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ENTERED INTO AND BETWEEN

Mr S. M. KHOMO
MUNICIPAL MANAGER (hereinafter referred to as the EMPLOYER)

AND

Mrs. N.t.H Bullez

DIRECTOR: PLANNING & DEVELOPMENT SERVICES
(hereinafter referred to as the EMPLOYEE)
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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:

21

2.2

2.3

24

2.5

2.6

2.7

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 accountabilities 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 2026/2027 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 job;

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

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

delivery.
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3.1

3.2

3.3

3.4
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4.3

4.4
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4.6

5.1

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 2026/2027 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.

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

EMPLOYEE OBLIGATIONS

The Employee is obliged to perform his 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 2026/2027 financial year. £ O
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5.2

3.3

6.1

6.2

7.1

7.2

7.3

7.4

7.5

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 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

Irrespective of the date of the signature of the agreement, this performance
agreement and its annexure (the Departmental Performance Plan for the
2026/2027 financial year) will commence on 1 July 2026 and will remain in
force until 30 June 2027. 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
without notice for any other breach by the Employee of his 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. ,\f,b
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7.6

8.1

8.2

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 2026/2027 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 Em:lfc:{ee:
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Key Performance Areas (KPA'’s) Weighting

' Basic Service Delivery 20

Good Governance and Public| 20
Participation

'Financial Viability and Management | 20

?patial and Environmental 40

TOTAL B 100%

8.2The 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: \C
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LEADING COMPETENCIES

COMPETENCY Weighting
Strategic Direction and e Impact and Influence 15
Leadership e Institutional Performance
Management
e Strategic Planning and
Management
. ¢ Organisational Awareness _
People Management e Human Capital Planning and | 15
Development
¢ Diversity Management
e Employee Relations
Management
¢ Negotiation and Dispute
Management
Programme and e Programme and Project Planning | 10
Project Management and Implementation
e Service Delivery Management
Programme and Project
Monitoring and Evaluation
Financial Management e Budget Planning and Execution | 10
Financial Strategy and Delivery
Financial Reporting and
[ Monitoring B
Change Leadership ' e Change Vision and Strategy 10
e Process Design and
Improvement
e Change Impact Monitoring and
o Evaluation |
Governance e Policy Formulation 10
Leadership e Risk and Compliance
Management
e Co-operative Governance
_Total Weighting Leading Competencies
CORE COMPETENCIES
COMPETENCY 5 Weighting
Moral Competence 5
Planning and Organising 5
| Analysis and Innovation 3 - 5
 Knowledge and Information Management 5
Communication 5 B
Results and Quality Focus 5 |
Total Weighting Core Competencies
TOTAL PERCENTAGE WEIGHTING 100% |
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9.1

ASSESSMENT OF PERFORMANCE

Performance Reviews

The performance of the Employee in relation to his 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

9.1.2

913

9.1.4

9.1.5

The quarterly reviews for the first and third quarter may be undertaken
verbally between the Employer representative and the Employee if
performance is satisfactory.

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

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

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.

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.

The Employer may amend the provisions on the performance plan
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 be fully consulted before any such
change is made. 0/"“ )
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9.2

' Level

Terminology

5

Outstanding
performance

Performance Rating Scale

| Description

Performance far exceeds the standard expected of an
employee at this level. The appraisal indicates that the
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

Rating
130%
150%+

Performance
significantly
above
expectations

Performance is significantly higher than the standard
expected in the job. This appraisal indicates that the
Employee has achieved above fully effective results
against more than half of the performance criteria and
indicators and fully achieved all others throughout the
year.

100%
129%

Fully effective

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

90%
100%

N

Performance not
fully effective

Performance is below the standard required for the job in
key areas. Performance meets some of the standards
expected for the job. The review / assessment 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%
89%

N

Unacceptable
performance

Performance does not meet the standard expected for the
job. The review / assessment indicates that the Employee
has achieved below fully effective results against almost
all of the 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 management efforts to encourage
_improvement

Below
60%

9.3

Evaluation of Performance

The evaluation of performance consists of the following:

9.3.1 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%). t A}
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9.3.2 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.

9.3.3 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.

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

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

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.

10. MANAGEMENT OF EVALUATION OUTCOMES

10.1 The evaluation of the Employee’s performance will form the basis for
rewarding outstanding performance or correcting unacceptable performance.

10.2 A performance bonus ranging from 5% to 14% 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 is 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.

10.3 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

10.3.2 After appropriate performance counselling and having provided the
necessary guidance and / or support as well as reasonable time for
improvement in performance, the Employer mj&~ consider steps to
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11.

12.
121

12.2

13.

13.1

13.2

13.3

terminate the contract of employment on the grounds of unfithess or
incapacity to carry out his duties.

CONSTRAINTS

The following constraints that could potentially impact on the performance of
the Employee in the 2026/2027 financial year are acknowledged and
recorded:

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
performance targets established in terms of this agreement, the Employee
may meet with the Employer with a view to resolving the issue. At the

"Employee’s request the Employer will record the outcome of the meeting in

writing.

In the event that the Employee remains dissatisfied with the outcome of that
meeting, he 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 final 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 all communication between the two parties. All correspondence
between the parties to this agreement and all reports and other
documentation shall 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 2026/2027 financial year. %"‘& O
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13.4 No agreement varying, adding or deleting from or cancelling this agreement
shall have any effect unless reduced to writing and signed by both parties.

13.5 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.

