& 3 i
! w
Phumso gypwro WONE

umMmzZzZimvuBU

LOCAL MUNICIPALITY

PERFORMANCE AGREEMENT

XOLISWA NOTHANDO VENN

CHIEF FINANCIAL OFFICER

2017 - 2018

UPHUHLISO KUMNTU WONKE



MADE AND ENTERED INTO BY AND BETWEEN

UMZIMVUBU LOCAL MUNICIPALITY

Herein represented by Gladstone Phillip Tobela Nota, in his duly authorised capacity as
MUNICIPAL MANAGER of UMZIMVUBU LOCAL MUNICIPALITY

AND

XOLISWA NOTHANDO VENN

Hereinafter referred to as EMPLOYEE in her capacity as duly appointed as CHIEF FINANCIAL
OFFICER of the municipality for the period of 03 July 2017 to 30 June 2018

WHEREAS

A.

The Employer has entered into an Agreement of Employment with the Employee in
terms of section 57(1)(b) of the Local Government: Municipal Systems Act, 2000 (Act
No. 32 of 2000) as amended,

Section 57(2)(a)(i) and (ii) of the amended Local Government: Municipal Systems Act,
2000, read with the Memorandum of Agreement of Employment concluded between the
parties, requires the parties to conclude an annual Performance Agreement within sixty
(60) days of assumption of duty, and renew if annually within one month after the

beginning of each financial year of the municipality;

The parties must ensure that they are clear about the goals to be achieved, and secure
the commitmeant of the Employes to a set of cutcomes that will securs local government

policy goals as defined in the municipal Integrated Development Plan; and

The parties must ensure that there is compliance with Sections 57(4A), 57(4B), 57 (c)
and 57(5) of the Local Government: Municipal Systems Act, 2000 as amended,
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NOW THEREFORE THE PARTIES AGREE AS FOLLOWS:

INTERPRETATION AND DEFINITIONS

1.
&)

(b)

In this Agreement, unless the context indicates otherwise—

an sxpression, which denotes any gender, includes the other genders, a natural person
includes an judicial person and vice versa, and the singular includes the plural and vice
versa;

clause headings are for convenience only and will not be used in its interpretation, and
the foliowing expressions bear the meanings assigned fo them and cognate expressions

bear corresponding meanings—

“agreement” means this Performance Agreement and all the Appendices hersto;

‘Employee” means XOLISWA NOTHANDO VENN ;

“KPA” means Key Performance Area;

“KPI” means Key Performance Indicator;

“KRA” means Key Responsible Area;

“MEC” means the Member of the Eastern Cape Executive Council responsible for local

government;

“MFMA” means the Local Government: Municipal Finance Management Act, 2003 (Act

No. 56 of 2003);

“Municipality” means UMZIMVUBU LOCAL MUNICIPALITY, established in terms of

Structures Act;

“parties” means the Municipality and the Employee;

“merformance managemeni sysiem” means a process used by the Municipalily to evaluale

organisational and its individual performance against the
goals and objectives set out on the IDP.
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“‘Regulations” means the Local Government: Performance Regulations for Municipal
Managers and Managers Directly Accountable to Municipal Managers,
20086, promulgated in the Government Gazette as Regulation Notice 805 on 1
August 2006;

“Structures Act” means the Local Government: Municipal Structures Act, 2000 (Act No.
117 of 1998); and

“Systems Act” means the Local Government: Municipal Systems Act, 2000 (Act No. 32
of 2000) as amended, and the Regulations promulgated in terms of the Act;

(c) words and expressions defined in any sub-clause, for the purpose of the clause of which
that sub-clause forms part, bear the meaning assigned to such words and expressions in
that sub-clause; and

{d) this agreement is governed by and consirued in accordance with the iaws of the
Republic of South Africa.

PURPOSE OF THIS AGREEMENT

2. The purpose of this Agreement is to —

(a) comply with the provisions of Section 57(1)(b),(4A),(4B), (4C) and (5) of the Systems Act

as well as the Confract of Employment entered into between the parties;

(b) communicate the Employer's performance expectations and accountabilities to the
Employee, by specifying objectives and targets as defined in the IDP;

(c) specify accountabilities as set out in the Performance Plan, which must be in a format

substantially compliant with Appendix “A”;

(d) monitor and measure performance against set targeted outputs;
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{e) use this Agreement and the Performance Plan as the basis for assessing the
performance of the Employee and to establish whether the Employee has met the
performance expectations applicable to the position; and

H Appropriately reward the Employee in accordance with the Employer’s performance
management policy in the event of outstanding performance.

