Plan for
the 2022/2023 financial year.

The Employee shall under all circumstances act in the best interests of the
Ulundi Local Municipality.

The Employee shall co-operate with the Employer in conducting performance
reviews.

CONSULTATION

The Employer agrees to consult the Employee timeously where the exercising
of his/her powers will have amongst others:

6.1.1 A direct effect on the performance of any of the Employee’s functions:

6.1.2 A commitment by the Employee to implement or to give effect to a
decision made by the Employer: and

6.1.3 A substantial financial effect on the Employee.

The Employer agrees to inform the Employee of the outcome of any decisions
taken pursuant to the exercise of powers contemplated in sub-item 6.1 as
soon as is practicable to enable the Employee to take the necessary action
without delay.

COMMENCEMENT AND DURATION

Irespective of the date of the signature of the agreement, this performance
agreement and its annexure (the Departmental Performance Plan for the
2022/2023 financial year) will commence on 01 April 2023 and will remain in
force until 30 June 2023. Thereafter a new annexure to this agreement will be
concluded between the two parties for the following financial year.

The parties will review the provisions of this agreement during June each
year. The parties will then conclude a new performance agreement that
replaces the previous agreement by no later than 31 July of that year.

The agreement will terminate on the termination of the Employee’s contract of
employment for any reason.

Nothing contained in this performance agreement in any way limits the right of
the Employer to terminate the Employee’s contract of employment with or
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7.5

7.6

8.1

8.2

without notice for any other breach by the Employee of his/her obligations to
the Employer or for any other valid reason in law.

The content of the agreement may be revised at any time during the
abovementioned period to determine the appropriateness of the matters
agreed upon.

If at any time during the validity of the performance agreement the work
environment alters (whether as a result of government or Council decisions or
otherwise) to the extent that the contents of the agreement are no longer
appropriate, the content shall immediately be revised and then mutually
agreed upon by the two parties.

PERFORMANCE OBJECTIVES

The Departmental Performance Plan for the 2022/2023 financial year sets
out:

8.1.1 The key performance areas for which the Employee is responsible.

8.1.2 The performance objectives and targets that must be met by the
Employee.

8.1.3 The timeframes within which those performance objectives and targets
must be met.

8.1.4 The performance objectives and targets reflected in the Performance
Plan are set by the Employer in consultation with the Employee in
compliance with legislative requirements and based on the Integrated
Development Plan and the Budget of the Municipality and include key
performance areas, objectives, targets, key performance indicators and
weightings.

8.1.5 The key performance areas describe the main tasks to be done. The
key performance indicators consist of the details of the evidence that
must be provided to show that an objective has been achieved. The
targets describe the timeframe in which the work must be achieved.
The weightings reflect the relative importance of the objectives to each
other.

The Employee’s assessment will be based on his/her performance in terms
of the output/outcomes (performance indicators) identified as the performance
plan annexed into this agreement, which are linked to the Key Performance
Areas, and will constitute 80% of the overall assessment results as per the
weightings agreed into between the Employer and the Employee:

BN

R



8.3

Key Performance Areas (KPA’s) | Weighting

Basic Service Delivery

Local Economic Development (LED)

Municipal Transformation and
Organisational Development

"Good Governance and _ Public |
Participation

Financial Viability and Management

Spatial and Environmental

TOTAL 80%

The Core Competencies will make up the other 20% of the Employee’s
assessment score. In terms of Local Government: Regulations on
appointment and conditions of employment of Senior Managers, Reg. 21 of 17
January 2016, the “Core Competencies” are competencies that cut across all
levels of work in a municipality and enhance contextualised leadership that
guarantees service delivery impact; and “Leading competencies” means
competencies that are required to develop clear institutional strategy, initiate,
drive and implement programs to achieve long-term sustainable and
measurable service delivery performance results. There is no hierarchical
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 considered as measurable and critical in assessing the level of a
senior manager’s performance and as listed as follows:
LEADING COMPETENCIES
COMPETENCY | Weighting
Strategic Direction and ¢ Impact and Influence )
Leadership e Institutional Performance
Management
¢ Strategic Planning and
Management
e Organisational Awareness
People Management e Human Capital Planning and
Development
¢ Diversity Management
e Employee Relations
Management
| ) | e Negotiation and Dispute |
6



9.1

¢

Management |
Programme and e Programme and Project Planning
Project Management and Implementation
* Service Delivery Management
Programme and Project
Monitoring and Evaluation |
Financial Management e Budget Planning and Execution
Financial Strategy and Delivery
Financial Reporting and
| Monitoring o
Change Leadership | e Change Vision and Strategy
e Process Design and
Improvement
e Change Impact Monitoring and
Evaluation
Governance e Policy Formulation ’
Leadership e Risk and Compliance |
Management ‘
» Co-operative Governance |
Total Weighting Leading Competencies J

CORE COMPETENCIES r
COMPETENCY | Weighting

Moral Competence
Planning and Organising |

Analysis and Innovation ,|

Knowledge and Information Management T
Communication 4‘
Results and Quality Focus

TOTAL PERCENTAGE WEIGHTING 20% ‘

ASSESSMENT OF PERFORMANCE

Performance Reviews

The performance of the Employee in relation to his/her performance
agreement shall be reviewed on the following basis:

First Quarter July to September
Second Quarter October to December
Third Quarter January to March

Fourth Quarter April to June

9.1.1 The quarterly reviews for the first and third quarter may be undertaken
verbally between the Employer representative and the Employee if
performance is satisfactory.
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9.1.2 The fourth quarter (annual) review will be undertaken by an evaluation
panel. The evaluation panel will consist of the following persons:

Municipal Manager of the Ulundi Municipality (Chairperson)
Chairperson of the Audit Committee

Member of the Executive Committee of the Ulundi Municipality
Municipal Manager from another Municipality

Performance Management Specialist

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

9.1.4 Performance feedback will be based on both the Employer's and the
Employee’s assessment of the Employee’s performance. Part of the
review process is the development of an agreed assessment of the
Employee’s performance.

9.1.5 The Employer will be entitled to review and make reasonable changes
to the provisions on the performance plan from time to time for
Operational reasons. The Employee will be fully consulted before any
such change.

9.1.6 The Employer may amend the provisions on the performance plan
whenever the performance Mmanagement system s adopted,
implemented and/or amended as the case may be. In that case the
Employee will be fully consulted be fully consulted before any such
change is made.

