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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 Acts 32 of 2000 (“the System
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 to conclude an Annual Performance Agreement.

e 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.

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

2. PURPOSE OF THIS AGREEMENT

The Purpose of this Agreement is to:

21, Comply with the provisions of Section 57(1)(b),4(A),(4B) and (5)of the Systems Acts as
well as the Contract of Employment entered into between the parties;

2.2, Specify objectives and targets established for the Employee and to communicate to
the Employee the Employer's expectations of the Employee’s performance
expectations and accountabilities;

23. Specify accountabilities as set out in the Performance Plan (Annexure A);

2.4. Monitor and measure performance against set targeted outputs;



2.5.

2.6.

2.7:

3.1.

3.2

3.3

3.4.

3.5.

Use the Performance Agreement and Performance Plan as the basis for assessing
whether the Employee has met the performance expectations applicable to his/her
job;

Appropriately reward the Employee in accordance with the Employer’s Performance
Management policy in the event of outstanding performance; and

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

COMMENCEMENT AND DURATION

This Agreement will commence on the 01 July 2021 and

will remain in forceuntil ____30June2022 _where after a new
Performance Agreement, Performance Plan and Personal Development Plan shall be
concluded between the parties for the next financial year or any portion thereof.

The parties will review the provisions of this Agreement during June each year. The
parties will conclude a new Performance Agreement and Performance Plan that
replaces this Agreement at least once a year by not later than the beginning of each
successive financial year.

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

The content of this Agreement may be revised at any time during the above
mentioned period to determine the applicability 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 longer appropriate, the contents shall

immediately be revised.



4. PERFORMANCE OBJECTIVES

4.1. The Performance Plan (Annexure A) sets out:
4.1.1. The performance objectives and targets that must be met by the Employee; and

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

4.2. The performance objectives and targets reflected in Annexure A are set by the
Employer in consultation with the Employee and based on the Integrated
Development Plan and the Budget of the Employer, and shall include key objectives;
key performance indicators; target dates and weighting.

4.3.  The key objectives describe the main tasks that need to be done. The key performance
indicators provide the details of the evidence that must be provided to show that a
key objective has been achieved. The target dates describe the timeframe in which
the work must be achieved. The weightings show the relative importance of the key
objectives to each other.

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

5. PERFORMANCE MANAGEMENT SYSTEM

5.1. The Employee agrees to participate in the Performance Management System that the
Employer adopts or introduces for the Employer, management, and municipal staff of

the Employer.

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

5.3.  The Employer will consult the Employee about the specific performance standard that
will be included in the Performance Management System as applicable to the

Employee.
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6. THE EMPLOYEE AGREES TO PARTICIPATE IN THE PERFORMANCE MANAGEMENT
AND DEVELOPMENT SYSTEM THAT THE EMPLOYER ADOPTS.

6.1. The Employee undertakes to actively focus towards the promotion and
implementation of KPA’s (including special projects relevant to the employee’s
responsibilities) within the local government framework.

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

6.2.1. 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 Managerial
Competencies (CMC's) respectively.

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

6.2.3. KPA's covering the main areas of work will account for 80% and CMC’s will account
20% of the final assessment.

6.3. The Employee’s assessment will be based on his performance in terms of the
outputs/outcomes (performance indicators) identified as per attached Performance
Plan (Annexure A), which are linked to the KPA’s, and will constitute 80% of the overall
assessment result as per the weightings agreed to between the Employer and

Employee.
[KEY PERFORMANCE AREAS (KPA'S) | WEIGHTING |

Basic Service Delivery 3=
Municipal Institute Development and
Transformation P e
Local Economic Development (LED) 1O
Municipal Financial Viability and Management
Good Governance and Public Participation 25
Cross Cutting 20
Total 100

The CMCs will make the other 20% of the Employee’s assessment score.

CMC’s that are deemed to be most critical for the Employee’s specific job should be
selected from the list below as agreed to between the Employer and Employee: P
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Strategic Direction and Leadership Impact and Influence

Impact and Influence Institutional Performance

Management Strategic Planning and Management o

Organisational Awareness
People Management Human Capital Planning and Development 2.

Diversity Management

Employee Relations Management

Negotiation and Dispute Management
Program and Project Management Program and Project Planning and Implementation 2

Service Delivery Management

Program and Project Monitoring and Evaluation
Financial Management Budget Planning and Execution 2

Financial Strategy and Delivery

Financial Reporting and Monitoring
Change Leadership Change Vision and Strategy

Process Design and Improvement

Change Impact Monitoring and Evaluation |
Governance Leadership Policy Formulation

Risk and Compliance Management

Cooperative Governance |
TOTAL 10%
Moral Competence ),
Planning and Organising )
Analysis and Innovation 3
Knowledge and Information Management )
Communication )
Results and Quality Focus l
TOTAL 10%
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EVALUATING PERFORMANCE

7.1

7.1,

71.1.2.

7.2

7.3

7.4.

7.5,

The Performance Plan (Annexure A) to this Agreement sets out:
The standards and procedures for evaluating Employee’s performance; and
The intervals for the evaluation of the Employee’s performance.

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

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

The Employee’s performance will be measured in terms of contributions to the goals
and strategies set out in the Employer’s IDP.

The annual performance appraisal will involve:

7.5.1. 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). An indicative rating on the five-point scale should be provided for
each KPA.

(c). The applicable assessment rating calculator (refer to Paragraph 6.5.3

below) must then be used to add the scores and calculate a final KPA
score.