14. SIGNATURE OF THE PARTIES

Signed at Ulundi on this .5, day of dl*lf’ ..... 2026.
AS WITNESS

MRS. N. L. H. BUTHELEZI

Signed at Ulundi on this .0 day of QQWH .. 2026,

AS WITNESSES
1. @GR o
2. .nShwya oo

MR S. M. KHOMO

12



N7

Q

Stv

N
u?,_i 7y
=

_ §
= |
g
1202 5
| 1202 2unr| 1202 90z 1oqua0aq |g| 9207 10QURK0RS 06| AP GE AT 528 354 1 2
0F Aa.902 £82 ©1 Buiunoure | 1€49 807 2624 01 Eununaiue| K902 /824 ©1 Gununowse fagos BurunolLe ieaf [eoiseu| PESE0 LYY o) Bununowe| _ w
B3k |eneuY /70219207 19| 1EBK |BRUBUY /2020208 185K (RIURUY /70249207 10)) 1esk [BIIRUY 20209202 10)| 2202/707. il seak 10| BGEIA K| =
woder|  spiem| ALIOKIBIA 20 10} ARG | 10) BARIOPEI BY) K0} jei0pe1 8Y) X BnURASY SIRIODAUQ B 0} NN 24).0 anuenay| SIBIOAN] 10} US| SUp FBEUZW AWBLE|  swewas Apreckonnu 505/
PIRIPUHD plia AU 2 Y| PRIREANG 40 LMY |3nuakey paialipnq o vowsien Pa1abong o ronayon) PapbpRg o wapSIO]  paiebpnajouoalied|  ya'cE0BERY 000009 anjeq puey PRISORG 10 LoTaY0) pue Apamage o) 8740 1d0-99ZHZH
|
0z 9202 Jaquialdag| 202 Auredounu
£207 ounf 0g Aq Buisiuaapy LT W0IeK 1 Aq Buisiuanpy. 3200 L Aq Buisiusapy| 0g b aunp g Buisiaspy Jooping AU Uiy uauzdojnep;
awspsisodepsw|  spiegy 150D U0 PORAPUCO 100PIN U0 PaRONPU 10000 UO PAIPLCS) 1000100 00pIND o paRNPUCo stfiedieo meikg|  feueds peleUIoD pug 1508
levog ‘panssisaoton|  pz ny ubteduied ssauaiewe | ubleduEn ssUBIRNE | UBledtes sS3USIRHE | ubledure SSOUREME §|  SSOUBIRKE b ENpUOD) e 1T0TI90NE 1BQUIN ssalialene o foqun |BupING 10 JUaldoA3q | PAIRIBSUt 0 UOIOWOI] 72140/ 1d0-9seNzy
- |
Smiedioun
;v 1202 unp 1202 Loreyy| 9207 1equanag) 8207 taquadeg | £Z0T BUNf F Sluawdoasp 1eBay BUL UM JUALTO[IAD,
aIsgapysisod epat Spiep i 0E Aq Buipying uo papnpuco 1€ 4q Buiping uo papnpuoo) 1€ 49 Guippng uo pagnpuo| 0E AqBuippng uo papnpuce subledwen. Meifg  feneds paleupiood pue, 1508
[0S pRNSSISAONON|  BZIIY 1 | ubiediires ssauaseme | UBleduizd ssaualeme | ubiegued ssauRIeme | Ublechues ssauoreme || ssauareme f pnpuog| o JZ0TIR00E Jequiny S5aUBIEME JO JaqUIny Buiping Jo ivewdopARg) | PateIBalul b Loot0sd _ 1°21d0 1d0-89ZNTY
| Huecianmgy
SIAOOLPRISANIOS 4 1207 fem pigy 0131 Aq papinG| - au ungwa wadojeAsp
A0S SPlEM, #B L€ kapiay wawabebuz 16 &6 play (aurabebus SuaWsGRGH3 12p|oyaHEn| st Agectornpy ay) PaIetpIons pise 0305
PUB SIAISE 20UBPUARY | 4z Y | _— J3pIoUBsRISI WNIOJ dal I Ll e B | JOPIOUSHEIS/ W4 0l L] 00000 DOZY JSQUIN| FSWNO JQI40 J2QUINN] UM SWTOARE iy POIBIBIIUI 0 oAy 3 | 4W4] 1409922
1202 1PIRK 12 QY1902 Anecounyy
1207 Wren LEAQ #a assassy dg) sy o) Wiawssessy| Ueld| sy Liyjua uawdoaen
81005 Alllupai L rafi2| | spre, PAIMLANS 81005 ANIFPRED U PRARILOE 21005 KIRIPaID) d0 V1900 IpI0ca p 6 0]
WAWSSISSY 9l OIN] 42V 0] 919| Wawissassy Ja) DTN L e 01340 0 %G, e %05 beiuzoiad 4 d0p%,  eulf pojeiajul o uoiousosy H 29 140] -140-99ZN 2|
3
| ]
Avediownyy| 3