9.2  Performance Rating Scale

Level | Terminology | Description - | Rating
5 | Outstanding Performance far exceeds the standard expected of an | 130% -
| performance | employee at this level, The appraisal indicates that the | 150%+

| Employee has achieved above fully effective results | |
| against all performance criteria and indicators as specified | |
in the Performance Agreement and the Performance Plan |
| and maintained this in all areas of responsibility (

throughout the year |

|
| |

Performance issignificantly higher than the standarEhOO%_-J|

|

|

4 | Performance
significantly | expected in the job. This appraisal indicates that the | 129%
| above |Employee has achieved above fully effective results
expectations | against more than half of the performance criterig and
/_1%ﬂﬂﬂmmwzmdMWmmMmwuqumMmmww_

|
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|"Fully effective

areas of the job. The appraisal indicates that the | 100%
Employee has fully achieved effective results against all |
significant performance criteria and indicators as specified
in the Performance Agreement and Performance Plan.

fully effective key areas. Performance meets some of the standards | 89%

|

Unacceptable

expected for the job. The review / assessment indicates |
| that the Employee has achieved below fully effective |
results against more than half the key performance criteria |
and indicators as specified in the Performance Agreement {
and the Performance Plan

60%

has achieved below fully effective results against almost |

all of the performance criteria and indicators as specified |
in the Performance Agreement and the Performance Plan.
The Employee has failed to demonstrate the commitment
| or ability to bring performance up to the level expected in
| the job despite Mmanagement efforts to encourage

Evaluation of Performance

The evaluation of performance consists of the following:

9.3.1

9.3.2

9.3.3

9.34

9.3.5

An assessment of the achievement of results as outlined in the
Departmental Performance Plan (80%); and an assessment of the
Leading and Core Competencies is (20%).

Each objective in the Departmental Performance Plan will be assessed
according to the extent to which the specified standards or
performance indicators have been met.

Each of the elements of the Core Management Criteria, which have
been weighted equally, will be assessed according to the extent to
which the strategic alignment standards have been met.

An indicative rating on the five point rating scale will be provided for
each performance objective and / or managerial competency.

The applicable assessment rating calculator will then be used to add
the scores and calculate a final KPA score.

Performance fully meets the standards expected in all 90% |

Performance does not meet the standard . expected for theTBelow -
| performance | job. The review / assessment indicates that the Employee

]

|

Performance not | Performance is below the standard required for the job in | 60% -

|

|
|
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10.

10.1

10.2

10.3

11.

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

MANAGEMENT OF EVALUATION OUTCOMES

A performance bonus ranging from 5% to 149 of the all-inclusive
remuneration package will be paid to the Employee in recognition of
outstanding performance to be constituted as follows:

10.2.1 A score of 130% to 149% is awarded a performance bonus ranging
from 5% to 9% and a score of 150% and above s awarded a
performance bonus ranging from 10% to 14,

10.2.2 Should an employee incur Unauthorised, irregular, fruitless and
wasteful expenditure he/she will not receive a performance bonus
for that particular financial year.

In the case of unacceptable performance, the Employer shall:

10.3.1 Provide systematic remedial or developmental Support to assist the
Employee to improve his performance; and
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12,
12.1

12.2

13.
13.1

13.2

13.3

13.4

13.5

DISPUTE RESOLUTION

In the event that the Employee is dissatisfied with any decision or action of the
Employer in terms of this agreement, or where a dispute or difference arises
as to the extent to which the Employee has achieved the objectives and

meeting, he/she may refer a formal dispute for mediation to the Mayor of the
Ulundi Local Municipality which, rendered within 30 (thirty) days of receipt of
the formal dispute, shall be fina| and binding on both parties.

GENERAL

The contents of this performance agreement must be made available to the
public by the Employer in accordance with the Municipal Finance
Management Act, Act 56 of 2003, and Section 46 of the Systems Act

This performance agreement is written in English; hence English shall be the
language of al| Communication between the two parties. All correspondence
between the parties to this agreement and g reports and other
documentation shalj be submitted in English.

The parties to this agreement record that this agreement constitutes the whole
of the agreement and arrangements for the performance of the Employee for
the 2022/2023 financial year.

No agreement varying, adding or deleting from or cancelling this agreement
shall have any effect unless reduced to writing and signed by both parties.

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

11
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14. SIGNATURE OF THE PARTIES

MR. S. M. KHOMO

EVALUATION OF PERFORMANCE

PART A: DEPARTMENTAL PERFORMANCE PLAN

|rV_Veighting { Maximum Agreed
|

| Score

Actual || Percentage of
Evaluation | Score ' Maximum Score

LTOTAL —____—*_——__]L 1——__#

Contribution to Overall Performance Score (80%) (80%)
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PART B: LEADING AND CORE COMPETENCIES

Competency Weight Agreed Percentage
' Evaluation Score

|

4}

' Strategic Direction and Leadership

People Management

Financial Management

|
|
Change Leadership
‘GE/ernance Leadership J i
—
|
|
|
[

,|
Program and Project Management )7

[ Moral Competence

( Planning and Organising

F‘nalysis and Innovation

Knowledge and information
Management

' |
F
1

Communication }
Results and Quality Focus I if
| TOTAL L |

Contribution to Overall Performance Score (20%)

SUMMARY

/j’erformance Area Performance Score

Part A: Municipal Performance Plan

Part B: Leading and Core Competencies [

TOTAL EVALUATION OF PERFORMANCE f J
l
Signed: - Signed: MV
Mr S. M. Khomo Miss P. T. Nxumalo
Date: =, /o5 /o003 Date: 3\ /os /o023
13