COMMENCERMERT ARD DURATIOR

3.(1) This Agreement will commence on 01 July 2017 and will remain in force until 30 June
2018, whereafter a new Agreement, Performance Plan and Personal Development Plan
must be concluded between the parties for each of the following financial years or any

portion thereof for the duration of the Agreement of Employment.

(2) This Agreement will terminate on the termination of the Employee’s employment for any
reason whatsoever or when the Acting Appointment is terminated.

(3) The content of this Agreement may be revised at any time during the abovementioned

period to determine the applicability of the matters agreed upon.

(4) 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 must immediately be

revised.

(5) Any significant amendments or deviations must take cognisance of the requirements of
sections 34 and 42 of the Systems Act, and regulation 4(5) of the Regulations.
PERFORMANCE OBJECTIVES

4.(1) The Performance Plan must set out the—
(a) the performance cobjectives and targets that must be met by the Employee; and
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(2)

)

(4)

(b) the time frames within which those performance objectives and targets must be
met.

The performance objectives and targets reflected in the Performance Plan must—

(a) be set by the Employer in consultation with the Employee;

(b) be based on the Integrated Development Plan and Budget of the Employer; and

(c) include key objectives, performance indicators, target dates and weightings.

It is agreed that—

(a) the key objectives must describe the main tasks that must be performed by the l

Employes;

(b) the key performance indicators provide the details of the evidence that must be

provided to indicate that a key objective has been achieved;

(c) the target dates describe the timeframe in which the work must be achieved; and
(d) the weightings indicate the relative importance of the key objectives to each
other.

The Emplovee’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.

PERFORMANCE MANAGEMENT SYSTEM

5.(1)

2

The Employee agrees to participate in the performance management system that the
Employer adopts or introduces for the Municipality, and accepts that the purpose of the
performance management system is to provide a comprehensive system, with specific

performance standards, to assist Municipality to perform to the standards required.

e

The Employer must consult the Employee about the specific performance standards that
are included in the performance management system that are applicable to the

Employee.
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(3) The Employee undertakes to actively focus on the promotion and implementation of the
Key Performance Areas, including special projects relevant to the Employee’s

responsibilities, within the local government framework.

(4) The Employee must be assessed on his or her performance in terms of the performance
indicators identified in the attached Performance Plan and include—
(a) the Key Performance Areas; and

(b) Core Managerial Competencies,
with a weighting of 80:20 allocated to sub-clause (a) and (b) respectively.

(5) The Key Performance Areas will make up 80% of the Employee’s assessment score,
and will contain the following areas of which all of them are compulsory and weights
must be allocated to each of them according to the scale of core and functional

responsibilities:

Key Performance Areas (80% of Total) Weighting

Basic Service Delivery 10%

Municipal Institutional Development and Transformation 10%

Local Economic Development 7 B 0%
| Municipal Financial Viability and Management 50%

Good Governance and Public Participation 20%

Spatial Development

Total 100%

(6) The Core Management Criteria will make up the other 20% of the Employee’s

assessment score

(7) The Core Competency Requirements are deemed to be most critical for the Employee’s
specific job and only ten (10) of them should be selected from the list below as agreed to

between the Employer and Employee:
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CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES (20% of Total)

CORE MANAGERIAL COMPETENCIES (CMC) v WEIGHT
Strategic Direction and Leadership

Programme and Proiect Manzagement
- £ -

Financial Management

Change Management

LAl | | Al | 4
N
o

People Management

Governance Leadership

"’-.

CORE OCCUPATIONAL COMPETENCIES (COC'’s)

Moral competence v 5

| Planning and organising , ) M 15
-

<

Analysis and innovation v 10

Knowledge and information Management

Communication

Results and quality focus v 15

Total percentage = 100%

(8) Final Assessment scores shall be given according to each Key Performance Area either
by working out a mean or by giving one final score to each KPA.

(9) Final Assessment scores shall be awarded according to each Core Managerial
Competency either by working out a mean or by giving one final score to each CMC.

