COLLINS CHABANE
LOCAL MUNICIPALITY

\n SerVICO D, e

(, , — oY

PERFORMANCE AGREEMENT
2022/2023

| Collins Chabane I\/Iunicip_ality_here'in=_repre-sented by

SHILENGE RICHARD RISENGA,

| '_ i inhis capauty as the Municipal Manager (hereinafter referred to as the o |
- | | Employer or Supervusor)

NYELETI VANECIA MALULEKE

employee of the lVIunicipaIi't'_y (hereinafter referred to. as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:
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Introduction

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

Section 57{1)}{b) of the Systems Act, read with the Contract of Employment concluded between the parties,
requires the parties to conclude an annual performance agreement.

This agreement does not at all replace the Employment Contract signed between the parties.

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

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

Purpose of this Agreement
purpose of this Agreement is to:

Comply with the provisions of Section 57(1){b), (4A}, (4B) and {5) of the Act as well as the employment contract
entered into between the parties

Specify objectives in terms cf the key performance indicators and targets defined and agreed with the employee
and to communicate to the employee the employer's expectations of the employee’s performance and

- accountabilities in alignment with the Integrated Development Plan, Service Delivery and Budget Implementation

2.4
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3.4

Plan (SDBIP) and the Budget of the municipality

Specify accountabilities as set out in a Performance Plan, 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

Give effect to the employer’s commitment to a performance orientated relationship with its employee in

attalnlng eqwtable and improved service dellvery

Commencement and duratmn

. This. Agreement will commence on 1 July 2022 and will remain in force until 30 June 2023 {provided the

employment contract 5|gned with the emplover is still in foree) thereafter a new-Performance Agreement,
Performance Plan ahd Personal Development Plan shall be concluded between the parties for the next financial
year or ahy portion thereof

The parties will review the prowsmns of thls Agreement during June each year

The partles will conclude a new Performance Agreement and Performance Plan that replaces this Agreement at

- least ohce a year by not later than one month after the beginning of each successive financial year
This Agreement W|II automaticallv termlnate on termmatlon of the Employee 5 contract of employment for any -

" reason
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4.1.

The content of this-: Agreement may be revised at- anv tlme durlng the abovementloned perlod to determlne the
appllcablllty of the matters agreed upon

If at any time during the validity of this Agreement the work environment alters (whether as a result of
government or Council decisions or otherwise) to the extent that the contents of this Agreement are no Ionger
appropriate, the contents shall immediately be revised

Performance Objectives

The Performance Plan (Annexure A) sets out-

4.1.1. Key Performance Areas that the employee should focus on
4.1.2.  Core competencies required from employees
4.1.3. The performance objectives, key performance indicators, projects and targets that must be met by the

Employee

4.1.4, Thetime frames W|th1n which those performance objectives and targets must be met

4.2.

The performance ohjectives, key performance indicators and targets reflected in Annexure A are set by the
Employer in consultation with the Employee and based on the Integrated Development Plan, Service Delivery and
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Budget Implementation Plan (SDBIP) and the Budget of the Employer, and shall include strategic objectives; key
performance indicators, targets, projects and acti\nt|es that may include dates and weightings. A description of
these elements follows:

4.2.1. The strategic objectives describe the strategic intent of the organisation that needs to be achieved

4.2.2. The performance indicators provide the measurement on how a strategic objective needs to be achieved
4.2.3. The target dates describe the timeframe in which the work must be achieved

4.2.4. The weightings show the relative importance of the key performance areas, key objectives, key performance

indicators to each other

4.2.5. The activities are the actions to be achieved within a project

5.

5.1,

5.2.

5.3.

5.4,

5.5.

Performance Management System

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

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 KPA’s {including
special projects relevant to the employee’s responsibilities) within the local government framework

The criteria upon which the performance of the Employee shall be assessed shall consist of two components, Key
Performance Areas and core Competency Requirements, both of which shali be contained in the Performance
Agreement.

5.5.1. The Employee must be assessed against both components, with a weighting of 80:20 allocated to the Key

Performance Areas (KPA's) and the Core Competency Requirements (CCRs) respectively.