7.5.2. Assessment of the CMC'’s

(a). Each CMC 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 CMC.

(c). The applicable assessment rating calculator (refer to Paragraph 6.5.1)
must then be used to add the scores and calculate a final CMC score.

7.5.3. Overall Rating

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



7.6. The assessment of the performance of the Employee will be based on the following

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

rating scale :
7.6.1. KPA's:
5 Outstanding
Performance
4 Performance

significantly above
expectations

Performance is significantly higher than
the standard expected in the job. The
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.

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.

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 indicate 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
Performance Plan.

3 Fully effective

2 Not fully effective

1 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 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.

7.6.2. LEADING COMPETENCIES

4 SUPERIOR Structure and position the institution to
local government priorities Actively use
in-depth knowledge and understanding
to develop and implement a
comprehensive institutional framework
Hold self accountable for strategy
execution and results Provide impact
and influence through building and
maintaining  strategic  relationships
Create an environment that facilitates
loyalty and innovation Display a superior
level of self- discipline and integrity in
actions Integrate various systems into a
collective whole to optimise institutional
performance management Uses
understanding of competing interests to
manoeuvre successfully to a win/win
outcome

3 ADVANCED Evaluate all activities to determine value
and alignment to strategic intent Display
in-depth knowledge and understanding
of strategic planning Align strategy and
goals across all functional areas Actively
define performance measures to
monitor the progress and effectiveness
of the institution Consistently challenge
strategic plans to ensure relevance
Understand institutional structures and
political factors, and the consequences
of actions Empower others to follow
strategic direction and deal with
complex situations Guide the institution
through complex and ambiguous
concern Use understanding of power
relationships and dynamic tensions
among key players to frame
communications and develop strategies,
positions and alliances

2 COMPETENT Give direction to a team in realising the
institution's strategic mandate and set
objectives Has a positive impact and
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influence on the morale, engagement
and participation of team members
Develop actions plans to execute and
guide strategy implementation Assist in
defining performance measures to
monitor the progress and effectiveness
of the institution Displays an awareness
of institutional structures and political
factors Effectively communicate barriers
to execution to relevant parties Provide
guidance to all stakeholders in the
achievement of the strategic mandate
Understand the aim and objectives of
the institution and relate it to own work

E BASIC

Understand institutional and
departmental strategic objectives, but
lacks the ability to inspire others to
achieve set mandate Describe how
specific tasks link to institutional
strategies but has limited influence in
directing strategy Has a basic
understanding of institutional
performance management, but lacks the
ability to integrate systems into a
collective whole Demonstrate a basic

understanding of key decision- makers

7.7. For purpose of evaluating the performance of the Employee, an evaluation panel
constituted by the following persons will be established in assessing the Managers reporting
directly to the Municipal Manager:

771

1412

7.7.3.

7.7.4.

il

Municipal Manager;

Chairperson of the Audit Committee;

Ward Committee Member (on a rotational basis), where applicable;
Member of the Mayoral Committee; and

Municipal Manager from another Municipality.

8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1. The performance of each Employee in relation to his/her performance agreement
shall be reviewed on the following dates with the understanding that reviews in the first and

third quarter may be verbal if performance is satisfactory:



8.2.

8.3.

8.4.

8.5.

10.

10.1.

First quarter : July — September (2021)

Second quarter : October — December (2021)
Third quarter : January — March (2022)
Fourth quarter : April — June (2022)

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 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 Jor amended as the case may be. In that
case the Employee will be fully consulted before any such change is made.

DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing development gaps forms part of CMC’s
and COC’s.

OBLIGATIONS OF THE EMPLOYER

The Employer shall:

10.1.1. Create an enabling environment to facilitate effective performance by the Employee;
10.1.2. Provide access to skills development and capacity building opportunities;

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

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

10.1.5. 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.
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11.

11.1.

11.2.

12,

12:1.

12.2,

12.3.

12.4.

13.

CONSULTATION

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

11.1.1. A direct effect on the performance of any of the Employee’s functions;

11.1.2. Commit the Employee to implement or to give effect to a decision made by the
Employer; and

11.1.3. A substantial financial effect on the Employer.

The employer agrees to inform the Employee of the outcome of any decisions taken pursuant
to the exercise of powers contemplated in 11.1 as soon as is practicable to enable the
Employee to take any necessary action without delay.

MANAGEMENT OF EVALUATION OUTCOMES

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

A performance bonus of 5% to 14% of inclusive annual remuneration package may be paid to
the Employee in recognition of outstanding performance.

The Employee will be eligible for progression to the next higher remuneration package, within
the relevant remuneration band, after completion of least twelve months (12) service at
current remuneration package 30 June (end of financial year) subject to a fully effective

assessment.
In the case of unacceptable performance, the Employer shall:

12.4.1. Provide systematic remedial of development support to assist the Employee to
improve his or her performance; and

12.4.2. After appropriate performance and 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 or her duties.

DISPUTE RESOLUTION

13.1. 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:

13.1.1. The MEC for Local Government and the Province within thirty (30) days of receipt of
a formal dispute from the Employee; or

13.1.2. Any other person appointed by the MEC.

13.1.3. In the event that the mediation process contemplated above fails, clause 19.3 of the
Contract of Employment shall apply.



14. GENERAL

14.1. The contents of this agreement and the outcome of any review co
Annexure A may be available to the public by the Employer.