SC0Z, 9202 foquateq L0E Uik Vel ay) L fusidoasp
sojoudpue sipisbey|  spieam Yse 1€ Aq piey suoiieynsuor | 1€ 49 pials suolignsuog) 1£ &g play uoeynsua)| PRY Ell 6 08|
| BUePUALY S0TON OGN ¥2IY| | ) INFIYSHOUSPROY ol § QUNSHOUSPEOY A0 ©U L QMNAMOUSPEON JAHGZ| 00000 008 ) IBQUNN| _ SHOUSPEY 40140 SOCIN] 8L j0 Mo [enlly | pajesBajur 0 usiowor | | 1971d0] “1d0-99TN |
“ _ :
E
1 9202 Isquiaidas| 2
ko Mand Juaunoog o Aq MowesiuaADe] fyedouny m
) eui3 pue yeiq) 1202 fem Pue Uz ssaooid]  JZ07 KB 1E A9 HRUNDD) 1oun0g q swnog Ul o Ui oudopecp) a
34) Bundope uoNmosay | SPIBR, 1€ Aq jounoy Aq uanoag LZ0Z Yoo LE 4q wawmoog 0134110 1BUNeD AQ)  qUBIINGAQ cifl 2y o dQt 341 Jo [esoxdde. 6V 08|
10U VBl 5700kt T IV, L A0 euts 3y jo uoidopy d01¥210 10 BROIdde jouno) e letedolq) d]  000000524] LTOUB0NE, 2eq,  pueueiedald O3B0 oU) o maaY [enury|  pajesbau jo Loiioword 971d0, “1da-99TNH
{ 120z 20y, Jouend yoea Jopua
Labeue edoiuny lozoz| 0F Aq ssBeuey jedoiuny 2yl 1aye rebevey fedouny
21 0} UoISSILNS (g surp (207 Yool (9202 s5quisoa( 1) Buipus) Jaquadas og) Bupua) y; 0l uaw sedag ) 0) juawpedag) 4o pesp
10400ig PUE COH 06) BpUs ¥ Jo) Wi 3l of 1€} BUPU2 €0 10) Wiy 2y TO 0 WA 8191 GOH VO XL WNAUIOLGOH|  JoPeaH Aq peuigns Aqpapuuians spammor Aaredonny fouaredsuey
BU) 4q paubis sepurosd GOH 4G pRuINS sfrepiaolq] 01 (OH A9 pawwians stapinou #q pejans suapinosg) g papuugns sepiory S/15pIN0Ig 20InIa5) aly pue
0IMAG [0 20VEUpIDY | SpIERy 2019 Jo 2ovewsopa | 0BT [0 F0VBUIOP3| 0INBS J0 OURIIOYE] AL 20195 10 Q0UBWIOSA 2| 10 OB SU1JD) U 40 SIUBWSSESSY| PUE SOINOALS AU LA aueusnob 0
B0 WAISSSY T IV 10 Juawssassy Aapient) | | 3410 Juawssassy Aayenp | | Iowawsssssy Auayenp | 10 UBSSISSY APBHEND sy dpatend y B v 1BQUIN! Ausuennjo 1aqunn|  su pood zjouiaid of 1'S %0 1da-99ZN7Y
7 1202 Tun wswabeveyy
) pawabeuey 920z|  aunf og Ag wawedeq 51 0} uauneda(|
¥ O} UOISSIUGNS Jo 207200 0F A2 GOH L202 W 1€ fq 9202 32qw209( 1€ 43 GOH f9qoH fa|  jopesn J0PEaH AQ yuou oes) Appedrwunyy fousiedsuey
318 0 004d 3 pANTS | auuow oea jo yjyy au) OH g uow 423 o Uiy L 24y Hq o oea jo iy, sy kg Uow 4323 J0 i, 3y K| o Uiyt 3L Q pauons P4l e au) pue
suoday ssoibard|  spiep 1d Jq patrugns yoday ssaiBosd PaWWANS podey ssaifitsg poniknS d S0y 8531601 915162 PUE SAINRAIS B LILIK “2uewsznof) v 08|
| estou ey Auuent, vz | JaisiB s Auiion £ 2151534 1503 AUILOW € 15151692 Y5t AIUMON € 1819152 0 AYIUON ] 916 51 AINON Z1 e z JBQUIN| ISR Ao Jo ISquiny| st L 1 §1d0| “1d0-99INZY
2202 yoump 8202 Jaquizoaq)| 8202 squiaidas o ZE0Z 8Un7 0 Ag| 1abeuey
Jafieue redotuny ay) o 1202 2unr g A seBeueyy 16 Aq saBeuepy edoiunyy 1£4g q saBevepy (edouniy ey)| sabeueyy jedoungy au) ol Tedounp 841 jo 20 3y
0 BY} O} UKISSIUIGNS JO (ediounyy sy} jo 2otyo Y Jo 200 81 0) JuBuedeq Jo oo Ay 10 3010 3y} o] uawpedag |0 By of juawuedsq Aq| ol pwpedsg pue