EVAL UATING PERFORMANCE

6. (1) The Performance Plan, attached hereto as Appendix “A”, must set out the : -
(a) the standards and procedures for evaluating the Employee’s performance; and

(b) the intervals for the evaluation of the Employee’s performance.

(2) Despite the establishment of agreed intervals for evaluation, the Employer may in
addition review the Employee’s performance at any stage during the validity of the
Agreement of Employment.
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Personal growth and development needs identified during any performance review
discussion, as well as the actions and time frames agreed to, must be documented in a
Personal Development Plan, which must be in a format substantially compliant with
Appendix “B.

The Employee’s performance will be measured in terms of contributions to the goals and
strategies contemplated in the Employer’s Integrated Development Plan.

The annual performance appraisal must involve—

(a) an assessment of the achievement of resulis as outlined in the performance pian;

(b) an assessment of each Key Performance Area 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;

(c) a rating on the five-point scale for each Key Performance Area; and

(d) the use of the applicable assessment rating calculator to add the scores and
calculate a final Key Performance Area score.

The Core Management Criteria must be assessed-

(a) according to the extent to which the specified standards have been met;

(b) with an indicative rating on the five-point scale for each Criteria; and

(c) by sing the applicable assessment rating calculator to add the scores and calculating

a final score,

An overall rating is calculated by using the applicable assessment-rating calculator,
Which represents the outcome of the performance appraisal, provided that the
performance assessment of the Employee will be based on the following rating scale for

both Key Performance Indicators and Core Management Crieria:
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‘Level | Terminology Description Rating
5 Outstanding Performance far exceeds the standard expected of an
performance employee at this level. The appraisal indicates that the
Employee has achieved above fully effective results against
all performance criteria and indicators as specified in the
PA and Performance plan and maintained this in all areas
of responsibility throughout the year.
4 Performance Performance is significantly higher than the slandard
significantly expected in the job. The appraisal indicates that the
above Employee has achieved above fully effective results against
expectations more than half of the performance criteria and indicators and
fully achieved all others throughout the year
3 Fully effective Performance fully meets the standards expected in all areas
of the job. The appraisal indicates that the Employee has
fully achieved effective results against all significant
performance criteria and indicators as specified in the PA
and Performance Plan.
2 Not fully Performance is below the standard required for the job in key
effective areas. Performance meets some of the standards expected
for the job. The review/assessment indicates that the
ermnployee has achieved below fully effeclive resulls against
more than half the key performance criteria and indicators as
specified in the PA and Performance Plan.
1 Unacceptable Performance does not meet the standard expected for the
performance 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 PA
and Performance Plan. The employee has failed to
demonstrate the commitment or ability to bring performance
up fo the level expected in the job despite management

efforts to encourage improvement.
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(8) The performance of the Employee must be evaluated by an evaluation panel constituted
in terms of regulation 27(4)(d), (e) and (f) of the Regulations.

SCHEDULE FOR PERFORMANCE REVIEWS

7.(1) The performance of each Employee in relation to his or her performance agreement
must be reviewed during—
(a) July to September for the First quarter;
(b) October to December for the Second Quarter;
(c) January to March for the Third quarter
(d) April to June for the Fourth quarter,

Provided that reviews in the first and third quarter may be verbal if performance is satisfactory.

(2) The Employer must keep a record of all performance assessment meetings, and

feedback must be based on the Employer’s assessment of the Employee’s performance.

(3) The Employer may amend the provisions of the Performance Plan whenever the
performance management system is adopted, implemented or amended, provided that
the Employee must be consulted before any such change is made.

{4) The work performance and performance roview will not be confined and limited o the
performance plan, any incidental work outside the performance plan shall be performed

and evaluated accordingly.
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OBLIGATIONS OF THE EMPLOYER

8. The Employer musi—

(a) create an enabling environment {o facililate effective performance by the
Employee;
{b) provide access 1o sidiis deveiopment and capacity building opportunities;

(c) work collaboratively with the Employee to solve problems and generate solutions

to common problems that may impact on the performance of the Employee;

{d} on the request of the Employee delegate such powers reasonably required by
the Employee to enable him or her to meet the performance objectives and
targets established in this Agreement; and

(e) make available fo the Emplovee such resources as the Emplovee may

reasonably require from time to time to assist him or her to meet the performance

objectives and targets established in this Agreement.

