© inhis ?'c":fap'a'cny a

I L L ATRENTTS e I I

s the Mayor (hereinafter referred to asthe | |

EmpleyerorSupemsor) .

emp!oyee ef the' Mummpahty (heremafter referred to as the I

Employee) i

i
\'\

WHEREBY IT IS AGREED AS FOLLOWS:




1.1.The Empioyer has entered intoa coniract of employment with the Employee in terms of section 57(1 j(_a)

~ of the Lacal Government: Municipal Systems Act 32 of 2000 {"the Systems Act”). The Employer- and the
Employee are hereinafter referred to as “the Parties”.

1.2 Section 57(1) b} of the- Systems Act, read with the Confract of Employment conctuded belween the. _

partres requires the: partres to conciude an annual performance agreement
1.3 This agreement does nat at aII replace the Empfoyment Contract signed between the partres

' 1.4 4 The partres wish to ensure that they are clear. about the goalsto be achieved, and secure the commitmenit

of the Emp!oyee to & set of outcomes that wiit secure local government po!tcy goais
1.5 The Parires wish fo ensure that 1here is. comp{rance with Sectrons 57 (4A) 5? (48) and 57 ( ) of the
' Systems Adl, ' '

“The pur_poso of t_h’is: Agr:é:emént is to:

2.2 Comply with the provisions of Section 57(1)( ) (4A),(4B)' and (_5) of the Ac‘t'as _Welr asf thé_ em_ployﬁ]'ént.

‘contract entered into between the parties

2.3 Specrfy objectwes in terms of ihe koy performance rndroators and iargets defmad and agreed with the '

employeo and fo commumoate to the- empioyee the empioyers expeciatrons of the employees

oerformance and. accountabrhiées in ahgnment wrth the Integrated Development Pian, Sorvice _Deirv_ery-

and Budget rmplementatron Plan (SDB!P) and the Budget of the municlpairly

2.4 Specify acoountahiirhes ‘as set out ing Performance Plan which forms an Annexure to the Performance '

_ Agreement . ‘
2. 5 Monrtor and measure performance agamsi set targeted outputs

26 Use the Performance Agreemeni as the basrs for assessing whelher the emp!oyee has. met the

performance expectairoos appficab!e to his 1ob

2.7 Inthe event of outstandmg performance fo appropnateiy reward the empioyee

28 Gave eﬁect o' the empioyer s comm:tmeni foa performanca—orrentaled re!atzonshrp w:th its empioyee T

auainmg equitable and lmproved service deirvery

3 Commencement and duratien

3.1. This Agreemem will oommenoe on 81 Jgguag 201§ and wri! remain in force uniil 30 June 2013_
p oid t’h _emplo yment cntct signed with the em o yer is_irﬂ in forcel thereafter & new’

Performance Agreement F’erformance Plan and Personai Development Plan shall be concluded
between the parties for lhe fiext f;nanolai year or any port#on thereof
3.2 The parties will review the provisions of this Agresment during June-each year




88 The patties will- conciude a ne.m; Fferfofmaﬁéelﬁng‘e'emeﬁt'a"niﬁ Performance - Plan that replaces this
Ag'reement at ieast once a year by not later than one nionth after the begiﬂning of each successive
financial year _ :

3.4 This Agreement wil automatically terminate on termiriation of the Employee’s contract of employment
for any reason | : | _ | :

3.5 The content of this ‘Agreemerit May be revised at any time during the abovementioned period to
determini the applicabllity of the matters agreed tpon. S

3.6 If at any time during t_ﬂe;: yalidit_y of this Agreement 'th_e_work ehvimnment alters (whethe‘r as a fesull of
government ef‘-Cbhn‘ci; decisions or otherwise) to the extent that the contents of this Agreement are rio

: 'IthEf abprop'r'iatef the contents shall immediately be revised - ' ' '
4. Performance Objectives:
4.1.The Performance Plan (Annexure A;). sets out-
e 411, Key PeﬁprvﬁaﬁééﬁA%é&s_thél the employee should focus on