5.5.2. KPA’s covering the main areas of work will account for 80% and CCRs will account for 20% of the final

assessment,

553. Eachareaof assessment will be weighted and will contrlbute a specific part to the total score.

5.5.4. The Employee’s assessment will be based on his performance in terms of the key performance indicator

" outputs/ outcomes'identified as per attached Performance Plan (Annexure A}, which are linked to the KPA's,
and will constitute 80% of the overall assessment result as per the weightings agreed to between the
- Employer and Employee :

| KEIY.PERFORMA'NCE AREAS ' : WEIGHT
ﬁlnstitutienal Derielopment and Transfonr\ation : 3.13% N
Spatial Planning & Ratlonale ) ._ — ) . . 0 '
' '.Basm Ser\rlce Dellvery & infraetruclure Development _ 3_13%. -

L_c_)cal Economic Developme_nt : o .. . .6.2.5% 0
} IViunicipel Finaneia.l Manegement and VVia.biIity ) 68.75%
Good Governance and_P_uin'c Participation - : 15.63%
TCTAL WEIGHTING : : 100%

5.6. Municipal Manager’s responsibilities are directed In terms of the abovementioned key performance areas.
5.7. The CCRs will make up the other 20% of the Employee’s assessment score. The following CCRs are deemed to be

most critical for the Employee’s specific joh.
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 Leading Comipetenicies -

Strategic Capability and Leudershlp ‘ . . |5
Programme and Profect Management ) _ 10
Financial Management{compulsory) ' 10
Change Management 5
Knowledge Management 5
Service Delivery Innovation 10
Problem Solving and Analysis 5
People Management and Empowerment{compulsory) 10
Client Orientation and Customer Focus[compulsory} . 15

Interpretation of and implementation within the legislative and national policy frameworks 5
Knowledge of developmental local government . 5
Knowledge of more than one functional mnnlclpol field /discipline - . ’ S ’ 5
Competence as requir_ed by other national ling sector Depariments : o 5
Exceptloncal and dynamlc creafivity fo improve the functlonlng of the munlcfpa]ify . B 5

8. Evaluating Performance
. 6.1. The Performance Plan {Annexure A} to this Agreement sets out:

- 6.1.1. . Thestandards and procedures for evaluating the Employee's performance
6.1.2. The interva:ls for the_ eval_ua'tion of the Employee’s performance

6.2. Despite the establishment of agreed intervals for evaludtion, the Employer may in addltlon review the Employee’s
performance at any stage while the contract of employment remains in force

6.3. Personal growth and development needs identified during any performance review d'iscussio_n must be
documented in a Personal Development Plan as well as the actions agreed to and implementation must take place
within set time frames :
6.4. The Employee’s performance will be measured in terms of contrlbutlons to the strategic objectives and strategles
set out in the Employer’s IDP
6.5. The Annual performance appraisal will invalve:
6.5.1.  Assessment of the achievement of results as outlined in the Performance Plan
(a} Each KPA should be assessed according to the extent to which the specified standards or performance
indicators have been met and with due regard to ad hoc tasks that had to be performed under the KPA

(b} Values on actual performance are supplied for KPI's and Activities under each KPA as part of the
Institutional Assessment. Based on the Target for an activity or KPI, over or under performance are
calculated and converted to the 1-5-point scale. These scores are carried over to the applicable employee’s
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performance plan. During assessment, the employee has a chance to motivate for higher scores. The panel

members have a chance to ask guestions regarding
{c} The final scores are converted to % Performance by making use of COGTA Performance Assessment Rating
Calculator

6.5.2.  Assessment of the CCRs
{a} Each CCR should be assessed according to the extent to which the specified standards have been met
(b} An indicative rating on the five-point scale should be provided for each CCR
(c} This rating should be multiplied by the weighting given to each CCR during the contracting process, to
provide a score
{d} The score is translated to a final CCR percentage through COGTA Performance Assessment Rating Calculator
{refer to paragraph 6.5.1)

6.5.3. Overall rating

An overall rating is calculated by using the Performance Assessment Rating Calculator whereby a weighting of 80% is

applied to KPA performance and a weighting of 20% to CCR's. '