14.2. Nothing in this agreement diminishes the obligations, duties, or ac

nducted in terms of

countabilities of the

Employee in terms of his contract of employment, or the effects of existing or new regulations,

circulars, policies, directives, or other instruments.

EMPLOYEE

AS WITNESSES:

EMPLOYER




Umzumbe

PERSONAL DEVELOPMENT PLAN (PDP)

Entered into by and between

THE MUNICIPALITY OF UMZUMBE
AS REPRESENTED BY THE MUNICIPAL MANAGER OF
UMZUMBE

MR T.P CELE

[THE EMPLOYER]

AND

A CONTRACTUAL EMPLOYEE OF THE MUNICIPALITY

MRS ZILUNGILE ABEGAIL NOMVUYO LUSHABA (DIRECTOR
SOCIAL & COMMUNITY SERVICES)

[THE EMPLOYEE]

PERIOD: 01 July 2021 — 30 JUNE 2022
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1 PERSONAL DEVELOPMENT PLAN
1.1.1 A Municipality should be committed to:

(a) the continuous training and development of its employees to achieve its
vision, mission and strategic objectives and empower employees and

(b) managing training and development within the ambit of relevant national
policies and legislation.

1.1.2 A Municipality should follow an integrated approach to Human
Resource Management, that is:

(a) Human Resource Development forms an integral part of human
resource planning and management.

(b) In order for training and development strategy and plans to be
successful it should be based on sound Human Resource (HR)
practices, such as the (strategic) HR Plan, job descriptions, the result of
regular performance appraisals and career pathing.

(c) To ensure the necessary linkage with performance management, the
Performance Management and Development System provides for the
Personal Development Plans of employees to be included in their annual
performance agreements. Such approach will also ensure the
alignment of individual performance objectives to the municipality’s
strategic objectives, and that training and development needs can be
identified through performance management and appraisal.

(d) Career-pathing ensures that employees are placed and developed in
jobs according to aptitude and identified potential. Through training and
development they can acquire the necessary competencies to prepare
them for future positions. A comprehensive competency framework and
profile for Municipal Mangers are attached and these should be linked
to relevant registered unit standards to specifically assist them in
compiling Personal Development Plans in consultation with their

managers.

(e) Personal Development Plans are compiled for individual employees and
the data collated from all employees in the municipality forms the basis
for the data collated from all employees in the municipality forms the
basis for the prescribed Workplace Skills Plan, which municipalities are
required to compile as a basis for all training and education activities in
the municipality in a specific financial year and report on progress made
to the Local Government Sector Education and Training Authority.

Personal Development Pan
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1.1.3 The aim of the compilation of Personal Development Plans is to
identify, prioritise and implement training needs.

1.1.4 Compiling the Personal Development Plan attached at Appendix.

(a) Competency assessment instruments, which are dealt with more
specifically in Appendix 1 and 2, should be established to assist with the
objective assessment of employees’ actual competencies against their
job specific competency profiles and managerial competencies at a
given period in time with the purpose of identifying training needs or
skills gaps.

(b) The competency framework and profiles and relevant competency
assessment results will enable a manager, in consultation with his/her
employee, to compile a Personal Development Plan. The identified
training needs should be entered into column 1 of Appendix 1, entitled
Skills/Performance Gap. The following should be carefully determined
during such a process:

i. Organisational needs, which include the following:

= Strategic development priorittes and competency
requirements, in line with the municipality’s strategic
objectives.

= The competency requirements of individual jobs. The
relevant job requirements (job competency profile) as
identified in the job description should be compared to the
current competency profile of the employee to determine the
individual's competency gaps.

= Specific competency gaps as identified during the probation
period find performance appraisal of the employee.

ii. Individual training needs that are job/career related.

(c) Next, the prioritisation of the training needs [1 to...] should be listed
since it may not be possible to address all identified training needs in a
specific financial year. It is however of critical importance that training
needs be addressed on a phased and priority basis. This implies that
all these needs should be prioritized for purposes of accommodating
critical/strategic training and development needs in the HR Plan,
Personal Development Plans and Workplace Skills Plan.

(d) Consideration must then be given to the expected outcomes, to be listed
in column 2 of Appendix 1, so that once the intervention is completed
the impact it had can be measured against relevant output indicators.

Personal Development Pan
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(e) An appropriate intervention should be identified to address training
needs/skills gaps and the outcome to be achieved but with due regard
to cost effectiveness. These should be listed in column 2 of Appendix
1, entitled: Suggested training and/or development activity in line with
the National Qualifications Framework which could enable the trainee to
obtain recognition towards a qualification for training undertaken. It is
important to determine through the Training/Human Resource
Development/Skills Development Unit within the municipality whether
unit standards have been developed and registered with the South
African Qualifications Authority that are in line with the skills gap and
expected outcomes identified. Unit standards usually have measurable
assessment criteria to determine achieved competency.

(f) Guidelines regarding the number of training days per employee and the
nominations of employees: An employee should on average receive at
least five days of training per financial year and not unnecessarily be
withdrawn from training interventions.

(g) Column 4 of Appendix 1: The suggested mode of delivery refers to the
chosen methodology that is deemed most relevant to ensure transfer of
skills. The training/development activity should impact on delivery back
in the workplace. Mode of delivery consists of, amongst others, self-
study. [The official takes it upon him/her to read e.g. legislation]; internal
or external training provision; coaching and/or mentoring and exchange
programmes, etc.