hesh
i MMA



e
Aypediswny
leH) U UM SIRIUMUICD |
£207 9unr g Ayunuiuiog auesjauiolly| paanba) & siey yons el a4} jo spaau atp e o
Hoda) e 850)3 pui uoga o] | 2207 Jequiadag Z202 J2quis10a5| Aq [[eH AYuntinuos suemeuoly JO UCHINSUDD) | SBIIB UM S{lEYy ARUNILLIOD|  SanIHoe; Siey AuunwLad! 91708,
|40 a1soyniag spoday ssesborg tl B ©m|  1gAqeBas uogonasuo9,001 | _oe Aq aBens uoponasuo vegg 40 U0RKNILSLO) G500k L2900 #0S B %00} | oaa2seg 4o uonRIdwog §0 9 € Jo uog W e o Ba1ang 9PSL|  -SI-9%NDY
_ 0] | | yr sy N
Ayediojunyy
IeH Up g sepuLILI
£207 30N 0¢ Ayanuruso) susiszeiyN| paunbas S SIEW Uons 2iay| e 0 SpadL a1p 193 )
Hod1300 @501 pub toyaldway), 0T BRaq 22z uadeg | Aq e Auniuod aysezey 10 ORINASUDD) 5GAR LA Sjley Ayumiios| - saniioey sifey Amuuoo) S17:08]
| loapoutia) suodey ssauboly €t e | bg Ay ebms uoponnsiodgu00) | - g Aq 9Bers uonangsuag o655 10 UDHONISUOD) %))} 00'Pry 01y 24 %00}| eBepsasg! 40 40ga[duto) J0 95| @ jo oy g BEa aBee1g) S¥SL|  -S1-98ZND|
Aypedioniy
U VIR SAQUNLILIOS|
£207 IH Aunuwuio)| pasnbarem sifey yons aziym| e o spaau ot jaal o
oda) Jno 8509 pua Logaldwen 2202 seqwaosg 2202 Bquardag|  aunp g Aqyer Aunuwag 1B jo USHaNNSUOT| S8R LNYUM SRy AYUNUINCD|  SanII0B) Sjlely Aunteios) Y708
| {porRaun) soday ssasborg 8 e S| b hq sbers uoanusuodenpl| g Aq 9Bes oRaNISUOG 945 @40 OBOMASUIFg0] 91'660 0vE 2y %004 BaRd| 40 uoRaIdog J0 95 2 0 UONNISUOD Bl emEpiey o walidojansp oiBalRAS Y81 -Sit89INDH
|
Aupdajunpy
_ Al U S3QIUNWLGD|
£202) IleH Agunuisiogy pasinbos ax sijey yons 23aym 34 Jo sp3eu 3y A o))
Hoda1 110 850[) pise UoRR|Citio) £20C YoRLE T20Z PquEdaq 207 laquiaidag|  aunp gg AqIH Aunwweg UG o LORINISUCD| SBIIR UM ey Ayununioo| s3I sifey Agunuawcal €+ros
10 39yp.00 spoday ssaibolg u & 4q afers uog S__.l 1¢ A abes uor aa_|% Aq efys uog %06|_SueliquI jo uog %001 £5UGI6C Y 9004, a0awaaind) o wopaydineg jo o8 jo oy ) el EaS) €¥SL|  -SI-99INDI
IH Ayedounyy
Aunwwiog ninzakemy Bi) UNBIM SANIUMHILOS
£202 3unr g Jooganasued| panbel 2 sjiey Yons asuh(  au) o spacu oy Jaeu o)
Wodo1 100 850/ puB egajdo) 220 $aquisoaq T0Z Pquades| Aq jieH Aunuwio?) ninzekemy) o 8218 UM S|fey ) 904198} sijey Ayunusioo) TI¥FOoS
10 @RouRIR) spoday ssaiboud 9k L S| 1EAqabis uoponasued %0} | g Aq abs vogongsuo) o5 10 uogINgEI0] %4004 60'267 25% 24 %00} aBarudaieg 40 UoRAIS 10 %) 8 Jo UORINRSUO? ) o6 4o WIS aiBoreag) 1 TYSL| -SL-99ENDI
Ayediounyy
2P Uy SSRUALLIS|
20 IEH Alanuiiod) pantiba: e sy Yons 2ym|  au o spast aig ety oy
uoda2 100 @50} pua uoa|duiog 2202 Rquacag 207 Soquadag)  aunp o Aq e Auniwod) IPUIQERY J0 oIS O3 I SIIRY Apuniiniod|  sapy: 1 IIyos
10 323 Spoday ssasbosd 24| e S| 16 A aBms uopongsuo 96001 | 0F Aq afis LoRINasuoD 66, INUIGER jo UoRNISIDD BOOL| OIS 0IGTY) %l abuaaig 40 UORBIBIOG f0 5| € Jo Loy I o e FPSL|  -S1- 99N
Aoty
£202 aunp. A4} UTYUR S3BIUNULOD|
02 Aq 1oH Ayunuuo [uaAeg IoH Auniuiog) peunbai am siy yone assym| 3 jo spaal aig jeew o)
Hodal 1o 850[) pise oRR|duwio) 2202 Joquadg 2307 oquaieg| o uoeAousy UCRINYSU0D) uafeg Jo UORIASUDD)| SEak UigM SiiBy AUPLILIS|  saye) Sy Anuun tros
Jo meoynien suoday ssaidoly 9 ey S 1 Aqabers uoganasuoD 94001 | 0 4q 9bis uoponasuas o408 4o tomojdine %00} | 00071 089 2y %004, Bewaod| o uonaicnd o 9|40 uog R ) Bojens Y81l -S1-99ND|
pbaveyy jBdiauny 10} 9 qusodsa;|
Uid ay) gy oowepseona uj opio £20¢ 9U0r o, €202 Y0 1€ Ag 202 qWR03(] G Aq, 7207 Jerquadas ¢ Aq saeuepy €202 2unf of Aq sebeueyy 01 payyLigns ue|d| St Anediaiungy ayy ey
1M 3 sabausy dounyy o} AqraBcueiy BUOTH o] PLIGRS,  abeuepy edoum O pepuas | saeLeyy jedlun & popans| - edkuny oo Pags wid|  (edaunpy o) papwans uslg 0UEUSIUEH 0H-PY puE, {iogem uucrs Buiphiows)|  speosssou) s yiomgau