CONSULTATION

9. (1) The Employer agrees to consuit the Employee timeously where the exercising of the

powers will-

(a) have a direct effect on the performance of any of the Employee’s functions;

(b) commit the Employee fo implement or to give efiect {o a decision made by the
Employer; and

(c) have a substantial financial effect on the Employee.
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The Employer agrees to inform the Employee of the outcome of any decisions taken
pursuant to the exercise of powers contemplated in sub-clause (1) above, as soon as is

practicable to enable the Employee to take any necessary action without delay.

MANAGEMENT OF EVALUATION OUTCOMES

10.(1) The evaluation of the Employee’s performance will form the basis for rewarding

3

(4)

outstanding performance or correcting unacceptable performance.

A performance bonus of between 5% and 14% of the inclusive annual remuneration

package may be paid to the Employee in recognition of outstanding performance, as per
regulation 32(2) of the Regulations.

in the case of unacceptable performance, the Employer—
(a) must provide systematic remedial or developmental support to assist the Employee
to improve his or her performance; and

(b) may, after appropriate performance counselling and having provided the necessary
guidance and support as well as reasonable time for improvement in performance,
consider steps to terminate the contract of employment of the Employee on grounds of
unfitness or incapacity to carry out his or her duties.

The following formula shall be used to calculate total scores for awarding performance
bonus. -
i) (a) Weight x Final score per KPA =V x 80% (for KPA) = score for each KPA
(6) Add up all KPA scores fo get a folal sum = W
(c) Sum ftotalf W) /400x100=Y

if) (a) Weight x Final score per CMC =Y x 20% (for CMC) = score for each CCR
(b) Add up alf CCR scores fo gef a fotal sum = 7

i) Y + Z = Total score
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®) The following formula shall be used to allocate the performance bonus after the total

score has been calculated in accordance with section 10 (4) above:

150 and above 10% to 14% of the annual tolal remuneration package

130 to 149% 5% to 9% of the annual total remuneration package
129% to 100% Not entitled to performance bonus
99% and below Compulsory Performance Counselling

(6) The above mentioned formula in subsection 5 shall be normalised as follows:-

) /164 and above 14 149 9
163 13.705 148 86

162 13.47 147 84

161 13.135 146 8.2

160 12.85 145 8

159 12.565 144 7.8

158 | 1228 143 76

157 11.995 142 74

156 1.7 141 72

155 11.425 140 7

U 154 14 139 6.8
153 10.855 138 66

152 10.57 137 6.4

151 10.285 | 136 6.2

150 10 135 6

134 58

' 133 56




132 54

131 52

130 5

SUB-STANDARD / POOR PERFORMANCE MANAGEMENT

11. (a) All endeavors shall be made to provide support in the form of guidance, training and

(b)

(©)

(d)

counselling to the employee when displaying signs of sub-standard performance.

The employee shall be given adequate period ranging from four months to six
months to improve performance.

Unequivocal performance targets with a succinct action plan shall be drawn up for the
employee with clear results to be achieved.

The time needed for an employee to improve his/ her performance shall be dictated by
the nature and level of the job.

DISPUTE RESOLUTION

12.(1) Any disputes about the nature or content of the Employee’s Performance Agreement,

whether it relates to key responsibilities, priorities, methods of assessment and or salary

increment in the agreement, must be mediated by —

(@) The Mayor, within thirty days of receipt of a formal dispute from the Employee,

whose decision shall be final and binding 1o both parties

(2) Any disputes about the outcome of the Employee’s performance evaluation, must be
mediated by—

(a) A member of the municipal Council, provided that such Councillor was not part of the
evaluation panel contemplated in regulation 27(4){e) of the Regulations, within thirty
days of receipt of a formal dispute.from the Employee, whose decision shall be final and
binding on both parties.

GENERAL

13.(1) The Employer must make the contents of this Agreement and the outcome of any review

conducted in terms of the Performance Plan available to the public as contemplated in
section 46 of the Systems Act.
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(2)

@)

(4)

Nothing in this agreement diminishes the obligations, duties or accountabilities of the
Employee in terms of his or her Agreement of Employment, or the effects of existing or

new regulations, circulars, policies, directives or other instruments.