(h) The suggested time frames (column 5 Appendix 1) enable managers to
effectively plan for the annum e.g. so that not all their employees are
away from work within the same period and also ensuring that the PDP
is implemented systematically.

(i) Work opportunity created to practice skill/development areas, in column
6 of Appendix 1, further ensures internalisation of information gained as
well as return on investment (not just a nice to have skill but a necessary
to have skill t that is used in the workplace).

() The final column, column 7 of Appendix 1, provides the employee with
a support person that could act as coach or mentor with regards to the

area of learning.
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APPENDIX

Personal Development Plan of: MS ZILUNGILE ABEGAIL NOMVUYO LUSHABA

Compiled on:

1. Skills 2. Outcomes | 3. Suggested | 4. Suggested | 5. Suggested 6. Work 7. Support
Performance Expected training and mode of Time Frames opportunity Person
Gap (in order | (measurable lor delivery created to

of priority) indicators: development practice
guantity, activity skill/ldevelopment

quality and area

time frames)
Managementof | Certificate Project English 1 year Effective Corporate
Projects Management management Services
Better Degree MPA English 2 years Enhance Corporate
equipped  in Management Skills | Services
Government
Administration

Signed accepted by the Employee Signed by t unicipal Manager
Mr\muwﬁ.
Date: mvo\ o@\mom | o \\ c3 \LbruL
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CODE OF CONDUCT
FOR
UMZUMBE MUNICIPAL EMPLOYEES

1. INTRODUCTION

Umzumbe Municipality adopts the code of conduct as legislated in the Local Government Municipal
Systems Act, 32 of 2000, Schedule 2.

2. PURPOSE

To promote ethical conduct, practices and standards within the municipality and also to ensure that
municipal employees subscribe and comply with relevant legislations.

3. SCOPE OF APPLICATION

This code is applicable to all persons employed by Umzumbe Municipality.

4. LEGISLATIVE MANDATES

4.1, Labour Relations Act, 66 of 1995

4.2 Local Government Municipal Systems Act, 32 of 2000

4.3 Constitution of the Republic of South Africa, Act 108

5. PRINCIPLES OF CONDUCT

5.1 Definitions: In this Section “partner” means a person who permanently lives with another
person in a manner as if married.

5.2 General Conduct: The Employee must at all times:

52.1 Loyally execute the lawful policies of the Executive Authority of the Municipality;
522 Perform the functions of office in good faith diligently, honestly and in a transparent

manner;

523 Actin such a way that the spirit, purport and objects of section 50 of the Municipal

Act are promoted,;



5.2.4 Actin the best interest of the municipality and in such a way that the credibility and
integrity of the municipality are not compromised, and

5.2.5 Act impartially and treat all people including other employees, equally without favor or
prejudice (Section 50 of the Local Government Municipal Systems Act stipulates that local
public administration is governed by the democratic values and principles embodied in Section
195 (1) of the Constitution) Democratic values and principles as per the Constitution of the

Republic of South Africa

e A high standard of professional ethics must be promoted and maintained

 Efficient, economic and effective use of resources must be promoted

¢ Public administration must be development —orientated

e Services must be provided impartially, fairly. Equitably and without bias

e People’s needs must be responded to, and the public must been couraged to participate in
policy making

e Public administration must be accountable

o Transparency must be fostered by providing the public with timely, accessible and accurate
information

e Good human resource management and career development practices, to maximize human
potential must be cultivated

e Public administration must be broadly representative of the South African people with
employment and personnel management practices based on ability, objectivity, fairness and
the need to redress the imbalance of the past to achieve broad presentation.

5.3 Commitment to serving the public interest.

5.3.1 Employee is a public servantin a developmental local system, and must accordingly:

(a) foster a culture of commitment to serving the public and a collective sense of responsibility for

performance in terms of standards and targets;

(b promote and seek to implement the basic values and principles of public administration described

in 195(1) of the Constitution;

(c) obtain copies of or information about the municipality’s integrated development plan, and as far
as possible within the ambit of the Employee’s job description, seek to implement the objectives
set out in the integrated development plan, and achieve the performance targets set for each
performance indicator;

(d) Participate in the overall performance management system for the municipality, as well as



the Employee’s individual performance appraisal and reward system, if such exists, in order to
maximize the ability of the municipality as a whole to achieve its objectives and improve the quality
of life of its residents.

5.4 Personal gain

5.4.1 The Employee may not:

5.4.1.1 Use the position or privileges of a Employee, or confidential information obtained as a
Employee for private gain or to improperly benefit another person, or

5.4.1.2 Take a decision on behalf of the municipality concerning a matter in which the Employee
or the Employee’s spouse, partner or business associate, has a direct or indirect

personal or private business interest.