PAILIGTS Ueld SIUBUSIEI 20H) ueld N 4Py telg N 20H-PY L] H-pY. 0H-PY § pou 0H-PY 3 poULEL] poulii togustigiduy|  spaou dsumc) pue usgin| oA ULKYS PUR $pEo
Py pauwRIg 241 o vopeuaua|dw| 8 PaUlSId 3430 uogmuLL2|du| g pauueld Si) o LoTkIBWSOW)|  § pelEld A0 i a jo uog 1o 24140 uog 12 4 uo syoday ssaiBol| 4o soueuauIELI 20U PR PUB| Y40 BIBUGIUIZYY PUB riTos
U0 1o poday ssasbord AGIVON| SPRMYZ 1y | 918 0 spodey) ssasorg Lo & 1) Lo 0d3y $524b0iq AUON €31 o spodey ssaBard AIUON £ Uo swodey ssaibold Algiiany £|uo speday ssaiborg Ajuop z. 0016} 501 €4 % squny Athuo jo soquiny| pauveid @ jo Buipasbey ‘uogonasuo) VESL|  -SL-99ZND
0} e|qisuodsas
st Agjadiounyy aip ey
20! w0 sbeuery jadorumpy Lioyem uuoys Buipnjoul)|  speos ssoip Joj yomgou
sbeuapy Anr 1§ Aq 0eusyi redownyy| - Ay | A seBeue ledaunyy Aqueid soupuaizy|  speo. dysuAo) U IBGIN|  Jsjem Wiojs Pua Spao)
FEciaunp Aq panoidde weig 1Rid B 1d X Q0H-PY pUe pouield| o 12t 0y pa pue, - 84 Jo B P 1208
| 3OUBUEIBI D0H-PY PU paueld| SPRM bZ (1Y e o e 0H-PY pue pauueld 0H-PY pug pauLE(d s TOULONE BQ| oy o [enosddejo o] pauusid e o uoy Bupeibdn ‘uogonasun) £51 -S1-99INDY
SR 01811 L2 podey | naunog Aqpanoside
1nQ 85013 'spoday ssasbosy £207 uny g A jounog ond g B ledwunyy ot jo gar
Aywopy ‘velq ssauisng "sjosford £20Z Sunr 1€ Aq 2202| Aq penoudde-o.d se obueregeg 1 {¥oq s | 91 joBIE ISURSI| IR FSUSOI] B LILPIM S|
oI Ra3}R Jo 1s]| panoudde €20 Unf £ AQ Spioyasnol|  spioyasnioy 067 10 SiatloysuRYL 2007 Bqusoag (e Aq)  mquaydas gg Agspioyasnoy| L (xoq sjeu & yum Burgeo) i Bugeo) l foud vogeayu uognalesip Atgaspa) T 1os|
~2)d (M Uopnjosay jounog| g 057 40} S0133UUI03 3510 PU2 S3UL0 Uogongsuad | sproussnoy g5z o) aBwis ubisag| gz %) aberg Buuoaulbus-eid)  peyosie spioyasnol gz 00000 000 01y §_ fqunN|  paydepe o saquian| jo W Aoed)  eayoaye ua apiroxd oy 251 -SI-99INDY)
Jafoueyy
ueyd a1 s 20uBpI0I08 €207 9ung F A9 £20Z YOI 1§ Aq T208 Jaquiasag g Aq 2202 sequedes gg Aq £20¢ 2unr gg Aq jediaungy o) papysemts,
Ul 12pxa SH.0p0 9 sabeueyy sebauey [edialngy o) payugns SN o pemugns| - Jabiaueyy jediouny o) pepwane | JaBuey jediojunyy o) pauigs safieusyy pdiouny o} papiiqns iBosd » yjed ol ook
Jediounyy o) pagugns us|g Blwwrelboly i K auwwasbold oueuauER auwe.folq souerauep| awwrBoid axeuauEp ) Jo vog 1 R U BSUR9I| 31 N J
aaLRUSNIBY oy} o UogeaiLaldy a4 4o uop ] n ; AP t anje 1o a4 o voy 15 24 Lo Suodoy ssaibold|  pauueid jo vopgusweldy|  voRngusIp AT Liros
| _Siguo spadoy ssatboid Ao spea pz 1y 210 40 suodoy ssaBoid IO € a1 o sy0day ssaiBoly Ao ¢ o uo spoday ssaiBoid g s| 1o spadey ssasBorg Aoy €|uo spoday ssaibold Apuop g1 . 002 €55 84 Zh|  soquiny Aoy o ssquiay angRays ue spiod o) VISL  -SL-99ZND
{1414 2202 AT
Anr 16 Aq JeBeueyy jedolnyy| ¢ Aq JoBeusyy [stounp Aq ouwesoid|  Ayedpunyy au jo sar
Jabsuepy g panoudde (yiomsau Ayjaoaje| panosdda <1 (yompu Ayoigoale U 2 3SURLY B4 UM SRS
lediojunyy £q panoidde aweifioly Joj) auitesBosg soususiuiely|  s0y) ewwesbosy souauzEyy pauteid jo uopeyuswaiduy uopnqasip Apounoa)s| V1I08]
SOURURUIA SAREIING] PRUBL | SPIRA pZ [ L onellBAa1q PaUUBY AMENWAL] PoULK en ZULONE wg Palilelqd 2 sjeg pue awdojenag|  angaeya ua appoid oy | VSL -81-992ND.
1aB12) a3ueuLopey Jebrej acusunopay obieg soveunopay Pfle] aueoay
ey sty o rrongor 5202 UMY 03~ E102 0 1|20 e v UL AT || 2207 o9 - 0 OOV | 02 et g 202 A 1 o o o 1ouwy
paunbay 309 Spiem | sesmsesiy anpoesion | safiuaijeyg s seBieyoolg | spimmo) prodey ssesbioug ¥ A0 £¥3LHVID z b UV yobisey jenuiry iR STEgjouzseg | jouun | soeaipu) woueuiopeg | indingyemsalao .sx._sﬁ_ aoalooboiens | azasvauseusnen | weford | eouewsey goi