4.1.2. Core compelencies required from employees o o
41.3. The beﬁdrm'an_c_e objectives, key performarice indicators, projects and targets-'thét:muSt be met by
the Employee .~ S
414, Thetime frames within which those performance objectives and targets must be met
4.2.The performance bbjeéiivés, key p{le_rformance indicators and targets réf_ié(jted'i'ta_ _An'he_xu:r'e Aargsetby
. the Employer in consultation with the _Erﬁpl'oyse and based o the lntegrate_diDj:e\jei'opm'ent_Pian?_-s_ervicé
Delivery and Budget :m_pl_emeniéiion' Pian (SDBIP) and the Ud‘g'ét"df the Employer, and shalf include
stré:tagibfo_bjécti{fés; key ﬁéﬁoﬁfﬁénce indiééiérs, tar-"gets,. p’r_oj_ebts an’ﬁ ééiivit__iés that ma'y include dates
and WSighting:s; A 'dgsctibli(jn of these elements follows: L h IR
421, The strategic objectives describe the strategic intent of the organisation that needs to be achieved
42.2. The her:féir_ménéé' indicators provide the meastrement on how a strategic objective needs fo be
: 'achie_{réd ' - . S
423. The larget dates describe t_hg'ti’mefrahq'e in which the work must be achieved
ooz

'he weightings show:the relative importance. of the key p

erformance areas, key objsctives, key
performan rs to eachother ~

425 T‘hé ééﬁvities are: thé .acl:'t_fd—ri;t'o be échieved Wiifiiﬁ & prd}ébi
5, Pgrfcrmance' Management System

g 5.1.The Ef_nployée agrees 1o participate in the performance management system that the Employer adopts
or intrdduces_ for the E'mpfoyer, management and municipal sfaff of the Employer

5.2.The Employee accepls that the purpése of the performance management'sy_stem will be fo provide. a
comprehensive system with specific performance standards 1o asslst the Employer, management and
municipal staff lo pe"rform.:!c the standards required,
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B The Empioyér _w‘iiiiééiés"tiif-'i't'ﬁ'é:-éﬁ";;.}.f.éyé'e'abeui the specific pér{orﬁiérﬁé‘é standards 'that will be included
i the performance management system as applicable {o the Employes. - -
54.The Empibﬁéé_e u.ndér!akes to actively focus towards the premotion and implementation of the KPA’s
{including special projéc'ts' refévé_nt to- the -employee's responsibilitfea) within the logal government
fomework o I
5.5. The criteria upon- which the performance of the. Employee shall be és.ses_sed.shall- consist of two
: 'comporiehls,'i{ey Performance Area's' Ia'n'd .c.ore Competehcy Requi_remehts, both of which shall be
contained in the Fer_formanc_e_Agr_eement, ' : P '
581, The Employee must be assessed agdins! both components,.w'ilh a weighting .of 80:20 allocated to-

5.5.2. KPA's covering the main areas of work will account for 80% and CCRs will account for 20% of the
55.3. Each area of assessment will be weighted and will contribute a specific part to the total score.

554, The Employes's assessment will be. based on his performance in terms of the key p_er:fb'n-‘ﬁan:(;eE
indicator oUlputs / outcomes.identified as per altached Performance Plan (Annexure A), which are’

linked to the KPA's, and will constitute 80% of the overall assessrient result as per the weightings
agtéed o bet@eén:th'g_Empfoyer and Employee: R o L
'nicipal Transformation and Organisational Devel

e I e

_Lo'c;a{_'Ec_aridzr}iic':"_i:)ége:op'mén’_ti(LE;})_. R e

'Muﬁiéiiﬁai :Financfé? ?iaﬁif_ﬂy ah_s:.f. Manage_ment R B :

ood Gavernance ard Pubiis Partiopation I

Spatia] p!an_ni.hg_‘ - . e 0

5.6. Municipal 'Manageri’s'.respo"ns'ibflities_ are directed i termg of the abiovarientionsd key performance
R L R - S e
8.7 The CCRs will make up the other 20% of the Employee's assessment score. The ﬁf?owing; CCRs are
d,eemed to be most eritical for the Employee’s specific job.




ity

- Strategic Capability and eade_rship

Financial Management

Programme and Project Management

_ Change 'Lég'd_e_rship_ _

‘Governance Leadetship
| People 'Managemen_t-'- :
5_ 'Mbi*éiébmpéténee - .5
Planning and organising _ 10,
Analysis and Tnnovation o ' o 10
Knowledge and Information Managemenit RO R 5
Resuits and Quality Focus _ B EEREET)