6.6. The assessment of the performance of the Employee by panel members will be based on the following rating scale
for KPA’s and CCRs:

Performance far - | Performance is Performance fully rPe_rformance is below

exceeds the significantly h|gher meets the . the standard not meet the
standard ™ . . dthan .. . standards T required for the job in standard
expected of an the standard expected | expectedinall | key areas. expected for the
employee at this in the job. areas of the job., ' : job. '
level, ' : - : ' ‘

6 7 For purposes of evaluatlng the annual performance of the munmlpal manager an evaluatlon panei constltuted of
the following persons. must be established —~

6.7.1. © Mayor;

6.7.2. Chairperson of the Performance Audit Committee or a member of the Performance Aud|t Committee in the '
absence of the Chairperson of the Performance Audlt Committee; :

6.7.3.  Member of the Executive Committeel

6.7.4. ~ Mayor or municipal manager from another municipality; and

6.7.5. Member of a Ward Committee as nominated by Mayor

- 6.7.6.  The manager responsible for human resources of the municipality must provide secretariat services to the

evaluation panels referred to in sub-regulations {d} and (e).

7. Schedule for Performance Reviews

7.1. The performance of each Employee in relation to his Performance Agreement shall be reviewed within the month
foliowing the quarters as indicated with the understanding that reviews in the first and third quarter may be
verbal if performance is satisfactory:

5
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7.2,
7.3.
7.4,

7.5.

First quarter: July — September 2022
Second guarter: October — December 2022
Third quarter: January — March 2023
Fourth quarter: April — June 2023

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

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

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

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

8. Developmental Requirements
The Personat Development Plan {PDP} for addressing developmental gaps is attached as Annexure B.
9. Obligations of the Employer
The Employer shall:
9.1. Create an enabling environment to facilitate effective performance by the employee
9.2. Provide access to skills development and capacity building opportunities _
9.3. Waork callaboratively with the Employee to selve problems and generate solutions to common problems that may
. impact on the performance of the Employee
9.4. On the request of the Employee delegate such powers reasonably required by the Employee to enable him to
meet the performance objectives and targets established in terms of this Agreement
9.5. Make available to the Employee such resources as the Employee may reasonably require from time to time to
- assist him to meet the performance objectives and targets established in terms of this Agreement
~10. Consultation
- 10.12.  The Employer agrees to consult the Emp]oyee tlmeously where the exermsmg of the powers will have
e amongst others =
10.1.1. Adirect effect on the performance of. any of the Employee’s functions
10.1.2. Commit the Emp[oyee to implement or to give effect toa decision made by the Employer
10.1.3. A substantial financial effect on the Employer
© 10.1.4. The Employer agreesto inform the Employee of the outcome of any decisions taken pursuant to the exercise
-of powers contemplated in as'soon as is practlcable to enable the’ Employee to take. any necessary. actlon :
w;thout delay
_ 11. Management of Evaluatibn Outépm'es". '
11.1. The evaluation of the Employee’s performance will _fo_fm the basis for rewarding outstanding performance
' _ - or correcting unacceptable performance. ' '
11.2. - A performance bonus of between 5% to 14% of the all-inclusive annual remuneration package may be paid
fo the Employee in recognitiori of outstanding performance to be constituted as follows; .
% Rating Over Perform_a_nce % S % Rating Over Performance % Bonus
130-133.8 - 5%
133.9-137.6 : 6%
137.7-141.4 7%
141.5-145.2 ] 8%
145.3 ~149 9%
150-153.4 10%
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153.5-156.8 11%

156.9-160.2 12%

160.2 - 163.6 13%

163.7 - 167 14%
11.3.  Inthe case of unacceptable performance, the Employer shall:
11.4.  Provide systematic remedial or developmental support to assist the Employee to improve his performance
11.5.  After appropriate performance counselling and having provided the necessary guidance and/ or support as

well as reasonable time for improvement in performance, the Employer may consider steps to terminate the
contract of employment of the Employee on grounds of unfitness or incapacity to carry out his duties

12. Dispute Resolution

12.1.  Any disputes about the nature of the Employee’s performance agreement, whether it relates to key
responsibilities, priorities, methods of assessment and/ or any other matter provided for, shall be mediated
by the MEC for local government in the province within thirty (30) days of receipt of a formal dispute from
the Employee or any other person appointed by the MEC