The performance assessment results of the Municipal Manager must be submitted to the
Member of the Executive Council responsible for local government in the Eastern Cape
as well as the National Minister responsible for local government, within fourteen days

< e 5 Y poyiom o ¥y 2 m om ~F 3% P .
after the conclusion of the assessment.

The employee is required to complete the Financial Disclosure Form as per Item 5 of the
Code of Conduct for municipal staff members which is attached to this agreement as
Appendix “C".

SIGNED AT KWABHACA ON THIS O?>L)AY OF JULY 2017

AS WITNESSES: i
g

SIGNATURE OF THE EMPLOYER/REPRESENTATIVE

)

SIGNATURE OF THE EMPLOYEE
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PERFORMANCE PLAN
1 9017/2018

Entered into by and between

uMzimvubu Local Municipality

and

Xoliswa Noluthando Venn

1. Purpose

The performance plan defines the Council's expectstions of the CHIEF FINANCIAL OFFICER
performance agreement to which this document is attached and Section 57 (5) of the Municipal
Systems Act, which provides that performance objectives and targets must be based on the key
performance indicators as set in the Municipality’s Integrated Development Plan (IDP) and as
reviewed annually.

2 Key responsibilities

The following objects of local government will inform the CHIEF FINANCIAL OFFICER’s
performance against set performance indicators:

2.1 Provide democratic and accountable government.

2.2  Ensure sound governance within the municipality.

23 Promote social and economic development.

24 Promote a safe and healthy environment.

2.5  Encourage the involvement of communities and community organisations in the matters
of local government.

3 Key Performance Areas

The following Key Performance Areas (KPAs) as outlined in the Local Government: Municipal
Performance Regulations for Municipal Managers and Managers Directly Accountable to
Municipal Managers (2006), inform the strategic objectives listed in the table below:

3.1 Basic Service Delivery.



3.2 Municipal Institutional Development and Transformation.

33 Local Economic Development

34 Municipal Financial Viability and Management.

a5 Good Gavernance and Fublic Parficipation

3.6 Spatial Development

4, Key Performance Objectives and Indicators, for the CHIEF FINANCIAL OFFICER

The provisions and statutory time frames contained in the following iegislation are required to be
reporied on and measured:

41 Local Government: Municipal performance Regulations for Municipal Managers and
Managers Directly Accountable to Municipal Manager, 2006 (Regulation No. R805,
dated 1 August 2006)

4.2  Regulation No. 796 (Local Government: Municipal Planning and Performance
Management Regulations, 2001) dated 24 August 2001

4.3 Municipal Finance Management Act, 2003,
44  Municipal Structures Act, 1998, in particular but not limited to Section 29 and 50

4.5 Umzimvubu Delegation of powers, particularly, powers delegated to CHIEF FINANCIAL
OFFICER

48  Municipal Systemns Act, 2000, in particular, but net limited to, Chapter 8, 7 sections 66
and 71, Schedule 2

Signed and accepted by : XND\\S/\W N . \)[eﬂﬁ
- . ) "
Job title: Chef  Sgoca (D‘ﬁ:\ cor
Date: 9 %(‘Oq' (‘ el /’
Signed by the Municipa! Manager on hehalf of th yuby Local Municipality

Municipal Manager:

@zsz’n 97/_/ Tar7




jwyyu Bojez 0o npuonoesisse omdysdiy

8/l 7%

© SIdl - UOREULIOJSUEIL PUE JUSWO[OASQ [BUOHNIASUT T

| %001 | :yBram s1d) - A1aaljag ad1A198 Diseq *T [el0L

| | | el | | |

| | Im spjoyssnoy | _

“ | patipisqns | ,m |
[ uieled 1o 000E | | Ajunuiwon Ajunwiwioo | !

m m v pue spjoyssnoy | M_ ay3 03 ay3 0

m salie(sauag | patamod ,” | uygesed pue  aJnjonJisediul  sJdnjonJisediul |

W juebipug W 1B|OS 404 00ST , ujeied pue Apupee pasiuiapoud paziuispow |

,” J824J0 | J04 pled Jejos | pue A3154309)@ | AJDL1308(a ‘igjos | ‘1e|0S Um pue pue

|[2pueul  pua uyjered | wody Bujjjauaq , Uaim pasipiegns pasipisqris a|qeujelsns ajgeuleIsns | |