5.4.2 Except with the prior consent of the council of a municipality, the Employee may not:
5.4.2.1 Be a party to a contract for:
5.4.2.1.1 The provision of goods or services to the municipality, or
5.4.2.1.2 The performances of any work for the municipality otherwise than as an Employee;
5.4.2.2 Obtain a financial interest in any business of the municipality, or
5.4.2.3 Be engaged in any business, trade or profession other than the work of the municipality. Prior
consent must be obtained from the Municipal Manager, if the matter has to happen.
6. DISCLOSURE OF BENEFITS
The Employee must disclose in writing full particulars of the benefit to the Employee, her spouse,
partner, business associate or close family member, acquired or stands to acquire any direct benefit
from a contract concluded with the municipality.
This item does not apply to a benefit which the Employee or a spouse, partner, business associate or
close family member has or acquires in common with all other residents of the municipality.
7. UNAUTHORIZED DISCLOSURE OF INFORMATION
The Employee may not without permission discloses any privileged or confidential information obtain
as the Employee of the Municipality to an unauthorized person.
For the purpose of this item “privileged or confidential information” includes any information:
e determined by the Executive Authority of the municipality to be privileged or confidential;
o discussed in closed session by the Council or a committee of the Council;
o disclosure of which would violate a person’s right to privacy, or
o Declared to be privileged, confidential or secret in terms of any law.

o This item does not derogate from a person’s right to access to
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= information in terms of national legislation.
8. UNDUE INFLUENCE
The Employee may not:
unduly influence or attempt to influence the council of the municipality, or a structure or functionary
of the council, or a councillor, with a view to obtain any appointment, promotion, privilege, advantage
or benefit, or for a family member, friend or associate; mislead or attempt to mislead the council, or
a structure or functionary of the council, in its consideration of any matter, or Be involved in a business
venture with a councillor without the prior written consent of the council of the municipality.
9. REWARDS, GIFTS AND FAVOURS
9.1. The Employee may not request, solicit or accept any reward, gift or favour for:

e persuading the council of the municipality, or any

e structure or functionary of the council, with regard to the exercise of any power or the

performance of any duty;

e making a representation to the council, or any structure or functionary of the council;

e disclosing any privileged or confidential information, or

e doing or not doing anything within that Employee’s powers or duties.
9.2. The Employee must without delay report to his Supervisor any offer, which if accepted by the
Employee, would constitute a breach of sub-clause (14.1).
10. COUNCIL PROPERTY
The Employee may not use, take, acquire, or benefit from any property or asset owned, controlled or

managed by the municipality to which he has no right.

11. PAYMENT OR ARREARS

The Employee 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 the Employee’s
salary after this period.

12. PARTICIPATION IN ELECTIONS

The Employee may not participate in an election of the council of the municipality, other than in an

official capacity or pursuant to any constitutional right.

13. SEXUAL HARASSMENT

The Employee may not embark on any action amounting to sexual harassment.

7ant-
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14. REPORTING DUTY
Whenever the Employee has reasonable grounds for believing that there has been a breach of this

Code of Conduct by any other municipal employee, reporting to her or not, the Employee must

without delay report the matter to the Municipal Manager.

| < A NOn YWALAS € L_US nAaea (Full Names and Surname) agree

that | have read and understood the code of conduct for Umzumbe Municipality as it is stipulated in

the Local Government Municipal Systems Act, 32 of 2000. | understand that this is the code that

governs all Umzumbe municipal employees.
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DISCLOSURE FORM FOR BENEFITS AND INTERESTS

Umzumbe

1, the undersigned (Surname and Initials) L_U SHABA Z . AN

Postal Adress =1 Aveee/ Coat | H pecg o eroc
422 o
Residential Adress 1S Aveee Eoap ]rJ,—, BBhel DENIE
422 © ’
Position held Direclok SocAt T Comm oniT i SCEN L CeES
Tel: oY TA0 S265 Fax: CRe FGTI2 ooga

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
shares/extent of Company/Entity
financial interest

M A

T

2. Interest in a Trust

Name of Trust Amount of remunerationfincome

N/A

I

3. Membership, directorship and partnerships

Name of corporate entity, Type of business Amount of
partnership or firm remuneration/income

n[A -

4. Remunerated work outside the municipality

Name of employer Type of work Amount of
remuneration/income

N A

CONFIDENTIAL

Signature by Municipal Manager_ Date




5. Consultancies, Retainerships and Relationships

Name of client

Nature

Type of business
activity

Value of any benefits
received

N A

6. Subsidies, Grants and Sponsorships by any organisation

Source of assistance

Description of assistance

Value of assistance

N/A

7. Gifts, Hospitality from source rather than a family member

Description Value Member
|
8. Land and Property
Description Extent Area Value
RESIDEMNTIAL
(‘“’(%C—{ioeﬂe Elooco coo
YACAYT  Land \Jng-, eceoene | ESon oo

SIGKATURE OF EMPLOYEE
paTE | 30jo6fzo2 |
f

DATE <l

SIGNATURE OF MUNICIPAL MANAGER
|oF)aca)

PLACE

tL1m2U " BE

PLACE




2021/21 FY Secial Community Services Dpt.