2EP10J00I B DlEidwDl | SpiEM 34101 pawAs Sjejdua] #q psyLgns sjercwe| 49 pawgns sjefduay 4q paywans sjerdwa ga|  poyugns ssiedwe | gg| sodual gy o)) yun ‘ $£08|
eI YiooD|  tznv| ] 58 JEINOID 20D AarenD) | 58 Jemang eyfop Ajeueng § 8 12 eifog Asueng | seinour) ei5og Aiaeng) 1| temoi eibop Auspeny b eul W saqunn|_eion 4uaueno o ganN | awpayp ouowpuig| oot swoidoy 740 14099
_ i spaford Gusoy |
' 9207 %202 LZ0Z 20 0% Aq P3PUN 2 0 Uoraiduicd  ealy ediuniy punin 3
ssasifoy souepusily |  Spleg, ' 2202 3unr 0g Aq pausmIoD | 1202 WIEW 1, 4q pauanuco| 13GW309G 1§ 1aquialdes OF Aq pausAIGo| pauaALCa SBUNBSYY UKoY PoUBAUCS SBinjaa W04 PUE UOIDNSUC0! By UL Buigaoy jo © 1L os
2 SANUN epusby $Zhv| wnxo4 Buisnoy Apapent) wnio Guisnoy Kispenc | wrucy Bisnoy Ajiapeng || wnroZ Bursnoy Aapeny || Buisnop Ajapen - By ¥ Jaquiny |BuISNCH AUaLEng o QU augo jualuafieuzyy| puBWap DY) SSAIPPE O, L i3 £1d0/ -1d0-99ZNTH|
I |
4202 2unr €
Aq eeu) pug Ayjedomnyy
R 1PUNIN LGBMY PETI0 _
9207 903 LE g 9Z0Z J2quBIdag (¢ Aa| 29.0) Juswaeiby ales e o PUE| paUMG jounog uswdolaRop| 2
LT0Z WIEW LE Aq saiadosd| saipado:d ejew)) o junoue) adoud| 03 553008 31} 0e) [etiisnpul pUE, 2
eley) pure Auedonunyy €Iel U 1UNOWE IUBLLANSS Ipueso) wawanias Bupueieinol El2u) 0 sseLoINd ) dlysipEa) [EUOPRN|  ROIBUO) 'JRIuaPISa1 ] |
wawsaibe sies yer) | spiep IPUNY) UBBMIBG PaPRGUCD 3q) Bupuaisin ai; uo uawpedsg |uswpedag| Byl U0 uBwpEdaQ| PIBKOL UNOIWE uaWaYas| SBILRT0IY jadk AO [oUNDD) = 808|
pUe o2k In-Moo- eIy 0l uswseiby ajes € ajedaly 20UBULY Uy dn-moj0-| oUell] yim dn-sojjo | 20U Y} cn-MojIo- 91 1o BucUUOH| ep| LEOZIO0NE | ajeq Bjey)) jo aseyoing|  Jo IS B JO UDHOWRI| 0 A1l AR 2InsUR 0, 1| m | 2740, ~Ma-sszNzy)
i %
10UROD 3 el BB, PsfpUeT S
vewni euy 3_,&_ 120z ke ¢ g 9207 YoIER 9702 J3quz0a0 I, 1202 201 U saupICTe w
UBld JUSWEIAG UBWNH SPIEM JOUNDY £q LBl JuBUsHRS | 1€ 4q uel wauwag vewny S veid uwa)IRs tewny) 970¢ 12quisidag OE Aq) Azl LE AQ Le)d IUsLaag| Ueld USWAMBS| W uswdofaaap aning| 10} pue| PaUME JOUNOD)| 808
YPi tejdiiom palorg (742 UBWITH {Bul JO LOIJopY Yerg jeuid ay| Jo UoneIedoly YRl AY) Jo uoesedand) Ui oM Yo8f01) ledardJuewny idopy pue siedaig| 00 000 007! L20T0/E) Q| UBWINH jdopy pue maikay | 1of ple) 0 5L 0l | | 7da| ~1d0-39ZNZH|
TR TG
1fie] oou o
i etn| WS | wiogied wedg weds  |euucpeg Jueds | ewopeg
wsp pur oy ug 1wipng ey | pmgoy 8iR] eourutiopsg [1eBpng anioy | jemoy whivy saueiiopey|3ebprg jemay | femay 1081} souwiiopisg) JwBpng |emdy | (emoy 9818 eourwIoyag
)/ usm seinseopy eaduwieys Spiemo) L2027 2unp 08 - 202 WY | LZ0Z YOI 1€ - 22e Lrsanr ) T IGUING L 9202 1edoion 3 9207 Waweides og 9202 ANy | ong) | sequny|  eoumegey
POIMbON 50| epiem) ApIsOY itabeyoaig|  yodey ssasord| [RETEL) £ ALUVTE EXETEL) | YAV 190818, jEnuuy 98png| amms jeuiseg Jojepu) eaurtiopied Koy ABaeng 890300410 828 / ve) WUOREN|  339f0sd dal