_ 6. Evaluating Performance
(Annexure A) to this Agreement sets out

6.1. The Performance Plan

The étandards and prc_c_é.d‘&res for evaluating the Employee’s performance -

6.1.1.
6.1.2. The in‘tér&rals for the evaluation of the Employee's performance
lishment of agreed infe‘rvaf#_ for evaluation, the Employer may in éddiiion review the

ance a:_any'stage whiie the conitract of employment ?emaiﬁs- in force

rm

. 6.2. Despitefihe estab
= ,,Ef'“?‘éféefs perfor

6.3. Pe_r,sbha'!jgrowth and development needs identified during any perfcrman'ce-feview_ discussion must be
s well as the actions agreed to and implementation must

documented'in a Personal Development Plan a
ibutions to the strategic objeciives and

take place 'wil_hin_'set lime frames
6.4. The Employee's performance will be measured in terms of conir

-strategies set out in the Employar"s' fopP
6.5. The Annual performance appraisal will involve:
Assessment of the achievement of resulls.as outlined in the Performance Plan

(a) Each KPA should be assessad according to the extent to which the specified siandards or
gerd to ad hoc tasks that Had to be

6.5.1.
performance indicators have been met and with due re

performed under the KPA
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‘Performance far - Performancels™ | "Parformanc F e s Performance
“exceeds the ; s'ighiﬁcahﬂy'higher | -fui!y‘rﬁéet's the belqw the standard does hp_l meet -
1 standard | than _ standards’ required for the job in || the standard

expected of an the standard expectedinall | key areas, - | expected for the'

employee at this _ -éxpecte'di_n the jab. ' areas of the job. | : job.

level, |

(b)- Values on écttlal performance are supplied for KPI's and ACHVFHGS under each KPA as part of the
Institutional Assessment. Based on the Targetfor an activity or KPI, over or under performance are
celculated and converied o the 1-6-point scale. These scores are carrled over 1o the appiicable
employee’s performance plan. During assessment, the employee has a chance fo motivate for
higher stores, The.panel members have a chance to ask qnesiio_r}_s regarding _

{¢) The final scores are converted to % Pe_rform'énc.e by making use of COGTA Performance
Assessmient Rating Galeulztor ' '

6.5.2.  Assessment of the CCRs _

(a) Each CCR should be assessed according to the extent o which the specified standards have been
met - : N '

{b) An indicative rating on the five-point scale should be provided for éach_CCR

" {c) 'This,_ rating sho‘éﬂd be multiplied by the weighting 'g_iven to each CCR during the contracting

process, to pros)ide-_a score o _ - N

(d} The sjﬁ:ore'is translated to a final CCR percentage through COGTA Parformance Assessment

_'Rati_rsg Caloulator (refer to paragraph 6.5,1) | N

6.5.3. Overall rating -

An overall rating is catcﬁlat’ecj.by using the Performance Assessment Rating Céfcmaior whereby a
weighting of 80% is applied to KPA performance and a weighting of 20% to COR's, S
8.6 Th_e' é_séessmeht,df the performance of the Empioyee by panel rﬁém-bé{s will-be based on the following -
rating scale for KPA's and CCRs; R R ' N

8.7.For purposes of evaluating the annual performance of the municipal manager, en evaluation panel
constiluted of the following persons must be established —

' : o
6.7.1. Mayor: . é Eon
e

e Ty




ey

6.7.2. Chaxrpersonﬁf the'Peﬁormsncé.ﬁaﬁ&i{ Cdfnm?ttaé or 8 membef éf the Performance Audit Committee
_ in the absence of the Chairperson of the Performance Audit Commiftes; ~ h
6.7.3.  Member of the Executive Committee '

6.7.4. 'M'ay:ér or municipal manager from another municipality; and

6.7.5. Member of a Ward Committee as nominated by Mayor

- B.76. The rihanager r’ésppnsfb!’e for human rés_ourqe_s__of the. mdn‘icipa‘lity must provide secretariat services

to the évéidation'panels referred to in sub-regulations (d) and (e).