TYOINHIAL “HV3A TWIONVNIH £202/2202 HOd NV 1d NOLLVANIWITdI) 1390NE GNY AYIAIIZ0 30433 TYNE



T T — =
_ Agedioungy
B UpIR SIQRRLLES|
pesnbal 2R 2y 4o spaatt jpucheaal
207 SONI0B] 4ONS 2124 S0 R Jeew 0) sapIde
Hodo) o 500 pue vopa|duis 2202 Rquaeg T2z oquardag|  sequace(] |gAq piay suods Doy slods eueq| UkA splaBLOdS Aunwisios| Wods pua Auntioo; £T¥:08
1o 3koyue) ‘syoday ssainyg | 5| | .. o M| 1g Aqabiys uopongsuos 9400} g Aq e ogonasuon g, | B0 40 ogongsuo) 940p) 4196 L4v 1Y) %001, leizorg) 1o uoRangsuon o % e o op DA Jo P oibereng €551 -S1-90INDI
Ayedungy
Blf) UIYIR SUNLIWOD |
pamnbaiam| ey jo sposu [eucpesas
€207 sunr’ SO08) Yons auoym seaR ap Jeau 0) sae
Hods1310 850f2 puE UayR|duios €207 Qunr €207 YO 220 Pquaeg ZZ0T 2uiaidag| g AQ Piald Suodg (wamipez3) DIy Spods omyez3| gy splogpods A Vods pua Al TP 08|
__ 1oomaniag 'Suaday ssaiboly 0| ] N | tefaebes uopongsuon ol 4gAg 093NASU03 %66|  1E %86| _0¢ Aq abiajs uononastio) 4,16| 4o vogongsuod 300} BE'P09 6GEY %004 Sbesaind| o oy 10 %| & 40 uop D AR o P 2Bajeng] TSSL| 51 59N
Ayedouny
P UM SIILNIWILOD)
7 b U 40 $pa3U RuoR
€20z 3unr, SERR) Hons 25U s2aR 40 yeou o sapogy
Hodal 110 820[2 pue Uoja|diiod, £207 eunr £202 YN 2L 4uisoaq 202 Bquadag 0 Aq pray spedg suezeyip| Piay Spads auezeyyyy| Lipm SpRKLOS ABUNLLIOS) Hods pus Aunuion) 1Tr 08
| Ioawayey ‘suodey ssasboly 1z| | OeAqabis vogangsuod gl | |5 Aq sbers uoganasuion %66 1€ 4 36eys voyongsuog %86| £ Aq 8Bajs uonongsuoy go46 10 UORONASUO) 54001 92’601 86| %004 30aiua0Rg| 1o uonongsuod o % e jo woganasuos aty Awoed|  jo aidojasp HbaeLS 3] “S1- 992N
Apaciotungy
BU) LM SBIUNUILICD)
poanbaam| ol o spesu [BuoREa 29|
€202 2unf (f fq Zaseyd|  sagioa) yons asym seaw 01} j93uW 0} sap9ey,
Uoda1 110 asojo pug £20Z 2unp 202 WBN £00¢ Jaquiaoag 0z Bquoag 7 asayg piey suods wageiyz3) PIRY Suods Wagenza | Ui Spiatpods Ayunuinieo Hods pug Auniuision Tr08
Swotey ssaifosg ued sseusng| o) i i | 0 Aqabaig uogonnsued 9,001 | g kq abers uogongsuey o409|  4¢ Aq afias UORINRSUOD SK0E| 0 Aq sbars Buaaubua-aig 10 LoRINJSUOD %)} 00°000 005 6 %00} sBopwonea|  jo 10 %/ @ Jo oy 0 Speiceg otbeess '§SL -51-99TND
Ayjediounpy
9 L SeRUIUILIes
£20Z 8T 0g IEH| paunbe. a8 sipy yons 2oy i Jo Spost aig eew o)
€20z uny 202 R 20z #quiesag 2202 =quiadag| Aq IeH Amuniod suemysusy Aunuiwoy AR Sl Ay S210%) Siley Aunios PIIYOS
| swoday ssaiboud el ssausng 4 - B B 06 Aqofirg Lopongsiod 940)| b Aqabis uownasuon g0p| b Aq abers uononsuog sog 0% Aq afiels BuaouBus-ouy 10 LORNASUO 5507 88 1664 %00}| 9Baadmd| Jo uoonasuas jo % o uog ey jo. otberess ¥9SL  -S1-992ND|
—— L - | i o %00l ewoRd] i i =i Ko . _W¥Sl -5
Aypediounpy
Al UM SHUUNUILIOO
2414 PaUNbL 32 Sijey Yons ISU| o) Jo SPEAN AN 159U oy
E207 2unp 200 YORN 2207 $2qua03q 2207 DquaAdaS g Aa|  aunr g Ad 1B Aninwiiog : IIeH Ayunuiusog aipnous3| seese umun ey Aunwwoo|  sayoa) sy Aynusuroo) 11708
Swdoy ssaold weigssausng| )| | | 0 Aqebms uoanasuod sige 1 kabers wogongsuon s05 | beq abas wonongsuon ) | abels ufisag g Buwseuisa-alg alpiqu3 o uogongsuog s T8 166y %00} | sfizuaaeg) 10 BononAsue % 8 Jo vy spowEmel o ! uw_ | EVYSL|  -si-99eND
Ayedionmpy
AP UGN SO
€202 3unr 0€ Aq e VeH Anuiuiod pannbai o Sy YoNS 210k oy 0 spast auy1aeu gy
£207 sunr €207 YOR 2207 #quacen 2207 equiades 0 Ag)  Agunwuog u 3| 80/ UM sy A SaRIRe} s(jey Aunuuoa ZV1h:05
Siodoy ssaboiy vmdssusng| g | 0¢ Aqabeig wonongsuon 40| ¢ Aq sbes woponasuog 0| g Aq abers oy %04 | Sbeis ubisaq 3 Bumsoufus-ng| 10 UoRINgsUO3 %00 62718 1664 %001 sbauaond] o uogangswon o 95(8 0 s aeye| jo Bareys| YSL  -51-592ND
Ajedonunyy
24 UlLgm SefyunuILod,
£207 IRH| painba) 2 sijey yons 1M o jo sposl oot o
€20z sunp €202 WEN TE0E 2que08q 2207 oquaNos g 49| aunr o Aq yiaH Ayunuuog) Ayunuiio WRAR3) SeoR UM siey Apuntiuoo| - senyioe) syey Aunuseo 1V¥os
suoday ssaiboud ‘el ssalsng 4 06 AqeBiag Uonangsiod o0y b Aqaers uogonnsuo sugp| 1 AqaBens ogonssuog go) | aBers UBisaQ 9 GuusauiBus-aug) pUIGEZS Jo opssLeD 3400] 678 166Y) %00} | 2Beuaang] o uatongsuon jo g8 o o o ey sy HYSL  -sL-99END|
| Ayedipunyy|
U LYIA SIRLNLILIOD)
£202] IeH Aunutiios)| paanbos & silel yons aieym| Bl jo spasu oy Jas o}
Woda1jnc 85019 pug uogajduio 202 Rquacag 2207 quindag)  aumr g Aq ey Avumuwog) BZ0)OY1 J0 UOGINISUOD| SEAR: UM sifey Ay SaqR) siiey Al (52
| P aeoynia) spoday ssarbouy oL - = 1 - ] L o B Ve Aqefiels uonanasiodnn | g Aqafieis UOROnISUD %65 BZ0NoWL o LORONASO0%(0) Y658 veL 2 %00} | obeuaoRd| o wonajduiog o 95 e 4o uoy Seupes| o aiberss OLPSL|  -S1-90TNDH
Apedionungy
eH| SUYY ULGIAN SARIUNLILIOD
€20z 2unr 0g| AunuILOD 3puoquEnN| Painba. 622 SIEY YaNS QLo 1o SPaSU a1 ol o)
Hoda.3010 950[) pue topfdiuioy, 0Z Bua0aq 202 Pauiddeg | Aq [ Aunuiwe) spuoquely 40 BORONASUOD) SBaI UL Sjjey Aumuiuoa  Sapyoe sjey Auniuwos| ES 617:05|
10 210D Spodey ssaubos | s e 8| 16 Aqabeys uoponnsuoy 94004 | o 49 6s uogongsuop %66) §0 UORINSUOD 96| V6L oIS M %004 *Dewadmy| o uogaiduop o %8 o og D aEyoed|  jousurdoianep afaeng = §¥3L|  -s1-9%ND|
H
s
E]
| W. |
a
7 Aoy B
118K Apunwwo?) 4 U SBIUNWOD| m
£202 sunr og Aq| Biabuayywon| poanbe 2 spay yons osoym, 211 Jo SpaRU By JesW O} =
Hodaaino 3sojg pue vope|doy| 220 Jaquisoeg 202 5quieldas | ([oH Aunwwos eeBueyyuioN] 10 voRongsuOD| 582K Uy sifey ARUNILILIOS|  Sapte siiRY AR 3 BFOS)
10 B9 Spioday ssaiboly s | By S| v AqaBas vogonsswodue0k| o Aq sbes uogonnsun ggg Jatoponnsued %00 1500185 2 %004 SfeNadiod)  jouogaidiiog o g e o wog 0 areyoey|  jouauidojonop ybarens| 4 8PSL  -SI-$9IND)
= T — ~— | :
]
»
| | E
Aredormpy &
| BUp LI SOQUNUIWIGD| m
€207 IBH Ayumunsog) paunbs o sifey ons asym| a0 spealt ai 30w o g
Hoda1no asof3 pue uona|dhuog 2207 #quedsg 2202 lequaidog | aunr g Aq e Ayuniwog 2APUON J0 UORINASUO]| S22 UM iley AYUNLILCD  SoRIISR) Y AunuLIcs B L1vios
10 39B0UB) Sodsy aa?c_ ol ] ep| | g Aqabes uononasuo 9400.| g Aq abes uogongsuon 65 _ BAIDUION 45 UoRonIsUID%40) 92191 S0£ 7Y %004 ABeu20Rd| 40 uoBIdeg 4o )8 4o oy 3 ey abang! =4 _l LrSL|  -Si-9%IND)