13. General

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

13.2.  Nothing in this agreement diminishes the obligations, duties or accountabilities of the Employee in terms of

his contract of employment, or the effects of existing or new regulations, circulars, policies, directives or other
instruments

14.PERSONAL DEVELOPMENT PLANS (PDP)

Section 29 of the Performance Regulation of 2008, requires that managers must develop personal Devélopment Plan that must
address all gaps and this plan must be part of the performance agreement

This performance is signed in line with the Mumcrpal Finance Management Act 56 of 2003. Al 357 Managers are requwed
performance plan and sign performance agreements with the accountmg officer.

-This performance plan serves as an Anneikure to the signed Performance Agreement

15. SIGNATURES
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COLLINS CHABANWE
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PERFORMANCE PLAN

CHIEF FINANCIAL OFFICER: NYELETI VANECIA MALULEKE

2022/23
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LEGISLATION

The following legislation governs the development of the SDBIP and Performance management plan and functlons within the Budget and Treasury Office.

1.  LEGISLATION GOVERNING THE DEVELOPMENT OF THE SDBIP AND PERFORMANCE CONTRACTS OF SECTION 57 MANAGERS

s Municipal Finance Management Act 56 of 2003 (MFMA), requires municipalities to develop Service Delivery and Budget Implementation Plan (SDBIP)
and must be signed by the Mayor within 28 days after the budget has been approvecl.'

. Mounicipal Systems Act 32 of 2000, requires municipalities to develop Performance Monagement Plan that must be reviewed quarterly. The performance
management plan must be aligned to the IDP and indicate measurable and realistic targets for each Key Performance Indicator.

. Performance Regulations, 2006, for managers reporting te the municipal manager and the municipal manger, outlines the process of the development
of Performance agreements. The MFMA, 56 of 2003, further requires that Section 56 manager and municipal manager must develop performance - ;
agreement that must be signed by the municipal manager and the Mayor respectively. This Performance plans must be linked to the SDBIP, IDP and Budget.

-2, LEGISLATION GOVERNING THE DEPARTMENTAL FUNCTIONS:

. The Constitution

*  The Municipal System Act, 32 of 2000

s - The Municipal Structures Act

*  Municipal Finance Management Act 56 of 2003

. Performance regulations of 2006 i

VISION AND MISSION

. «sTon

“A spatially integrated and sustainable local economy by 2030

Mission: h :

To ensure the provision of sustainable basic services and infrasiructure to imprave the quality of life of .our people and to grow the lecal economy for benefit of all
citizens .

STRATEGIC OBJECTiVES

Chuprer two of fhe IDP indicates Munlc:pal STrareglc Obijectives WhICh further mdlccntes what the’ munlcspal]ty needs to achieve. These strategic ob[ecﬂves were i
developed to ensure that alb Nattonal Key Perfoermance Areas are addressed.

Table A: Strategic Objectives are as follows: - . : .
KPAs = ‘ STRATEGIC OBIECTIVES ~

1 1.Municipal Transformation and Organisational Development | Impraved govemance and administration

2. Spatial Rationale : R Integrated spatial and human setflement

3. Basic Service Delivery and Infrastructure Development lmproved access to susfmnuble buﬂc services and Promote community well- bemg and
) environmental welfare

4. Local Econemic Developritent ) : Integrated Local economy : : : !
5. Munidpal Finance Management and Viabitity Sound Financial Management and Viability
6. Good Governance and Public Participation Improved governance and administration and Effective Community Porticipation
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PERFORMANMNCE WEIGHTINGS PER KEY PERFORMANCE AREAS

The criterion upon which the performance of the employee must be assessed consists of 2 components both of which must be contalned in the performance agreement.