, m o1y 104 2oj0AUT , Ajjuaino | saueDeuaq | SaMeDSUBC ‘paacidull ‘panosdull | Aaniaq |

| iAunsead] ‘gazjonul ale salles|jauaq Jualb|puy | juabipu; 0] §$9202 0] ss9208e , 2DIMI3G | ,

%0T %00t 04D _ pue 1ebpng | S =N 5907 | 4Jodequiny "I | jodaquiny T apiaodd o) 5 apiroad 017G | oilseg "I 1C/21dAS M

" SId) - AlaAljaQg 921A198 diseg °T |

I

Svdi
(5U2S/WdLTdAs :5.2294008) UL LIASIIOX

asijould4 :9 dajs

24D24) << SPJUDI2J0IG

J BZ° 02" NHUOIDY MMM L0218



]

/c

| %/S7°E

| %LS7E

[eucnen |
pue [2i5UjA0ld
0} UoISs|LIgNs |

| 10 j00ig |

| juzwisbeuepy ‘syusL.ndo( |
m | jessy pue 1a6png |
Suipoday ‘sjeAcsdde
196png 12bpng |

" iAunseat] | 104 UOE|osaY
%bT'L 04D pue3jebpng Jlbunoy |
h. Airsean |
_ , | [eUoieN |
| pue |23UlACY |
| juswabeuely = 03 UOISS(LGNS |
m | 1ossy pue | 46 jooud |
| Buipoday | ‘uoljjossy |
| 12bpng | zuno)
| m LAdnsead) | ‘1.odoy
o1 | pue3ebpng | 7/ Jopdes |

%007 _

"(v1S) |
‘ JuaLL2a4bY |
| |2A37 22jAIBS |
paubis se ||]am
se @geyoind |
| . J0 jooud |
| Juziabeuely | pue sjenuep |
| jessy pue Euuresy |
W Bunodey | ‘EBujuredy |
106png | pue doysyiom |
| iAunseasl | Joj S1e13169Y |
| %007 04D | pue1ebpng ‘

Alnseady |

| -§T0Z 40§ 306pNq

2ouepuaNY | =Aey sbujuieny g

IN®
1d 03 pa3jwgns
u93q SeU Ad 9T

Juawsnlpy |

A.nseal) |
03 pa33 lugns |
u2eg aaey |

Ad 9T-§10Z 104 |

suodas 7y 295 | Jo JaguInp ‘g

groZ-sioz W
pe1anpucs uasq

8T0T Aeniged |
4O 382 |

Yl Aq LN B |

1d 01 pajijlugns |
3ebpnq |
jusulisnpe |

J0 JBQUINN "t |

8107 Alenigad
jc ui8e

2yl AQ IN B

1d 03 psjlgns
suodad 7/ J9s

sess |

pue sio||lzunod |
10} Pa1dnNpuUod
sbujue |
YOISW |

Y619 M SId) - UOIIBWIOSURL] pue Juswdo[aAag [BUCIINIISUT "Z 8301

8102
Asenage.

40 4187 =43
AQ IN % Ld
0] payuwigns
1ebpnc
juawiysnlpe
jo Jaquny ‘¢

8102
Adenigs.

J0 4i8¢ =z
Ag IN % L2
0] pspiuigns
syodie.

L oeE
JoJsquunp "¢

els oue
S10|[12UNGD

| 40y pajonpuos
sbulue.; |
YOJISu |

JO JBQWNYN | JO I3quunp ‘p

BZ' 00" NPUCHIY MM

uone|sibaj yam
2oueldwod

[IN} s@AaIyoe
1eY3 UonNISUI
3|geueisns

pue |
d|geln |eoueul) |
e ulejuiew pue |
dopasp 0L ‘£

uonelsiba| yim
2ouel|dwoo
[InJ saasiyoe

18Y3 UORMISUI

s|qeu|2isns
pue
algeln [elpueUlY

e ujejuiew pue |

dojaaap 01 ‘£

Ayjediiunud
|yl

40 Ajiqeden
|euonninsul
pue
2ANeIsS|UIWpe
ay3 uayibus.ls
pue pjinq o1 'z

jwiyu Bojez 00 npuoyoe)sisse omd/sdpy

uonelsibal yiim
2ouej|dwod
|INy saAalyde
1By3 uoninyasul

s|qeulelsns |
pue |

s|qeIA [erpueul

2 ulejuew pue |
dojansp o) '¢ |

uomne|sibal uyim |

2oueljdwod

[INJ SaARIUDE |
1243 uopnmnsul |
s|qeuleisns |

pue

s|gelA |epueuly |
@ ulejulew pue |

dojanap ol'c

jedpiuniy “¢

Jjuswabeueyy
pue Ajjigeln
|eueuld

ledpiunpy ¢ |

Ayjedipiunw
ay3 |

10 Aypgedes

Jeuonnipsul |

pue.