2By 3
£202 214 2202 $quiandeg| £20 200y g 49 sty o) Jo 2310 21, =
aunf F A sofleuey jedolngy | £207 Udl 0 Aq JoBeueyy xSty | seqwadag g Aq sseuepy sy 0F Aq Jabevepy ysiy o) JBeLe ysiy AU Jo 9o e O} PORWQNS LB| Uogay [eaLasrjipny| m
saeuayy ysnd au) 8 J0 22440 31} O} PSS UBH | 3L J0 0O AP 01 PRGNS Bl SO0 S o PRGNS Weld | 0 200 3P 0} PIIGNS LBld| 01 PARIIGNS 16l UOROY DY 910 Sa0day ssau60ig| ey wioy ooy Py WeelD| - saagoaId fRIoUELY punos| ] | £207
{0 33i0 944 0) udissIGNS 0 Jood | SpaRM T Iy ORI S Lo suodal AUt x ¢ | Loy S uo spodel Aol x ¢ | inoy 9y uo syodal Aot X ¢ | uogay 9 U0 spodel Ao ¢ |vo suoday ssalbord Aitop 7 B 2} Jequny ApUoi jo RQUNN| B BuEig0 SpRAO) oM 01 g oMy m 0} 51| 0S-SL-99INDH
=
a
H
=
8
2
3
m B
2207 quizndes 0 Aq 007426 £20Z 3unr 0 A9 0080, m m
551 vEH 10 st A=rofipng| 20 BEL Jo sty Aeabipng) sy Asspapnq unpum og
€202 2unr g &g €207 4281 0 Aq 7207 Rquesaq 0 Ag| L A (eroueuly R A ereuy £207/7207 2z
8HGEE 2915 Jo syl Amtobpng | §)'GeE 2916 Jo Spun) KENRBpnq | 00’226 552 ¥EM 10 SUw) Axpobpng|  oug o oadsanuy ARIGORUQY| 2w 10 10adsa) ) Ses0RH( ) api0palg at| o4 yse)) 3
LA 136pnq amipuadc 1P R 0D ap 1y i L] ! Aqpaunau amypusdxa| s Ayadioingy aup sbevew suBWwa1 Apediojunty = VErez
oty eimppuiadeg 3 swoou|| sprm Y Ilv {Buoesedo Jo uauELo) Ieuogesado jo uaunneo) Buoge:da j0 WAWUIIOD|  [BUoRerRdo o WUEMOD|  juoge:od ooueiod|  QDROLEZ06ENY|  00'802 €20 BER| ONBA puBY 10 wouumod|  Amiziow? pue jengoays oy 49 19 24nsUB 01 m V651 08-51-992NZH
§
-
8
H
E
TR oquades E20Z 2unr w9k m
O Aq JBak jmioueuy ¢70217207, 0 Aq sk jeiaueLy £2027207| e1oUeU £Z07/7207 3 =
EZ0ZU 0 AYSRIDRU0 | G707 AN OE A xR0 | 2707 509000 ¢ K sIpeaT| oWy jooedsea u sipRlg . ain o padsas vl emeng 5o padsal Il 3ipinang Mo ysa) “wIgen Aaioveuly g
3tp Joj enusnel 4 1) alp oy snugna payalipng 2| oty 0} 1| o4 Jop png 2ty wo| an s Aupedon abeuew sutBlLa) fyedioy - £V
__ Swoday unypuadi § awoouy| Spiem yZ lly | U0 00005181 Y 4o UOROIOD | SR LO 00 054 81 Y 0 UCHSNOD | LODO0 0L 8L Y IO LORDSIOD |UO GTL 81t G JO UMD | DI L2818 BN o UoRoeln OVLIBPISBIN| QLR vig | A puey| o uo papsoa nouy| Agsaroye pus Aemoaye o 24 32y amsua 0 651| 0S'51992NDH
mnb, 5
om0 pua 3y, i o
£20z 2unp £207 Wompy 1207 oquaoeq +abeueyy pediounyy ay) e
1€ Butpua § .0 pua 14 5oy W | | BuIpua £ jo pua g 153 197 | | Buipua 7 o pus sy oy (@eoz aueidas|  gz0z sunp g Aq seBousyy @ jusunadaq jo peayy a
4 Uo A sabeuayy lediouniy | 3 uo Aq saBeusyy ORI ) | 2 U0 Aq seBeueyy edioingy ot 05} Buipus 1 Joj N S| fediouny au) o) wsunsedag Aq paugns sfepin0ld m
| 103040 ) o QOH Aq PomuIgnS |J0 3340 51 0} GOH AY PoRWTNS | J0 300 BIR 0} GO AQ pawNs| 0) JOH 4q papigns s{2pIRDL | 10 PRaH AQ papLIgns spiapiAoL SIS J0 BIUBLOLI Ayadioiungy ot Aouamdsuay pus) 2
wBuuey lediungy ai SHOPINOIC DIARG JO B0UBLLLIOKA | SHIPINDI] FIIAIS JO B3 SHSPIADI] VINBT UL J0 30U BIARE J0 A Jo SWawWssassy| 0 suoneado Pue SAMINGS| AURGEIIN0IIE “HaleL ob| =
10 200 3171 0) UOSSIWIGNS J0 001 | SPXA 7 |1y 1 JOW3WSSISSY ARND | | B 0 awssassy Aapeng | BIR101U2ILISSISSY APGUENT) || 20 IWAISSISSY ARIBND || BU) b SIUSUISSBSSY AepemD L b Jaquiy Apzuenp o A5y Poob ajownud o ] L'8 81| 08-SL99ZNDI
[ - t831| OSSL9RND
g
82
25
U juawaBetingy ysiy g5
01 uaunedag o peoy =2
wn x14 £202 2202 quesaq 2207 RIS ¢ Ad| €207 2unr 0¢ AQuaugRdag 10 4q guow yoea Jo ) 3=