The employee will be assessed agoinst both components, with a weight of 80:20 allocated to the Key Performance Areas (KPAs) and the Core Competency
Recjuivements {CCRs), respectively. Each area of assessment will be weighted and will contribute a specific part to the total score, KPAs covering the main areas of

work will account for B0% and CCR will account for 20% of final assessment

Table B: WEIGHTING ON KPAs

KEY PERFORMANCE AREAS. WEIGHT
Institufional Development and Trcmsft.:\rrnqﬁon . 3.57%
Spatial Planning & Rationale 0
Basic Service Delivery & lnfrfc:strucfure Development 3.57%
Local Economic Development 7.16%
Municipal Financial Management and Yiability 67.85%

’ ‘ Gaod C?O\rernurnce and Public Pur'r_icipaﬁon 1-7.85% i

TOTAL WEIGHTING

100%

Page 14
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- '
TABLE C: CORE COMPETENCY REQUIREMENTS (CCRs)
CORE MANAGERIAL COMPETENCIES: WEIGHTS
Strategic Copability and Leadership 5
Programme and Project Management 5
Financial Management{compulsory) 10
Change Management 5
Knowledge Management : . ) 5
Service Delivery Innovation 10
Problem Solving and Analysis ' : : 5
People Management and Empowerment{compulsory) ) ) 10 !
Client Orientation and Customer Focus(compulsory} 10
Communieation 5
i
Honesty and Integrity 5 i
Comperence in Self Management . 7 . 10 ;
Interpretation of and implementation within the legislative and national 5 )
policy frameworks "
( ‘nowledge of developmental local goverament 5
Knowledge of Performance Management and Reporting 5 _ :
Competence as required by other national line sector Departments - 5 i
Exceptional and dynamic creativity to improve the functioning of the .5 i
municipality ] i
TOTAL PERCENTAGE . 100% |

PERFORMANCE EVALUATION

Performcmce evaluoﬂon will be done in line with section 23(c) of the Performance Regulqhon of 2006 Performunce Reguluhon of Managers Reporting to the Municipal

. Manager and the Municipal Monager

|
1
|
|
H
L
I
I
{
t
|
[

PERFORMANCE ASSESSMENT

Score | Definition

-Outstanding i 5 Performance far exceeds the standard expected of an employee at ﬂns level. The appralml indicates that the:
Performance . . Employee has
: ’ : achieved above ful]y effective results against all performcmce cr|rer|c und |nd|cafors ds jpecified in the PA- dnd
. 5 L _Petformance plan and maintained this in ail dreas of reésponsibility throughout the year. ' |
(A ., Performance - - 4 - “Performance is significantly higher than the standard expetted in the job. The appraisal indicates that the Emp[oyee : !
7| Significantly’ .~ Above has achieved above fully effective résults against more than half of the perforrnunce crlterla and indi¢ators and Fully : !
Expectations ‘ achieved all others throughout the year. : ;
Fully Effective .-~ -~ | 3"~ | Performance fully'meets the standards expected in all areas of 1he job. The apprmsc:l mdn:c:fes that 1he Employee |- -

) : ! ) thas fully  achieved - éffective  results ugqlnsf all mgmflcunt perforrnunce criteria cznd ]
S L . . indicaiors as specified in the PA and Performunce Plan. L ' i
Not Fully Effective - 2 - - | Performancé is:below the standard required for the job in key areas. Performance meefs 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 perfomiance criteria and indicators as specified in the PA and Performance Plan.
Unacceptable - 1 . | Performance does not meet the standard expected for the job. The review /assessment indicates that the employee
| Performance : hais dchieved below fully effectivé results agalnst almost all of the performance criteria and indicators as specified - .
o in thé PA.and Performance Plan. The employee hés failed to demonstrate the commitment or ability to biing ;
performance up to the lavel expected in the job despife management efforts to encourage improvement. Performance
does not meet the standard expected for the job. The rewew/dssessment Indicates that the employee has achieved
below fully effective results against almast all of the performance eriteria and indicators as specified in the PA and
Performance Plan. The empleyee has failed to demonstrate the cammitment or ability to bring performance up fo the
level expected in the job despite management efforts to encourage improvement.

Page 15
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PERSONAL DEVELOPMEMT PLANS (PDP)
Section 29 of the Performance Regulation of 2006, requires that managers must develop personal Davelopment Plan that must address all gaps and this plan must be
part of the performance agreement.

This performance is signed in line with the Municipal Finance Management Act 56 of 2003, All s57 Managers are required performance plan and sign performance
agreements with the accounting officer.