ANANAOTIAIC ¥ ONINNY T HVIA TWIONYNL L20Z-8202 HOS NV1d NOLLVANIWETIM| 1390NE ONY ANIAISA 30IANES TYNIZ




& 1 N

SN Qbu
5 HN

‘S|BS5E {ejUaLIIOI AL | I
ay
920z Jequeidas] PuE SawweiBoid sy} o souezuBoo)
170 2UnT O 2202 I 9207 19Gui0a() 1| 0F 49 suawaunbay) £Z0T 3uny pE Aq| fg pasnes
1897 IeAcddesiq) £q sausainbal ¢ Sunzeur 1 Aq uswaunbe) e Burpal| fq swawannbat e Bueaw U} (8 Bunasw oye| - siuswEINb3s e Busay SWwswambal e unzow 24} Lo pedui ayl|  saiBates wawdoaap
Aoiddy Jo SpEM 052D 09 UM ParDiddz 10 84ep g Uiy paroide séep g Josk 51 s Anedoungy 2908
oz sueld Buiping Jo %001 suelq Guipiig 10 %001 Sueld Buiping Jo %001 Sueid BUpING 0 %001 suetd Bupimg o %0t LY %00l sbensaoiag sueng Buping o % 7P Jeup ansu3 A ley) amsua 0, V%17 -1d0-892NZH
| i i [ H S)2SSE {EURVUORAUS e i
ease ednunw, P uaipsjod
OUt UIyIM paAWI(cku | 3y; BIoWDIT PUB SEBJE
ri4 4 PuE pauveid SRl BANISUSS AllEIBLILCHAUS|
i £T0F Bunp 9207 Jaquianag 9202 1equaidas|  aunp OF Aq (UOIRNISLOD)
H 0¢ 49 {woromisuoo Jepun 1202 UIe |5 A (uopnusuco) +£ A {uoonusucs 13pun 06 4 {uomnusued Jopun 13pUn sBung) iopun I axel
L SBUPING) W) uoioadsul pun sBURInal ) Lomadstr SBupING) wio] borpadsUl SBUPING) uicy uorpadsul - 1Ws0j Uotadsul Buinaos: uoraadsul Buna0a) Jo siep) 24} 10 pecwi sy seibajens WowdoPARD)
sprep Buineoas jo sAep ¢ M BUIRK03) |0 SAEP § uym| BulARds! J0 SAEp 4 Ul GutAR031 Jo SKED b UL 12 oluenb s Aypeds 2903
SWoJ uosdsul | £z iy | Auop SuoIRdsUl AUICH € BUoR SUBIoRCSY ALIOW £ auop suolkadsu Aymoiy ¢} BUoP SLOIRAdsU ARUOW €| SUCIRATSUI Ao 2 el (4 Jaquiny| A1g0op jo taquiny 3np leyj ainsu3 S ey Bnsu3 o) | L1740 -1d0-99ZNZN)
uoneluswatdun|
Ppue! el
B3y fouod fiedonnu
yBnoun Ayiedoiunyy o) - oL uiywn wewdornop
uoknjosal | spiegy L20e e 08 Riod §1 1207 %8 06 Aold 51 o) 100D 49 ADIN0d S J0| U1 S0 s BAKIaYS|  [etieds pateuipioco pue! | 1908|
__IPunodpue Kaod 519 4z IV 0 W33, pu | Bl Jowapupaey aeg pu L paeiaiul o voiowory T R
T T t 1 VEIT
|
uonenawB(
| PUE UOIR)AWIOY
abedgom AGajens foifed| fuedounu
Fepodoas) [euonaun) 1202 3unr) 1810d0ds |ediannyy | yBnoiyy Aedimmpy aur| i) s werdoanap
‘sodoy ssaibord|  spiEm 2202 2n7 0, Aq 202 ST0Z Tequizoag) 9202 4a 05 Aq jepodos jed: g 2 190§
woday vondzou| vz 1y, odey 10-350/0 & d1edald IRl |€ fq wodsy ssaiborg 15 £ podsy 5501001 ‘poday woydeou| eledalg 2 jo auidojanag e, L20ZIONE| sieg)  pue Koaieq L] PoIeiBaill 10 YOIouwsg 3 £1 140, -1da-95ZNDH)
T i @
| _ E
=
1 __ aseqeepoab spsloig saoiiag z
i fedboiunu fuyepdn Auunuwog pue, =
sdeuw pue 120 ounp| S70Z Jsquiansq| Priv4- L pue Buumden 40 sleG| (37 ‘DI 10} uoipBHOD)| :__&_gzs_ z
Yoda S)57aseqerepoat 0 Aq 8seqeiEpoat jecounu L Jed 4g3seqezepost fedoiunu spaloid & Dpue  Eieq 3
Jedounus pajepdn puz | spiep Buyepdn pue speloid| Binepdn pue spefoid] Bunepdn pue spalosd Q37" SN o) Butimded etep pue apeinooe|  [eieds pajeupiooo pie, E 090s]
spolondjedonnui o isn|  yz 1| | fedoninu ) o Guunces | {edioluni g1 jo Buunydeq 2 (ectounw g jo Bunideg, ol SZORR0NE JUINN| 10 SUOKBIBLOO J0 JAGUIAN] “uanya ar poleiBaju! o uoRowos | 2 21140, ~140-992NZ
i | - t
|
9202 2unr og 1202 wEp wauidofarag
Woday ssaifiol fqBonQ 5 eseUsg KoAOANG 1€ A9 5000 s{eIBUsD Kikeang D707 190209 L] 1| 920z unr O Aq [eacidda a5 pue] pue jeeds, Aneciona
200 SyEIBUBE JAINING dqrernide 1o) sweibep fqlencidoe 1o) suriSep 92000 5,B12US9 K0RIANS] fqozotg 3 jo 10) 2000 5 BIUBG) Jenvicide 10) aowp s jerausD) ybnowy| - au) g
) sWwerbep jo vasSIGTS WISABNS O LISSIUONS uorSIPANS Jo LoissLIgnSy fjesoidde 1o} swesGerp) 10) uonedde odaang o sueberp fanng ienp) 2 6508