JuswaBaUB sty o) UoISSIUIGNS o Sunp 0 AQ QOH Aq Ylwow yowe | yokeyy L AQ GOH A7 o yoea 1£49.00H 4940w yog2 | QOH Aq puow 1383 J0 (|, 3Ly peat Aq Wuow 4ea 10 iy oup a1p kq pepugns spodsy Aysdiownpy sy Aaexdsios pue g
8P J0 J00id P PARIUIGNS liodsy 101p) 24p Aq pagpugns vodsyy | 10 ip) a1p Aq pepugns pode | Jotpp, jugns podey nugns Loday ssaiBouc)| Aq pamiwns suoday sseibosd ssalboid sgifisy|  jo suopeiedo pur seamMoNYs| AoEuNcoce 'suBLERD 5 W
ssaibolg 1015\ Yspd AI4UOR | SPIM Y Iy S591001 1oy NS AMOW € | Ssasbold ejsiBa st Aoy € | s5900ucd KiSiBoyy N Ao € JoysiBa sty Ao ¢ orsiBoy sty Ajnuoyy 74 L 21, JQUIN| sisid Ao JO QNN 3 gy ysis pood ajoutoid o) 2 | 51| OS'S1-99ZND
g
]
| 2
20 oqualdas) €202 Jofieueyy redounpy auy Jo 3
20z unr | A seBavopy 202 YR LE Aq sobisunyy 207 Soqw9a( L Aq Jabeweyy 0E Aq seBeuaiy fedioluniy| aung g Ag sbaus jadioluny 00 34 ) wounedag g
sabeuepy [ediounpy a1 o 2ayo 18U 513 o 290 3y & ol 211 o 20040 ol atp J0 500 9y 0) Luows| - 84} o 2a0() 31 o) ueunRdSQ| S 10 BAYO 31 O} JSLRKde] Aq pemwans ageidue 1BU6 pu| pug 2
BU) 0} UOISSILIGNS Jo 312p Jo Jousd 4063 Jo U1 3 Aq papigns 182 40 1 24} Aq paniusgns 4962 40 ;34 Aq partigns Aq pauqns ejeidus | Aq pepuqns ajgidiua] 88 BN &Bo)|  (eweul Y Logad . TheH
¥ feduia) g8 EIPORD VIO0D| SPRM T (14 odal sajsag-0)-yoeg AR1eny | | poda) sSeR-0-4098 Apspeng | | podas soisegoryoeg Aseweny) | g8-min2u3 eifio) Apeent || gg Binoug E1Bon Ayeny o) o ¥ RqunN|  Aumng o JsqumN BNPAY J0 togoLIesd Poof syawoud o), £51] OS-S1-99INDI
t 1 a1
8z8 2
SE: =
2esf
moe 5
pouajsima 3g8 g
€202 3unr g £202 2unr 0 Aq Slits pobpayrouyoe e
SpENsLO) Yum Aq panajsuey sijiys pelipapmouyoe PaLBjsuBn Sijs pafipapmouyos pue pajeg ssedojdura) w m 233
Bupjsom saokojduis Aq Jajsim) | | Pl paumy saakojduia Ppue pausBy) seado|diiy o J0 aquinu 21 Bunoayay| sjsuen sy Buobi-ua|  Kenjop sovues sAgoaNd| 53 e g
SHIHS o uswabipajmowyse Jo R2qunu sy Bugoete) poda. Jaquinu a1 Bunaayal podal no| wodal no-as0) & Jo WN|  Bulinsua Ag sueynsuos uo o} Ayediounyy o) 2 12} m m zal
¥ SU0dR 1025013 P T IIY WO-950[9 80 WYY 0 LoISSUIgnG L o B -530[9 40 ¥ 0) UOISS|gng| o E20UIW0E Fed| 0 vossuigns o djeq| Aoudpuadap ey ut togonpay| uipu Aoedes dojanap oy °T5 E 95L1| 08-51-897ND)
fyediouny
B LM SALURMULIOD|
painbatam| s jo spoeu [BuonBalsal
SAIOZ} YONS SRR SEOR 819811 0} 5391108}
0da1 110 650]2 pue Lopa|duiod, £20¢ 2unr £20C o= 2207 2qui0ag 2207 auades 0| €202 UNr OF Aq piey swodg Piay Syods eysemp| L spRULods Aunuea Hods pue Ayuniuuoo STV 08
| loamoynsy ‘soday ssaiory i 0¢ A9 3beys uagongsued 94004 | | A9 2Bejs uogongsuo) % '66| b A9.9Bers uonangsuo 9465 |_Aqabeig Buisosuibue-a1d %g96| BUSEAD Jo UORINISUOD S50 £1229 101y %00}| 8BeUaaIag| o uoRINSUOD J0 %5 4o ok ' heupoe.| el §§SL|  -51-98TND
Aypeciounpy
7 3L Uiy SARIUMULIOD|
paunbosag  aU) JO SPaSU (BUOREAISA)|
SO0} YoNs 2oy Sea 315399 0) sagyoR)
¥0da13n0 350/0 pue uonejduiod £207 3unr £Z0TWORI Z20Z Rqueoag 2207 quides) €707 AUnP 0 Aq proy Spod P2y syodg elogemy) WA spiaods Aunuwos|  pods pue Ayanuiion ¥Tr:08
| Josmoupen ‘suodey ssaibog £2) 0 Aq afiaig uoRanRsuo) 95001 | 16 Aq aBele 1ORINGSUO) %466 L5 A aBels UoRONASIoD %g6|  of A9 9BEs uapangsuoy %L5) Sl0SEMY O LoRINISUO) %00} SSOZLYPIY %001 dbeuaang  Jo oYANRSIO] 0 | B 0 oy B eyoes| jo 1Bapess| 7S5L  -5i-9%NDM