QUARTER 1 QUARTER 2 QUARTER 3 QUARTER 4
Efficient and Universal Community Community Services: 1 Report on repaired 1report on repaired |1 report on repafred |1 report on repaired Umzumbe Municipalit-
integrated g Access to Basic S Community Halls  |Number g::‘:::;" :d.l':;i: of Assets: Community Halls and All wards. NIA R45000000  |N/A ‘E:Lwrnbh facilities facliities facilities facilitias Q1-Q4: Reports and GRN  |Social and Community 4
Construciion nd Community Halls |Facilities N/A 3800-05-0507 | N/A Y R125 000.00 R125000.00 R 100 000.00 R 100 000.00 Services
e ripstalt ot Rt - " Servie 1 community hall 1 community hail 5 be Munlclpalit-
ommunisy facilites N " fniire e N/A R40000000  |N/A A A furnished with tables |furnished with tables i mbe huek|pwi
3.1.3 (Community Halls, |4 Community Halls ;:::;;L halls (tables and chairs) for 2 |Assets: Community Halls and All Clusters ad :::rhl- M W ‘:r:m.,,,sw i :,:: Kalie: Q3-Q4: Report and GRN Soclal and Community 3
C
énmrm, P.::l, Halls Halls |Facilities A ) A A SEREgy R0 oa Services
5Ce Halls [« [« Services: : Umzumbe Municlpality -
5 Community Halls :;::::‘Io; - Teciurad soth Burglir iate Communiy Halls and s R550 000.00 N/A N/a ::::hbie Assessment Report NfA 3 Halls 2 Halls zzuusrl‘n;;r::;:uﬁ Q3- Social and Community 4
guards Community Halls | Facllities N/A N/A N/A b N/A N/A R 300 000.00 R 250 000.00 R Services
L s |Acqulring Poles, Nets and | Community Community Services: R 450000.00 NiA N/A N — Instaliation of pofes and Installation of poles | Installation of poles | 24 RePo "‘:":: dleq | Umaumbe Municipality-
New Projects H:H: RS Paint for 15 sport Assets: Community Hallsand | All wards 2 sh e nets 5 and nets 5 and nets 5 m'::':mm _ :" Report |S0¢ial and Community 4
facillties Community Halls |Facilities e o RO seryices
N/A N/A NFA NfA R 150 000,00 R 150 000.00 R 150 000.00
Construction and
314 maintenance of spart < = ity Services: Q2 &3 ; ¢ [ b i
Y ! A 25 sportfi Sportfields A i 4
facilltes 40 sportfield Numberisparts  |Grasa cattting of 50 Assets: [Community Halls and |All Wards Ras o0 b M Equtaple N/ 2 sortfialds 25 Aportiel i etters from counclllors and Soclal and C v 4
fields Sportfields Share
Community Halls |Facilities GRN Services
N/A N/A N/A N/A R 225 000.00 R 225 000.00 N/A
Fence Repairs and
Number of Fence Repairs and Instal | Community Community Services: N/A R 10.000.00 A A N/A t Umzumbe Municipalit-
1 Recreational Facllity [Recreational |outdoor fiiness Assets: Community Halls and  |Ward 16 d N Bkl M W i Inatal outdoar fitness) . ¢ eport & GRN Social and Communky s
Facllity Equipment at Sosukwana Community Halls | Facllities N/A N/A N/A NA N/A R 10000.00 Services
Provide Cocking Gel and
Pravide Cooking Gelto |Provide Cooking Gel |Provide Cooking Gel 9
130Households  |Numberofry  |G%4nd Stoves Provision (Typicalwork  |Energy Sources: NonCore o [RE00000.00 A N/A Eqult ge! stoveste 130 130 Households to 130 Households |to 130 Households | Q1-Q4: Distribution ::::T: g‘:::"ﬂ: i
to 130 HH streams. Non Electric Energy Share Register, GRN Sarvi
316 Provision of Free 4430-05-0507 N/A N/A R170 000,00 R110000.00 R 110000.00 R 110000.00
el Basic Electricity
T Number of 4ReportsonTokens [TyolealWork  [Energy Sources: Non-Corer Ragoo00;  |WA fa bhiaial Ardprt Hiwport bl Q1-Gé: Monthly Invoices ;’:;;:,“:,;'; Z"J.',':'..":LT "
Reports Distributed Streams Electricity 14 NA N/A Share R 550000.00 R550000.00 R 550 000.00 R 850.000.00 and claims report Py
15lgned Waste 15signed Waste 1 Q1:1 signed SLA & 1 report
epart 1Reporton waste |1 Report on wast cipality-
Number of SIBNEG | e ctionSLAand 4 |Typlealwork | Community Services:  |wards 10, 11, 13, |1550000.00 N/A N/A Equhable | Collection & 1 Reporzan (1 FEPOrt enNaste e PONSNWITE | on wama colaction, 2 | mbe Munlcloely
New SLAs & Number of i collection collection collection Socfal and Community 5
i Report on waste streams ‘Waste Collection 17 &19 Share Q4: Reports on Waste oriions
pafs il for Cluster A N/A N/A N/A A 550 000.00 N/A N/A N/A Collection
347 Solid Waste /Refuse
removal /250000.00 Equiable |1 Repert 1 Report 1 Report 1 Report Umzumbe Municipality-
Waste collectedin | 4 Reports Solid Waste | Typical work Community Services: o N/A N/A Share Q1-04 Reports and GRN  [Soclal and Community 5
Wards 02,04,1016 |08 O TP e crion streams Waste Collection 488 4918-14-1405 R 62 500.00 R 62 500,00 R62 500,00 R 62 500.00 Services