7. Schedule for Perfcrménce'ﬂeviews _ _

7.1.The pe’rform_ance of each Empidyee in refation to his Performance Agreement shall be reviewed within
the month following the quarters as indicated with the understanding that réviews in the first énd third
quarter fhfay be_verb‘a! if performance is satisfa’ctory: -

*  First Quarter; July - September 2017

+  Second Quarler: béi}ébef ~ December 2017
*  Third Quarter: January - March 2018

¢ Fourth Quarter: April - June 2018

7.2. The Employer éhall keep a record of the mid-year reviéw_and annual -ass'es'ém_ehi hIEefihgs
7.3, Performance feedback shalf be based on the Employer's assessment of the Employee's performance
7.4. The Employer will be entitled to réview and make reasonable cha'nges'io the provisions of Annexure "A"
from time to time for operational reasans. The Employee will be fully consulted before any such change
. I8 made ' : :

The Personsl Development Plan (PDP) for addressirg developmental gaps i alacied as Amexwie 5.

9. Obligations of the Employer

The Employer shali:
9.1.Create ah enabling environment 1o facilitate effective performance by the empioyee.

. 9:2.Provide access 1o skills development and capaﬁity building opportunities.

8.3, Work collaboratively with the Employee 1o solve problems and generate solutions to common problems
that may impact on the performarice of the Employee S

9.4, Oh the request of the Employee delegate such powers reasonably required by the Employee to enable
him to meet the performance objeclives and targets established in terms of this Agreament

Geoooo |




i

- 9.5. Make available to the Empl'dyeé'such resources as the Erﬁpfrﬁyee may reason'ab_ly require from time o

time to assist him to méet the performance objectives ang targets established in terms of this Agreement

10. Consultation

10.1. The Employer agrees to céng@:it_the_Emp}oyee'tim_eousiy whers the exercising of the powers will

have amongst others -
10.1.1. A direct effect on the performance of any of the Employee’s functions
16.1.2. Commi the Employee to implement.or to give effect to a declSEon'made by the Employer
10.1.3. A substantial financial effect on the Employer '

10.1.4. The Employer agrees to inform the Employee of the outcome of any decisions taken pursuant to the

- exercise of powers contemplated in as soon as is practicable. to enable th_e Employee to take any

necessary action without defay

11, Manag'emienzt of Evaiu‘étfon 'O_utcdmes

114, The evaluation of the Employ’ee's performance will form the basis for rewarding outstanding

performance or correcting unacceptable performance.

11.2. A performance benus of between 5% to 14% of the all-inclusive annu_af'remunerati_on pa'ck_age may

be paid to the Employee In recognition of outstanding performance to be constituled as follows:

% Rating Gver Pér;fdrmancé'%"' % Ratinig .bﬁeripei‘fmﬁéhé:e % Bonus
R ) E——— R I

1389°4378 T

(T 7 L R T

ECXRET F R 7

BT N %

Y —— T 0%

B o A i .
T566- 1602 12%
R [ R e —— 3%
637 167 ' 14%

11.3.  Inthe case of unacceptabl'e petformance, the Employer shall:
11.4,  Provide systematic remedial or developmental support to assist the Employee 1o im
performance

prove his

11.5.  After appropriate performance counselling and having piovided the necessary guidance and/ or

support as well as reasonable fime for improvement in performance, the Employer may consider

e

&

Geoo |
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R steps to terminate the confract of employment of the Empbyee 00 grounds of unfithess or incapacity
to earry out hig duties o DR '

12. Disputezﬂesblutian

o124, Any d'fspui'es aboq:f the nature of the Emp!t)yae’s‘ p'erformancei agreement, whether it relates 1o key

responsibilities; priorities, methods of assessment and/ or any ‘other matter provided for, shall be

mediated by the MEC for local government in the provirice within thirty (3_0} days of receiptof a formél'

dispute f_rorﬁ-_the-Emp_!oyee or any other person appsinted by the MEC
13. General

' 13.1. The contents of this'agfeemerit and the outcome of ahy review conducted in terms of Annexure A
may be made available to the public by the Employer : _ e . s _
13.2. Nothing in this agreement diminishes the obligations, duties or accountabilities of the Employee In

directives o other instruments | R o
13.3. The performance assessment results of the Municipal Managet must be ‘submitted to the MEC

responsible for local government in the relevant prbvinc'e as well as the.NéiiQha_! Minister responsible. .
for focal government, within fourteen (14) days after the conclusion of the assessment.