SCHEDULE 2
CODE OF CONDUCT FOR MUNICIPAL STAFF MEMBERS

1. Definitions
In this Schedule "partner" means a person who permanently lives with another person in a manner

as if married.

2. General conduct
A staff member of a municipality must at alf 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) actin 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 g 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.

3. Commitment to serving the public interest
A staff member of g municipality js a public servant in a developmental locaj 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;

quality of life of its residents.

4. Personal gain
(1) A staff member of a municipality may not—

k .50 S-MF‘LQ
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(@) 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
(ii) 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.

5. Disclosure of benefits
(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.

6. Unauthorised disclosure of information
(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.
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7. Undue influence

A staff member of g municipality may not—
(@) unduly influence or attempt to influence the council of the municipality, or a structure or
functionary of the council, or a councillor, with a view to obtaining any appointment, promotion,
privilege, advantage or benefit, or for g 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
() be involved in a business venture with a councillor without the prior written consent of the

council of the municipality,

8. Rewards, gifts and favours
(1) A staff member of g 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 a superior official or to the speaker of the council any
offer which, if accepted by the staff member, would constitute a breach of subitem (1).

9. Council property
A staff member of 3 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.

10. Payment of arrears

11. Participation in elections
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.



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

13. Reporting duty of staff members
Whenever a staff member ofa 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.

14. Breaches of Code
Breaches of this Code must be dealt with in terms of the disciplinary procedures of the municipality

envisaged in section 67(1)(h) of this Act.

14A, Disciplinary steps
(1) Abreach of this Code is a ground for dismissal or other disciplinary steps against a staff member

who has been found guilty of such a breach,

(2) Such other disciplinary steps may include—
(@) suspension without pay for no longer than three months;

(b) demotion;
(¢) transfer to another post;
(d) reduction in salary, aliowances or other benefits; or

(e) an appropriate fine.
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PERSONAL DEVELOPMENT PLAN

MUNICIPALITY: L{C L,U'\ﬂ>‘ Lo (Al U P 7
INCUMBENT: YT AR AT

SALARY:

JOB TITLE: CF‘CCLJT(UP DIRTCIDR (rC'CHIO H Sepo
REPORT TO: Maun. QLWJTJL M A EEL

1. What are the co&petencues,ce&wred ‘for this job (refer to competency profile of job

description)?

5%1’&&0 ) @@vucuoq P lng/e(%L\,;, 3@1&
Commin' (H49 SIS
'_t"/f’)QnC/IQ-; /\/19\/19\"‘{1?,"/)(_/1#{’

2. What competencies from the above list, does the job holder already possess?
M pneae ment
2 o R
Mt pal HOaF cind
.f P

3. What then are the competency gaps? (If the job holder possesses all the necessary
competencies, complete No's 5 and 6.) 7
(Leante  Manag @me/»%
[&aa/b, bo and JHAetgtr S [enovavalion
/

4. Actions/Training interventions to address ?aps/needs

T RAM N N3
240 j“\-(tﬁ ‘

roft d?/




5. Indicate the competencies required f%LmMre career progression/development
¢

_MUOnep At Hn%m&bﬁ'

ADr IS odon _
oot Ma~ace et
LoV un) crbof  (C

6. Actions/Training interventions to address future progr\ession _
To_ kmeEnD TRAA4 ( ﬂelekwf
—+o GobS o _J b tf_ﬁ—hn‘{ -
t -
(eayeer”’ Popi e | J

7. Comments/Remarks of the Incumbent

TO  RTTEND  Reaslr  —reain
J

/ﬁ\/cfg?

8. Eomments/’ﬁemarks of the supervisor

Agreed upon
Signature: ‘%\,‘O
Supervisor: <. [AA {QLLM
Date: 3\ /S5 /oonas
Signature: 15
Incumbent: T M\Lw{ wnm AL
Date:

_/ on /aonz

Date of next review:




DISCLOSURE FORM FOR BENEFITS AND INTERESTS

_‘
1, the undersigried (StT@,ame and lnltxals :E \_) éizg ~~ Lo D’/ ’
(Postal Address) =5

(Residental Address) 1 1‘7\'_%*3 T IS, g%{ﬂer T
(Position Held)_ T2 i Ay T v [ SR 7/ Gt

{Name of Municipaljty) L(WNDl \’bm_‘» ﬂ/\l,-lr'} CLPQ{ "'\"r

Tel: L

hereby certify that the followmg mformaﬁon ls complete and correct fo the best of my
knowledge:

1. Shares, securities and other financial interests (Not bank accounts with financial y
institutions.)
Number of Nature Nominal Value Name of Company/Entity
shares/Extent of '.
financial interest 1/
DT MESTDHFHRT R CO6 ooc=S K /4 |
[ /=~ /7] ]
7 77
2. Interest in a trust {
Name of frust i | Amount of Remuneration/ Income
Y1 17
Fo- I

’T Membership, directorships and partnerships

Name of corporate entity, Type of business Amount of Remuneration/
_partnership or firm / Income
N 77)
[ ~ i 2 4
4. Remunerated work outside the Mumcxpallty (Must be sanctioned by Council.)
Name of Employer Type of Work Amount of remuneration/
\ 4 Income
/A
T
CONFIDENTIAL ]
Council
oA )
Signature by-Mayor or Designate;_ ! Date: 31/05 /aoa3

5. Consultancies, Retainerships and Relationships

‘Name of Client Nature Type of business Value of any benefits
A \ aetivity ’ received
AL/ 2
S Y77




6. Subsidies, rants and sponsorships b any organisation
___Source of assistance Descriptions of assistance

| ]
_ [ ;{

[ i [
(7. Gifts and Hospitality from a sSource rather than a family member __'_i
—
_]

Value of assistance

Description | Value | Member

L I - |

8. Land and Prope
Description Extent .| Area | Value
|
|

tﬁ&!.lb"c'nha Diayg i K
oD Toet

//‘ \{K A
SIGNATURE OF SENIOR MANAGER —

DATE: & /os/<Scinz
PLACE: \MuunsOl