1Indigent Support 1Indigent Support |1 Indigent Support
Planning and R 650 000.00 N/A N/A 1 Indigent Support Report i Umzumbe Municipalit-
4 Reports ::"‘b" et \ndigent Rellef: 4 Reports m“"’"‘ Development: Economic |All Wards e Report Report Report g'::l: ""’“u";' GRNand < ejal and Community s
Improve Food /Planning 2060-05-0507 N/A N/A R 162 500,00 R 162 500.00 R 162 500.00 R 162 500.00 s Services
Vibrant and Security and Support Braft indigent Adopted Indlgent -
4 |Inclusive Rural |43 |Create 4.3.1 and Poverty Planning and R 10000.00 NIA N/A N/A a sl by 31 March ot by Bﬂj 8: Sraindigert 3 Umzumbe Municipalit-
Economy Al 2015 Dits Review Indigent Register | Typlcal work o i 1 L 7l Equitable N/ Reglster by arch (Register une | Councll Resolution Q4: nd &
Development: Economic |All Wards 2372 2027 Social and Community
opportunitias by 30 June 2022 streams Share Adopted Indigent Register &|
Development/Planning N/A N/A N/A NfA N/A N/A R10000.00 Council Resoluti
KPA Total
ikl S Community and Social - Social Development &
52 |rights of 526 [TPement SN |o00 schaol chikdren NS |sehoot Uniform 10 500 pfbwork  foedemNonCars: Lo vards B 900 vulnerable cublmbentty  (Commuiy Sepices 5
i a i o [ hifltren streams. i Ianpu ation are e eport al
groups In Devalopment 2054-05-0507 N/A N/A N/A N/A R 900 000.00 N/A
Community and Secial =
Number of NGO$/NPOs Incubation: {Typlcal work  |Services: Non Core BEoX0e /A NiA Equtable  [Needs identification |3 3 b QL Needs identification |l bevelopment &
10 NGOs/NPOs 10 Wards Report,02-04: GRN and a
Claari Support Ward NGO$/NPOs 10 streams Function- Population Share Distribution register Community Services
Govarnanca; 531 |Committeeand Development 2062-05-0507 N/A N/A N/A R 180 000.00 R 180 000.00 R 240 000.00 ution regl
5 |Comprehensive :rmlud Local Copacity Bullding: Community and Social apacity Building: Qi identification Report,
Istructures : s r : )
Public Well 10NGOS/NPOS Date of Traning | NGO3s/NPOs by 31 March Typical work Services: Non Core 10 Wards 210 000.00 N/A N/A Equitable Needs Identification N/A :I‘G‘Os:.'ltl‘mwn NfA Q3: Tralning Report, Engml Development & %
Participation and| established 2021 streams Function- Population Share Register and Services
Acesintabiity. {58 [reects sbei b Peuelopment 2062-05-0507 N/A N/A N/A N/A R 210 000.00 N/A RN
'":::[ﬁ' .:W'c 5 Number of 4 Public Safety Typicalwark  |Services: Non Core — R 230 000,00 N/A N/A Equitable :.':"“"'.';" Sty sarefiea L “::“m“f:“ mb‘mi‘i:’;"m'm :::’.";:'::’mm Q1-Q4:Report, Attendance |Social Development & R
participation campaings awareness streams Function- Population pampslen ______[swarensscampalin {AWATRNAS CAMASIE | AWAANAS CHTBRRY  Reglster and GAN Community Services
l 2050-05-0507 N/A N/A it RS7 500.00 R 57 500.00 R 57 500.00 R 57 500.00 Reg Lad
53 |HostingPublic DEHIAIAR e Socar e i ik 5 ¢ : ik
o Partici Typical work Services: N 2 H Attend Social Development &
articipation events |, umber of vents |Service Dellvery Everts: 3| Y2 22 Work - [2enieseron I Pt ::g’mm S 5
et 2060-05-0507 N/A N/A RE0 000.00 RE0 000.00 /60 000.00 N/A

Community and Social Final DMP by 30 June
gag  TelewofDisster | b DateofAdoption [REWOTDMPBY3C  [Typkalwerk lsenicesNonCore | ol bl WA Equiable |NA e ik 2022 Q4: Adopted Final OMP & | /T2umbe Muricloale 4
o Management Plan June 2022 streams Function- Disaster i Share Councll Resolution i L
Management N/A N/A N/A N/A N/A N/A N/A
ama socTar
Q1-Q4: Report Umzumbe Municipalit-
Number of DM Advisary Ferum Typical work Services: Non Core N/A N/A N/A Equitable 1 1 1 1
4 meetings Meetings: 4 streams Function- Disaster Municips:Offices Share Saclal and Community 2
an 2058-05-0507 IN/A N/A N/A N/A N/A INfA Services
1 Training on Disaster Community and Social 1 Training on Disaster -
a Number of Mankgesnacitfor Typical work  |Services: Non Core — R 100 000.00 N/A N/A Equitable Management for NfA N/A N/A at: Register, | @ ialand Community 2
Tralnings Volun streams Functlon- Disaster Share Tralning Report & GRN s
Management 2058-05-0507 N/A N/& R 100 000 N/A N/A N/A Serv
- T Y and Social .
i e ""'"""':""":'n;‘";‘ Typical work | Services: Non Core e 500000.00 N/A /A Euitable |1 1 1 1 Q1-4 Detaiied reports, Lo :‘:‘:::L’:’ .
P
meetings fusel Ly Fumction: Dlbatter 2059-05-0507 N/A NfA Ll R 125 000.00 R 125 000.00 R 125 000,00 R 125 000.00 et chedyle Services
Spatial Equity, mﬂ“ﬂﬁ anasociar
Prevention and i Umzumbe Municipalit-
Environmental itigation of ] ::mhz of ;Dlu:r Incident TYDIG::’WO!“‘ :::wc;sh Nmun 2:: All Wards R 1250000.00 N/A N/A E:u:uhl- 1 1 1 1 01-04: Reports and GRN | Soclal and Communtty 3
6 [(Sustainablity 63 | o ¥ = 2059-05-0507 N/A N/A et R312 500.00 R312 500.00 R312 500.00 R312 500.00 Services
and Disaster SecOraicEE Implementation of Umzambe Munlelpalit-
Mitigation 632 |the Disaster Number of 4 Fire & Rescue Incident | Typlcalwork | Soclal nd Community 350000.00 /A N/A Equitable |1 Report 1 Report 1 Report HRepon P
Management Plan e Reports Reports streams IServices; Fire Services A wands Share 0704 Répdrckand CRN | Sachal ard Communtey 2
i N/A N/A N/A R87 500.00 RE7 500.00 R87 500.00 RE7 500.00 Services
Community and Social T R "
8 DM Awaraness Number of 8 Fire Awaness Typical work Services: Non Core N/A N/A N/A E b 1 2 2 2 Q-0d: ;,IM QMM Umeurmbe Monlc(pe
c < streams Function- Disaster Bl Share dgred latiers Eociend Cpmmun iy 2
Management N/A N/A N/A N/A N/A N/A N/A from institutions Services
Community and Soclal 5
5 DM Awareness Number of 5 DM Community Typical work  [Services: Non Core R740000:00 ki A |Equitable |2 2 i3 bl 204 rugrem, Smnimey g:nldp.:“- 3
Campaigns campaings Awareness Campaigns streams Function- Disaster Al Wards Share Adervlanoe Regutargand [{Soclstsnd Communiny
N/A N/A R273 750.00 R273 750.00 R182 500,00 N/A Report. Services
Community and Soclal 5 Ughtning S Lightning
i3 R 350 000.00 N/A N/A 5 Lightning 5 Lightning Condi Umzumbe Municipalit-
doLightning tarbar.cf 20Uightning Conductors |1PPIc3Iwork  |SenvicesiNonCore [, Fueatie Conductors Conductors Q4 Report and GRN Sacial and Community *
Conductors. Reports streams Function- Disaster A / Share 8750000 | A 500,00 | R 87'500.00 |R 87 500.00 i
Management N/ N/A N/A R . 87 500, A X