100014 Uodo) ss3u603) P ‘511 U poday ssaiBoy 541 U0 1aday) ssaiolg LISINPNS 0 UDKSEILAnS B it p— L2020I0E, o12Q|  UOsIARGTS o UOISSILIGNS | U2 jo uotes ansus | peleialy o UOIoWOr 2117d0| “1d099zNZH
wwaudoienag _
9202 WIBW 1€ 4G S0l Spden G207 1aquanag uonelsiBal Joj §ZOZ Buny uniensife) 10) SO, s pUEr pue (eijedg Amediotanu
ods1 ssaubolg ‘200, 9207 2unr pE Aq setiadoxd e SaMacoud popINpans y Jur) 16 4q saiuadoid pappans 08 fq 200 spaag oyl £p23(] 8 01 5BIPETOKI | J0 1UBMIBAOICN YBNOLY 3L W [USWHOLASP)
£pa3(] e LoISSILgNS Jo V) o uollsiBos 10 uonansiBas ay) o) swesbep b Jo LaesiBa) ) 5] e saiyiedoid popINPGNS Wi o) sweibep.  wsluounue Buigeus  |eleds pajeUino pue 5508|
0 33 ualuicddy Bl By uO poday ssaifoly PRAOKIdE JC LOISSILANS J30UBKAALO) 10 aIOcdy | Bl W UUN JO UOISSILIANS 00000 004 LZ0T/900E AeQ  pancicde JO UOBSIIGNS . UB j0 uoiean ainsug  paiesBalul Jo Lonowolg Vi1 W0| “1d0-99ZNZH
920 UNT OE 9202 [er0idda Joj| Iuaudojaasg|
| g uoieposuco 2:0j59 S0y x0Z 9202 18QWa03q | Aq| aunp g 4q uoyeuisiEa; 50} [e1aU30) Jokaning o) swesb| a5y puUET puZ [enedg| Auedonnw|
eday ssas60)d ‘2o sp3aq 1B saladoid 197 Gaey 1 Aq uonensibal o)) saadoxt 0go paselsiiann 0O £paa( 2 saadoxd| j8q 3010 ybinoy| 2y wym
$pA(] |2 LOISSILKGNS JO. ParisiBaiun Jo voneasibal B0 5pIa(] e sarddoid aaD | gopasesiban . $p39(] Je saipadod Qg0 £508
jooud "N wauIddy | 2 U1 uo poday ssbog| pasaisiBasn 10 UOISSIKNG | aueianu0s jo psuioddy| e o uosSANS|  0G00 00EY| 1Z0TINNE, aleq| pewjsibonn e o 3| paiBaut o voowoiy 11140, 10 992D
|
1202 8o 1£ Kq Hypdownw |
UDINOSAY [DUROT) 9202 0202 womawely wawdopasq)| pomauel Y| ERIURTATENGLEIER
405 [euly 'J0S Yeiq | L0242 1 A9 fournd) 1202 YIER 1€ 4G |9UN0D) Qa0 L 49 305 Beg) 19quialdas OF Aq pauigns, 1eneds 3y o aul 8508
b3ApY ‘wods ueiidaou) { 44 405 [eut3 3y jo voidopy | #9305 yeiq 3o voidepy 103D QS YeiQ Bieddly uodoy uadaau) Ue Bledald| oidape pue Lojesedsly £20219010¢ s1eq y| pojeibsiul jo vaowoi| (18 .En.. “TdG-99ZNZ
3
2
2200 W 06 £
2202 aunp| 1207 9202 $96305] 9202 1oquBIdaS 6| g 18Bauely (ederunyy au) 2
0F Aqabeuep [edouny Yosep 1€ 4q sabeueyy jediinyy 1£ &g saGeuepy jediuny q 1abeusy fedolniy 2uif - ol peipans ueld Lomoy| sofievey |esausg) 3
| | 241 0} PAYILKIS UEj UOIDY| AU}] 0} PARGIS UBI UOIDY | 3) 0} PILGRS LBl LORY| OIPBILGNS Ul WIRY S| O+ Jo Lonejualadu [BGHOMIMY 3U) 0} PajLIGNS | -ICHpny BUj WOl podsy sa0ield; 5
UOSSILIGNS §O J001y S, Y JO UCHBINBLIRKIWI BY) tiO | S+ §0 LaNElR AN 2y Y Jo uoEuAdil 34 uo| Y Uetd UDIRY DY U0 S10daY | 1IpNY Leal e Biurelgo Ieoueul) punos jo| g 9508|
puesuday sseifold | 4z, SHaday ssaibord ANUOHY € uo spoday ssaifold AUUIN ¢ 1 AW €| suody ssaibord AYuoWE|  sseibor UK ZL o 4} SEQUIN| 8521601d Uk o sequnn| Ul ainsug 3 6d0|-1da-932NZN
| :
_ . &
E
| rab
9202, 02| £20¢ Ut 0¢, H H
£207 0unf o€ 9 2 SRE; 1202 \Pien 302030 L€ 49 ZE 562 Squsides 0F A9 2€'S6Z| K0 22 4k £62 9t 0 Sy 214t BZ
£S6 1Y 0 Stu) Aiegabpng 149 2E'58Z €96 1 Jo Shu| €95 1Y Jo s MigjaBipnq| €8¢ 1 oS Kazyabpng) Ae1abpng Uiy JB3A) €67 G 40 sy KieraBpnq| 8
| AgaBpng Uiy Jeak (eoveu) Ui 123k |eOuRLY) I JBSA [BOUR|  RISUBLY GZ0ZSZOZ 10 Uiy 123 eruey)) 25
LTRAS0Z 10} 2100211 L202K20E 10 rerciag L202A9Z08 0) Sieosiq| S1B0RIIQ Byl 10) 1abng| STOTHEOE l a1qein feoveuy 3
boda)|  spre| 3} 10 }26pNq SINYPIRE| ay1 soy Bpng asnppuscke 8} 30} 136png aunipuadxs) au} ) dof o waouy: surewa1 Apjedownur 3 ¥4 05
2INIPucXa pue Bweol| Yz Iy, 1 Teudiiessdo J0 juaitieyuon Jevoijeiadh jo Juaueio) | ewoesado jo juawureuo)) JeLte1ad0 J0 IUaUILIBIOD) PWAMUEWO)|  /TVHIESZOY|  BBBZNCSY 2nfe puey|  [euotielado Jo walwejuay) Pue AipAIRaY 0] 3y ey ainsua oy | & 18 1d0| 14a-892HD