* Thus done and signed ot W#AFWWMW this the.,ﬂ?day of Qwﬁw”@ﬁms -

’::H:-‘. . |
MALULEKE GEZANI LAMSON

'EMPLOYEE

%!;‘:IPAL MANAGER

NGOBEN! TSAKANI CHARLOTTE




PERSONAL DEVELOPMENT PLAN
| 2017/2018

~ Collins Chabane Local Municipality hgere'ifi §re:r5r}eserited by |

in her capacuty as the Mumcnpa! Manager (heremafter referred tci |
o as the Employer or Supemsor)

___NGQBEN!‘TSAKAN‘!;}:_; o
_ ~And
| MALULEKE GEZANI LAMSON

emplayee of the Mun;clpal:ty (hereinafter referred to as the
- Employee).




"Legcslalsve needs taken :nto accounl comes’ from the. Mumcnpaf Systems Act Guldeiines Genenc SGHIOF

oy

-} Appraise _
Pedormance: | be able to'énfer - | an

of . 1 Into-performanie. dévelopment .

" Mahagers Bgreements with ~activity S : 1 practice”.
‘the Director o o : : - T hskilbde _
feporting fo bt/ i o -~ | development |
her, dppraise iian : o -
against set chiteria,
within relevant -

WHEREBY IT 1S AGREED AS FOLLOWS:

1. Introduction

The Aim of the Personal Development Pian (PDP} is to ensure that Emp!oyees are. skilled to meet
Objectives as set out in the F’erformance Management Agreement as prescribed by- leglslation; Successfui
career- path plannlng ensures competent employees for current and possible futlre positions, It there for
;deni;ﬁes prtormse dnd lmp!ement traimng negeds o '

“management competency framework “ang occupational competency profiles, - Mumcrpai Fmance

Management Competency Reguiat;ons such as those: developed: by the Natlonai Treasury and olher line
sector deparﬁments ieglsiated competency requ;rements need also be taken mtn consicferation durmg the -

-F‘BF’ process
2. .'c¢mpetenciy mdéilinng 3

'The COGTA has dec:ded that a competency development mode! will consxst of both managenat and:'

occupailonal compeiencies . o :
. Managenai competencaes should express those compeiencnes whlch are genenc of : aff_ '
management posrtlons ' o :

. Occupationa! compeience refers to competencies whnch afe johﬁunchon specufic

3 Compﬂing the personai davelopment p!an attached as the appendix

The Mayor, in consultation with the employee is to comps!e a Personai Deveiopment Plan The F‘DP has 7

3 :columns that need to be comp!eted Appendix A serves as !he Actlon P!an for the PDP S ;3 i

| Frames . . lcreated |
delivery SR I -

time frames
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~ The identified. Iraining. needs should be entered into. column-one; The following ‘shovid be taken inte " "F

oons:deraﬁon

Orgsnisationd] needs

St‘ralegic development prioriti'es ahci compeiency requirements,.
'objectwes The competency requlrements of ind:vrdual Jobs The relevant JOb requirements (}Ob

in !mo w;th the mumcipahtys strategic

compelaency profile) as ldentlf:ed in the job description should be compared to the current competenoy o s

'proﬂle of the empioyee to detormme the individual's competency gaps.

Speciﬁc competency gaps ab identified dunng the probation. perrod and performance appransai of the

_ empioyee

'Priorlttsauon of lhe lrammg needs in column 1 should also be determlned since it may noi be posslble to
address all ldeniafted trainmg needs sn a specifrc flnanclal year. it 1s however of orst:cai lmporiance that
training needs: be addrassed ona phased and priority basis. This implies that aH these needs should he'
prioritized for purposes of ‘accommodating critical / strategic training and devefopment needs :n the HR
Pian, Personal Development Flans and the Workplaoo Skills Pian

_'3 2. Coiumn 2 Outcomes Expecteﬂ

1. Skfﬂs Z 0ulcomes Expeoted 3.Suggested- 4Suggested " SSuggesaecE 6. Work oppartanily - 7 Supper -
lPerformance {nwasurablemdfeefors “§ training moge Created o practice skill Pérson
. Gapfin order of - quantity, quality ano' fims | and for : OF delivery Ffames Development area; :
ariority) frames} . devek_:pmemacﬁvsty ’ . . o

Consrderatlon must be gwen to the outeomes. expecled in coiumn 2 SO lhai once the miervent:on s
{jcompleted fhe :mpaot it had can be measured agamst relevant output End:cators . :

€

.