This performance plan serves as an Annexure o the signed Performance Agreement.

SIGNATURES

MALULEKE N.V

DATE... \ O~ ’2() aQ. .......

("' " NICIPAL MANAGER

SHILENGE RR

Page 16
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COLILINS CHABANE
LOCAL MUNLCIPALITY

Ninee UG

_':*%n % g_@{f

o Service I’),,,;,-L,“”

sy

PERSONAL DEVELOPMENT PLAN
202212023
Collins Chabane Municipality herein re'_p[esente‘d. by

SHILENGE RISENGA RICHARD =

in his cabaz_;’ity as the Muni'cipal Manager.(heréin'aﬂer _refeffed to -aé__ the Employer or Sup.ervis_or) '

- and

~ employee of the Murm_ic'ipality ('here_i.nafter referred to a5 the Employee)

WHEREBY IT IS AGREED AS FOLLOWS:

Ny - ?352-




1. INTRODUCTION

The Aim of the Personal Development Plan {PDP) is to ensure that Employees are skilled to meet
Objectives as set out in the Performance Management Agreement as prescribed by legislation.
Successful career path planning ensures competent employees for current and possible future

positions. It there for identifies, prioritise and implement training needs

Legislative needs taken info account comes from the Municipal Systems Act Guidelines: Generic
senior management competency framework and occupational competency profiles, Municipal
Finance Management Competenoy Regulations, such as those developed by the National Treasury
- and other line sector_departments’ Iegislated competency requirements need also be taken into

consideration during the PDP process.
2. COMPETENCY MODELI__ING

The COGTA has demded that a competency development model will consist of both managerral and

occupatlonal competenmes

. Managerial competenc:les should express those competencnes WhICh are genenc of arn .

management positions. o _
e Occupatlona! competence refers to o'ompetencies Wh'ich are joblfu'no'tion Spe_Cific. :

3. COMPILING THE PERSONAL DEVELOPMENT PLAN ATTACHED AS THE APPENDIX
The Munlc:lpal IVIanager in consultatton w:th the employee |s to complle a Personal Development '
Plan. The PDP has 7 oolumns that need to be completed. Appendlx A serves_ as the Action Plan for -
the PDP | | . .

Wy 2R




3.1. Column 1: Skills/Performance GAP.

Appraise
Performance of
Managers

2 The muntc:pal
manager will

be able to enter
into performance
agreements with
the Senior
managers

reporting to him /-

her, appraise
them

against set
criteria,

within relevant

3.Suggested
fraining

and / or
development
activity

4. Suggested
mode

of

delivery

R
5, Suggested

Time
Frames

opportunity
created

to

practice

skill /
development

7. Support
Person

time frames

Con5|derat|on must be given to the outcomes expected in column 2 so that once the intervenhon i completed the |mpact |t had can

“'be measured agamst relevant output indicafors.
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3.2. Column 3: Suggested training

Training needs must be identified with due regard to cost effecti&_re_'hess and listed in éolumn 3.

The suggested mode of delivery refers to the chosen méthodology that is deemed most relevarit to ensure fransfer of skills. Mode of

delivery r_:o'nsi'sts of, amongst oth'efs! self-study, iriternal or external trairiing
provision;' coaching and /.or me’_ntoririg and exchange pregrammes.

Ny R&




3.3. Column 4: Suggested mode of delivery

' Training must be conducted either in line with a recognised qualification from a tertiary institution or unit standards registered on the
‘National Qualifications Framework (South African Qualifications Authority), which could enable the frainee to obtain recognition

~towards a qualification for training undertaken. It is important to determine within the mu'nicipaltty whether unit standards have been

. . developed with regard toa specnflc outcome (and registered with the South Afrlcan Quallflcatlons Authorlty) Unlt standards usually .

have measurable assessment criteria to determine achieved competency




34. Column §: Suggested Time Lines

An employee should on average receive at least five days of training per financial year and not unnecessarily be:withdrawn from
- training interventions. The suggested. time frames enable managers fo effectively plan for the annum e.g. so that not all their
employees are away from work within the same perir_Jd and alsé ensuring that the PDP is implemented systematically,

N &
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3.5. Column 8: Work opportunity created to practice skill /development area

to have skill that is used in the workplace).