“ -
ne L
B\
- w_l:m_m_J abenbuen ..u.Eo:M
- SUON | ~ fmgesig
; cmoz?ﬂm. .mmm.m_w
o m‘_’mﬂmlu_-m‘. ~ 1epuss
It mm&
L80SYE08ZE06L | sequin Ayjuep|

sTvi3avNosuad i

(00M) ALITVAIDINNA TYO0T IANNTIN 40 9eAojdwe uy

¥62000S JaquinN ssAojdwI;

swdojanaq pue Buluue|d jo Juswpuedsq uoIsIAIg
$9901AJ9g Juswdojaaa pue Buiuue|d 10)08.1Q "y e 1s0di
aliydiuexe|H ajibunT om_Ezucozlwltl aweN|
1Izajaying _ im.EmEslw_
- | AT =

:JO ueld Juswdojana( jeuosiad ayj S| SIyL

‘soInquye [elolneysq pue s||Iys Bunsixe dojeasp Jo mau sJinboe Jsyys 0} way)

S|qeua |ImJey} Juswdojeasp pue Buluies) Jo seale Aoy Ajjuapl 0} sisules| sajqeus (ddd) ueld Juswdojara( |euosiad

v -Bujuies| umo Jay Jo siy jo sbieyo saye) Jaquaw yeis e (4ad) ueld Juswdojersp [euosiad e Bunojdwos Ag

(Allenuue pamainal aq pnoys pue ajRAd sieaA G (ddl) ueld uswdopaeq palesbajul yim paubily)

£202/9202 :uejd wawdojora( |euos.tad



S

slauojnoeld
paja|dwo) 200z AeN 91 — G Joj Buiuies] juswebeuepy uieyy Alddng
pajedwon €002 12queosq G — | Buiuies] Juswabeueyp yoenuoD
pejoidwon €002 19qWBA0N LZ Bulutel | yuswabeuepy 108loid
o pedwoy S202190U90S ~ STL MY ycuudojanog wowsbeue oo
?Bm_o—EowL_mumwww._mo._a ur) Bulules] jo sajeq $3s1n0J Judwdo|aaa( pue Bujuied | |

B e e " s|gedijdde i pepieme Uonesiued Aue ppe ases|d
"Papuspe aney noA sweiboid 1o sasinod Juswdojeasp pue Buiuies] 18y3o Juedyubls isi aseald

INJNdOTIAIA ANV ONINIVHL R

awwelbold
Juswabeuely aoueul4 [eddiuniy

Buiuue|d |euoibay pue umo ] ul ewoldi

saIpns
V/N suwdojaas( 10 Buluueld jeuoibay pue umo |
1o seoustog Buipjing ul aa1ba( s Jojayoeg

Buluue|d
[euoibay pue umo] ul saibaq Yoe|-g

syuawaainbai

ys0d 1od SE PaABIYDY 8q O} SUCHESLIIEND }sod Joj painbay suonesyljenp ;._w.w>m_:o< suonesyienpd

= ST R o, ~ SNOLLVOIEHIVND 2

(Allenuue pamainsl aq pinoys pue 8|40 siea A G (ddl) ueld Juswdojeasq pajeibaiu] yum paubi|y)

[202/9¢0¢ ‘ue|d HCQEQO_®>®D jeuosiad



9SIN0D YOYS 9sIN02 Juswabeue)y jeloueul

‘98JN0J

SSINOOUOUS |5 sauy01 Juswebeuep 100f01y

_ (Puiiesjgofaypuoio T T T
Buiyoeoo ‘diysisuies ‘diyseopusidde SGBlONT D)
.mw._zoo Hoys ‘weliboud g Bujuies) vm_E:mE

SIS ‘wesboud Bujuren jewoy *6'8) :

sindino mc._.._,h.._..mo._.,.momoo_ohn_

AR e A

‘Jauuew [Bolyls ue

ul psbeuew ale suonoesueRl) [RIDUBUILY
ley} aunsua 0} Jayun4 saoioeid
[eloueuly paziubooai Yyum aouepioosoe
ul ssao0.d Juswainooud Jsjsiuiupe
pue juswabeuew )su [BIDUBULY
a)nJIsul ‘mojj yseo josjuod ‘sjabpng
sbeuew pue ue|d ‘ajidwoo o} 8|qy
‘SOAI}08[qO 108

UO JaAI|Sp 0} JBpPJO Ul SalllAljoe olj10ads
8100 8)en|eAs pue Joyuow :abeuew ‘ueld
:Abojopoylaw Juswabeuew josfosd
pue weiboid puejsiapun 0] 8|qQy

8100

2109 /oLBUAL)
Njeusbeuepy
/lfeuonouny

uonduosaq Aousladwon

Juswabeuey
|eioueuld

Juswabeugy
109lold
pue weiboid

‘se1usladwod asay) dojeAsp 0) UoRUBAISIUI DY)
Uim Jay3ab0) pajsi| g pinoys Jpne siis sy Buunp payuepl se Uequiswu yels ayy Aq pedojeasp aq 0} seipus)adiuos Ajuoud ey ojge} 8y U]

S3ON3L3dINOD 40 AYVININNS R4

(Allenuue pamainel 8q pInoys pue 8242 sIeaA G (ddl) ueld Juswdojaaaq paielbaiu] yim paubijy)

[202/9¢0¢ -ue|d HCQEQO_®>®D jeuosied



el

> S
LT
R e "2\
z awiesbo.d juswdojaraq pue diysiepes
z JI0dJomMod pasueApy
z 190X paoueApy
z sjuswse|es uewny