43—90!0!&1&6. Suggested trﬁming e — e T e e

1 1. 8kills

3 Suggeated

4.Suggested

B, Work Opoodunﬂy' i

T 7Suppot ]

Z, Ovlcomes Expecleﬁ 5.5uggesied ¢ iy
[Periomante {mieasurable indicalors: - training migde . -Time “Crealed 10 praclice skill / Person
Gapi(n orderof .| quantity, quah{yandnme and/or Of dellvery - Frames Davelopmenl area . o
pricrity) !rames} _development activily : .

Training needs must be identiﬁod with due rega_rd to cosi effectiveneé's_ and'iisted in column 3.
The suggested mods of delwery refets to the chosen methodology that is deemed most refevant to ensure

transfer of skills: Mode of detivery consists of, amangst others, seif-study, irternal or external training
provision; cooching and/ or mentoring and exchange programmas,




1. Bkiiis 2, Quicomes Expechad 8.5uggesied 4.Buggested 5.8upgesied 6. Work opportunily 7. Buppun
Perfermance | fmessurable indicatorss § iraining mide Time © Created1o practice kill/ Person
Gap(in order of quantily, quaily ant ime | and/or Of delivery Frames. . Development area )
priority} ~ remas) developmient acfivity R ’ o

Training must be conducted either in line with a recognised qualification from a tertiary institution or unit
registered on the National Qualifications Framework (South African Qualifications Authority), -

 standards

which ¢euld enable the: trainge to obtain reéognition towards a qualification for training undertaken. i Is

importaiit to determine within the municipality whether_lunit standards have been developed _with regard to.a
specﬁific:outcom# {and registered with the South African Quafifieaiians_'Authoriiy}_-Unit st-andards u_sua'i_ly"

have measurable assessment criteria to detérmine achieved competency,

5. Column 5: s_uggéstéd: Time Lines

3Buphested 6. Workdﬁponuniiy .} 7.8dpport

1, Skills 2, Outcomes Expected | 4.Buggested ‘| 5.8uggesleg !

Performance {measurabla indicators: fraining - mode - Time® " Created 1o practice skill / Person
Gap(in drderof 1 quantity, quaty and time- andfor .1 Of delivery Frames .- - Development area f T
prioriy) frames) - . : ‘development activity |- : : R i

An. employee shouild ‘on average receive al least five days of training per financial year and Aot
unnecessarily be withdrawr from training interventioris. The__sugge‘sled-time_ frames enable managers to

‘effectively plan for the annum e.g. 80 that nol all their employees afe away from wp_rk'wi_thin the same
period and also ensuring that the PDP i implemented sysiematicaliy. B

8. Column 6: Work opportunity created to practice skill fdéi{'ei_opmfént area

A, Skl - -2. Outcomes Expecled -3.8ugpssted 4Suggested 8.5uggested "E.’Work-ap;iodunﬂy B #.Support
/Performange {measuralile indicators: | training made Timg- 7 - Createlf (o pracilce skifi / Person

- Gapfin order of - ‘Quantlly, quality.and lime: | -and o : Of detivery 1 Frames - | Dévelopment area i :
" pridiyy . 3 fremas} o} development agilvity S L b :

- Thig fi;;lhef_ ensures intemélis‘aticin éf'ihfér'maiion gained as well as return on inv&étment {not just a'ni;::é'!ﬁq
“have skill but a necessary to have skill that is used in the workplace). o

7. 'Cofurﬁn-z: Suppoft Pérson _

1. Bkl ) "f._oﬂieomes.Equnl_ed" - 3.8uggested . 4Buggested ESuggested. T 6, Work opponunity. . - 7.Suppar
{Performance : - | {measurable idicators: . | tairing mode ] Time .- F:Created to praclice skill / Person:
Gap(in order of | quaiiity, qualily &rd fime and.for - ‘Of gélivery Frames - Pevelopment ares :
PHOLR )i o b BEOG e i : ‘development setivity o

T'his :idéntiﬁes a support person that could act as co#ch ofr mentor with
employee.

&
5 4:”__‘;, |
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Thus done and signed at = A4 4dazeecsis

AS WITNESSES:

—— - ;.;‘ . ..' -
MURicipalL 'MA&QG\EE’/

o0 s the. .. day of SR

. 2018

MUNITY SERVICES

e L i
DIRECTOR COM
MALULEKE G.L.

NGOBEN!IT.C -