KPA Total 24

MM Signature




“2021/21 FY

Social Community Services Dpt.

pr ]
Organlsational Programme Batha Pele 4 Batho Pele Engagement Typical work | Services: Non Core Equitable |1 1 1 1 Office of the Municipal
1| 14 141 Reports: 4 Number of reports UGU DM Q1-04: Reports o
|coheslon and P |
o i Forums stream Function- Population N/A NA NA Share N/A NA N/A NA Manager
Host Project Handovers | (il :;'?:;;: . R 105 000.00 N/A N/A | — 1 1 1 1 __|01-Q4: Project Completion | Office of the Municipal
e ' s Number of Events (within S0 daysatter | VP ! acty Wy Conomer | AllClusters Chare Certificate and attendance | Manager 0
Eitepa A N/A R 26 250.00 R 26 250.00 R 26 250.00 R 26 250.00 3 Jcom
5y |Pariipationin | |c and preject cemplation Relations, Publicity and b / register, GAN munlcations Unit
T [Wakemears |IFE Publle Paricipation Host Project 0D Turning adminstati Office of the Municipal
the Sodlef 0 mini jon: — ice of the Muni
& Society Strategy 4 onherard 15 days after handover Typical work Marketing, Customer Al Cllzsters R 30 000.00 N/A N/A Equitable 150D Turning 1500 Turning 150D Turning 1500 Turning Q1-Q4: Site handover Viinagar °
mesting of project sireams Relations, Publicity and Share meeting register, GRN. 1 (oo mmunications Unit
i Pristisghig N/A N/A /750000 R 750000 R 750000 R 750000
Suppart Ward Saclal and Coomunity
Umzumbe Municipality -
Committee and Number of 4 Reports - Operation Typleal Services: Non core N/A N/A N/A N/A 1 1 1 1 :
fn 531 | organized local | RePOTS feports Sukuma Sakhe/OS§  Workstream  [functlon- Population | T3 QL0 Repoesy terle Mcommnty i
e [structures Development N/A N/A NfA N/A N/A N/A N/A NJA
5 Comprehensive - snd Sotial
Public Number of 4Ward Committee  Typlcalwork | Services: Non Core R52000.00 N/A N/A Equitable |1 1 1 1 _  |office of the Munlcipal
Eacticipation and X i Secretary's meetings  [streams Funetien- Population Bl share ad: Manager/ Speakers Office 9
Accountability Well : N/A N/A N/A R 13 000.00 R 13 000.00 R 13 000,00 A 13 000.00
- ns:-:ished and SoeTal p P " N
.3 |mechanisms to : N/A A N/A N/A A A 20
. i 20 Ward Operational Nu o plahs 20 Ward Operational Typlcal work Services: Non Core Al Wards N/ i Equitable Ward Operational Plans Office of the Municipal °
enhance pul Support Ward Plans Plans streams Function- Population Share Manager/ Speakers Office,
532 c Dﬁmﬂm‘* N/A N/A N/A N/A NfA N/A N/A
) = and social
Rructines 20 Number f plang |20 Ward Improvement Typical work Services: Non Cora ey N/A N/A N/A Equitable  |(N/A N/A N/A 20 20 Ward Improvement Office of the Municipal o
: i I
Plans Erums rF\urv:?lcn Population /A NA N/A Share N/A N/A N/A NfA Plans Manager/ Speakers Office
KPA Total 1]
Grand Total _ 100

MM Signature...... 2.l

N

'
»
AL
rdy