120¢/9¢0¢
_ . (erz/1 1oyyie Buisooyn) adA ) Muoud

LT [ Budiin g -

weiboud Buiuiel L

pasN Buures] Arepuoosag / Builyjed 1991y = €
uonduosap gol o) Jualayuj = 2
9sino) aape|siba = T
:€/2/1 49412 ONISOOHD Aq swweibold Bujuies) jo fjuoud 3si :9dA]1 Qfjuond .
Aesing/diysuesnie/doysyiomjasinod
poysy diysisules) :60 NOILNIANILNI ONINYYIT AININOIY FHL LSI1 ISYI1d ‘MO13d J19VLIHL NI 'S

(Allenuue pamainsi aq pnoys pue 8j2Ad s1ea A G (ddl) ue|d Juswdojeaag palelbaiu] yum paubijy)

£202/920¢ :uejd wawdojara( |euosiad



c,oumSQ_ uonn)sul uc‘m_.«wouw wmm@ @
| | oA
| am>__m_um JON pue E:&:om sjuawaanbal;
«Siuswiwo) uoieInNp pue uonnyisul ‘}s09 ‘uopeusws|duwi Jo Emn_m, J0 spow psunuep|  Hujuses| paynusp| Buiuies payiuspj

(99hojdwa pue Jsbeuew 19941P SY} YIIM UonB)NSuU0d Ul 44S »n peje|dwod aq o))

(Ajuo asn ao1y0)
{11aNV STIDIS FHL ONIMOT1104) dad 40 NOILV.LNIWI 1diNI 9

Jsenbas uodn 8O Buluiel] 8y} 0) 9jge|leAR SpEW 8Q PINOYS UOKE)NSUOD JO JOOId,

a1eq N CTo , . 9jeq
:4as -JeBeuey 10a1q Jo ainjeubig
:aleq Do/ [la] g0 °ka

-lobeuepy sul/iosinIadng o ainjeubls ' NU " usquinouj jo ainjeubig

"Allenuue pamelnal aq [IMm YDIYMm ‘£ Z02-9Z0Z -JeaA |eueuy
U} 40} Qd S!Up JO SJUBIU0D BY) Uo daibe e puk JusGINDUI BY} YIM PaSSNoSIp Usaq Sey ddd SIY} 1ey) eaibe Agaisy paubisiepun sy |

(Allenuue pamainai g pinoys pue 81942 s1eaA G (dal) ueld wawdolansqg psielbaiu) yum paubily)

£20c/9¢0¢ -ue|d HCQEQO_®>wD |euosiad



DISCLOSURE FORM FOR BENEFITS AND INTERESTS

~| 1, thé undersignga (&mameand Thitals) pUinEe et . Nex - -

(Postal Address) &Mu_rﬂh,_i
“Lenkokoslebomvu  Cres., (loneli

Residential Address) Cc-1o0S

(Name of Municipality) (_lvnddt  Munic e iy

Te:MAS 14 S10O Fax
hereby certify that the following information is complete and correct to the best of my knowledge

1. Shares, securities and other financial interests (Not bank accounts with financial Institutions.)

Number of Nature Nominal Value Name of Company/ Entity

shares/ Extent of
financial interest

ANA

-

2. Interest in a trust

Name of trust , Amount of Remuneration/ Income

WA AN

ro7 T\

3. Membership, directorships and partnerships

Name of corporate entity, Type of business Amount of Remuneration/

partnersh\p or,flrm Income

4. Remunerated work outside the Municipality (Must be sanctioned by Council)

Name of Employ Type of work Amount of remuneration/
{ 7 A Income

L ) [/ [L _
~ [T\

CONFIDENTIAL

Council

Signature by-Mayer or Designate; _ <=

Date: O?\G‘\ 'flOL@ .

~

5. Consultancies, Retainerships and Relationships

Name of Client Nature Type of business Value of any benefits

1A activity received
A




T 6 Subsidies, grafits and sporisorships by any organisafion-—

Source of assistance Descriptions of assistance Value of assistance

[N

N [
7. Gift and Hospitality from a'source rather than a family member

Description Value Member

N A

NJ [ I°X
8. Land and Property
Description .| Extent Area Value
C—ooS, Ulund | tooo m™ KR 0 oo
D-14el Ulund | §2° m= RSse eoco

s

SIGNATURE OF SENIOR MANAGER

AL \9’1 h"u

PLACE: \NN\O\N




‘\'NJ

SCHEDULE 2
CODE OF CONDUCT FOR MUNICIRAL 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 afl 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:
(¢)actinsuch 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.

3. Commitment to serving the public interest
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 tﬁe 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 andrreward 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,

4. Personal gain
(1) A staff member of 5 municipality may not—
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(a) use the position or privileges of a staff member, or confidential information obtained as a
staff member, for private gain or to improperty benefit another person; or

(b) take a decision on behalf of the municipality concerning a matter in wh:ch that staff member,

Eamaneee e 0
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—
(@) 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
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7. Undue influence

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 coungil, B'Ta councillor, with a vievw; t=c; 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 councillor without the prior written consent of the

council of the municipality.

8. Rewards, gifts and favours
(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 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 a municipality may not use, take, acquire, or benefit from any property or asset

owned, controlied or managed by the municipality to which that staff member has no right.

10. Payment of arrears
A staff member of a municipality may not be in arrears to the municipality for rates and service

charges for a period longer than 3 months, and a municipality may deduct any outstanding amounts

from a staff member's salary after this period.

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.
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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 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.

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) A breach 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—
(a) suspension without pay for no longer than three months;

(b) demotion:;
(c¢) transfer to another post;

(d) reduction in salary, allowances or other benefits; or

(e) an appropriate fine.
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