36 : Cdlumn 7: Support-Person

- “This further ensures int_ern_al]saiion of information gained as well as return on investment {not just a nice fo have skill but a necessary

: '.-T_h'ils identifies a sﬁppbrt_péfsoh t.hat_i_:ould aci as coach or _h1entor with r'eg'a_fd: .ttin lhé ér_ea of leérﬁing for the e'njp!oyee._
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Appraise
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training
and/for
development
activity

t_l.Suggested 3B

mode of
Delivery

Time
Frames

created to practice skill
Idevelopment

7.8upport
Person
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Thus, done and signed at ¢ W(//C(fn(ﬂff F€ ............... on this thef"! day of .l\-“ ..........

AS WITNESSES:

AS WITNESSES:

CHIEF F[NANCIAL OFFICE
MALULEKE NV

MUNICIPAL MANAGER

SHILENGE R.R
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COLLINS CHABANE
LOCAL MUNICIPALITY
mince Bukt

FINANCIAL DISCLOSURES

20222023

. EMPLOYEE NAME:

NYELETI VANECIA MALULEKE .

N W




STRICTLY CONFIDENTIAL

Financial Disclosure Form

CONFIDENTIAL

I, the undersigned {(surname and initials) MGX \ W 1@;‘\6 N \t
(Postal address) P O %UX L“‘ g:)@‘
Givyant  ORAL
(Residential address) _Flov &€ o\ £ 4 C“fo‘ ni Uk
(Position held) C‘/'\i(),f— —Ctﬁ’\an(‘i CJ OFF-P—( cex

{Name of Municipality)

Callins C‘/\@‘OCM’\Q, LQCC(J Mg imCinde
w0l GOV OWD r OIS KS) 00T

heraby certify that the féliowing information is complete and correct to the best of my knowledge.

.- Shares and other financial interests {Not bank accounts with financial institutions.) See information sheet: note (1}

financial interests

Number of shares/Extent of | Nature Nominal Value Name of CompanylEntity

N/, /| N
/A

; Diréc_tprshi_ps_and partne'rshizps'See iﬁfqrmation shest: note (2)

Nan"le‘of. corporate éhtity, ’ ) Ty'pe of businés’s o ) Amount of Remunerationl
partnershlp or firm _ Income

Meekadt ™ Tweadweddey, 2 |2 b 600 pa
Quw\w—m gL uen v &“%rwwuﬁ :

N anu e § Regepless | (hygmess




3. Remunerated work outside the Municipality must be sanctioned by Council. S8ee information sheet: note (3}

Name of Employer Type of Employment Amount of Remuneration/
Income

pldnurd F

Mam&m/tf i 9)-“&61"0 g w0 wopfled f[i)_\ bod 0o P'q;

%

ed

Council - C’Li‘{\
, i)
Signature on behalf of CounciF=— TN e T pate 21 —07 - 2022

]

4. Consultancies and retainerships
See information sheet: note (4)

Name of client Nature | Type of buéiness activity - | Value of any benefits
’ received

N /14
17

5. Sponsorships

See information sheet: note (5)

Source of assistance/sponsorship Description of assistance/ Value of assistance/sponsorship
' . : Sponsorship B : B :

N /o

v/ F/

6. Gifts and hospitality from a source other than a family member
See information sheet: note {6}

Description Value Source

/

N A
[0

N R




.

7.

Land and property
See information sheet: note (7)

Description Extent Area Value

LLILM{)’ 24 He k- [amm"" NQ( V. e00 ©oT

Na et +mi@aa Pask O%‘rﬂﬂ 4

Henul_

B Eee Teuse
"d?%cmt “

SIGNATURE OF EMPLOYEE

DATE B\ —0 —2022

PLACE : L

OATH/AFFIRMATION -

1. | certify that before administering the cath/affirmation | asked the deponent the following questions and wrote down herthis
answers in hisfher presence:

(i) Do you kn w and understand the contents of the declaraﬁoh_‘?
Answer i (¢ ‘\S

(ii) Do you hﬁe any abjection to taking the prescribed oath or affimation?

Answer __\
(ifl) Do you gonsider the prescribed oath or affirmation to be binding on your conscience?
Answer S .S R ' ' '

2. | certify that the deponent has acknowledged that shelhe knows and understands the contents of thls declaratlon The
deponent utters the followmg words A swear that the contents of this declaration are true 50 help me God "1 truly affirm that

_Full first namies and surname

PMUALULERE Mo \/ T Bleckletters)

Demgnahon (rank) af’ﬁ-/ ( ' L Ex Officio Republic of South Afrtca

" Street address of institution ml { \A_SL d}’l&‘f;}evt—c. g\“{ Q/e—"\“

m\—M rocu:J \\/\D\,\M&\ < SOUTH AFRICAN POLICE SEVICE
. COMMUNIL‘fEéSESBr\flcE CENTHE .

Date 9\' 'oh—‘ ‘ 9{)"89 Placs mﬁ’i ’fﬂ‘?f%f-é’,.—lf? SRR

2022 -07- 21

PRIVATE BAG X9200
MALAMULELE Q892

SUID-AFRIKAANEE FOLISIEDIENS

CONTENTS NOTED: SHILENGE RISENGA RICHARD .

SIGNATURE : | R —
DATE g2 O — 222D

Nv.Re
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INFORMATION SHEET FOR THE FINANCIAL DISCLOSURE FORM
The following notes is a guide to assist with completing the attached Financial Disclosure form (Appendix C):

1. SHARES AND OTHER FINANCIAL INTERESTS
Designated employees are required to disclose the following details with regard to shares and other financial interests held in
any private or public company or any other corporate entity recognized by faw:
« The number, nature and nominal valug of shares of any type; .
« The nature and value of any other financial interests held in any private or public company or any other cotporate entity;
and

s The name of that entity.

2. DIRECTORSHIPS AND PARTNERSHIPS
Designated employees are required o disclose the following details with regard to directorships and partnerships:

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

» The amount of any remuneration received for such directorship or partnership/s.
Directorship includes any occupied position of director or alternative director, or by whatever name the position is designated.
Partnership is a legal r‘elationsﬁip arising out of a contract between two or more persons with the object of making and sharing
profits.

3. REMUNERATED WORK OUTSIDE THE PUBLIC SERVICE {ALL REMUN ERATED EMPLOYMENT MUST BE
SANCTIONED PRIOR TO THE WORK BEING DONE. )
Designated employees are required to disclose the following details with regard to remunerated work outside the public
service. . ’
+ Thé type of work;
» The name and type of business activity of the employer; and

« The amount of the remuneration received for such work.

'Remuneratron means the recelpt of benefits in cash or klnd

Work means rendermg a service for which the person recerves remuneratron

4, CONSULTANCIES AND RETAINERSHIPS

Desrgnated employees are required to disclose the following detarls wrth regard to consultancies and retamershlps
4 The nature of the consultancy or retainerships of any’ kind _ ’ k
= The name and type of business activity, of the client concerned; and
s The valug of any bansfits received for such consultancy or ret'ainersrjl_ips'.r .

" 6. SPONSORSHIPS _
o Desrgnated employees are requrred to drsclose the followmg detalls W|th regard to sponsorshlps

-« -The source and description of direct financial sponsorship or assrstance and
+ The value of the sponsorshlp or asastance -
6. GIFTS AND HOSPITALITY FROM A SOURCE OTHER THAN A FAMILY MEMBER
Designated employees are required to disclose the following details with regard to gifts and hospitality:
» Adescription and the value and source of a gift with a value in excess of R350;
» A'description and the value of gifts from a single source which cumulatively exceed the value of R350 in the relevant
12-menth period; and
» Hospitality intended as a gift in kind.
Designated employeeé must disclose any material advantage that they received from any source e.g. any discount prices or
rates that are not available to the general public.
All personal gifts within the family and hospItaIily of a traditional or cultural nature need not be disclosed.
7. LAND AND PROPERTY '
Designated employees are required to disclose the following details with regard to their ownership and other interest's in

land and property (residential or otherwise both inside and outside the Republic):
4

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

N o