@AnEBSIUIWIpE |

ay3 uayibuans |
pue pjing 01"z |

uojjewlojsued |
pue
Juswdopaaaq
Jauonmnsug °z

luswabeuel |
pue Ayjigelp |
[epueuly |

vC//1dAs

£C/LTdAS |

S1d)l - Juswabeuel pue AJjIqeIA [ePueuLd [edpIUNp *€ |

¢Q/L1das |

LLOZ/LLE



wiy-uibojfez oo npuogoesisseomdsdyy

BIE %
Jajs16au
1958y 23
pue Ja;suen ;
1955y ‘wodal “
Uo3RYMIA uopesiBal Laim | uorelsia) ym
ja55y souedwion souedwod
‘uojynjosaul pajepdn 1N saa1yse 1IN} saasiyoe
Jusitlobeuep ounoD pejepdn | pue papdwod | 3yl uoanIsdl | 32uy uopnaIsul
198y pue | YuMm sjnpsyds | padolsAss usag pue pa|/diuod sloys)6ad al|qeujelsns s|qeuleisns
Buuodey slesodsia| aaRy AJ LT-9T0Z | SJersihor jasse Jasse pue pue Juswabeuely
3ebpng ‘aInpayos loy i=5162. el dwon jue)dwoD | o[ge|A [RIDURL | 3JQRIA |RIOUBUL pue Ayjgelan
tAlnseat) sLojlIppe 19sse |enuue dWHD dyYde | e uleuiew pue | @ ulRuUIBW pue [eueulY
%,,G°E LYS™ A8 04D | pJe 126png jassy pue leai pi Jotaguinhy -/ | JoJaquny ' ! dojpasp ol ‘g dojaaap oL'g teddiunp ¢ | £G/L1dAs
dodey 3y}
pue sebzuel uonesibal unm | onesibay yum
|ed3tenig aya Ulkow | yjuow Asoas oueldwon soueydwod
Aq s3e0180 Aaas Jo yiot 40 WI0T 845 I} saAalyde iy saasiyoe
swsbeuel | Ayjenb paubis ayy Ag Adnseaa) | Ag Anseas) | jeyl uoiRmnsul | Jryl UoRNIsul
J985Y pue | 2 pue Ainseal; M £1-910Z jeLojeN |[BuoEN 3]qeu|eIsns alqeujeIsns
Suipoday leuojzen u] Ainseal| 03 03 pallegns | 0] pawane pue pue Juswabeue)y
19bBpng | pue |B|3ujAcld pajiwagns usag Modaa podal 17 | 2|qelA |elDUBGY | 3|GRIA [RIDUBUL pue Aqeip
(Ansead] | o1 uoIssigns | aARY sUGdaY T/ | T/ 295 AlLlUow | 295 AJYJUOL! | @ WIEUIRW PUR ; @ uleuew pue [eloueul4
%L E %P1 L 04D | puejebpng 40 J00id | 285 AYIJOW 2T Jo Jaqumnp "9 | joJdaquinN g ! dopasp oLt ! dojsasp ol'E lediiuniy "¢ | 9G/L1dAS
Aitisean
[euonenN
pue [2adjaodd ET0Z | 8TO0Z AW 50 | uone|siBal yiim i uope|sibal yym
0] uolssiwugns AR JC LADE UIng Y3 AL aoue)dwoo zoue|dulod
1o Jooud ayl Ag jabipng | 313Bpng jeuL I[N SRAJ|DE [In) s2A3[YDE
Jusiabeuely 'syuswnooQg leuly pue pue yoJdeli | 1eyy UOPANIISY| | J8Yy3 UoIINIRSU]
1958y pue 1=Bpng Ad 91-8T0¢ YoJBly JO I5TE JOISTE 34 s[qeujeIsns IqeuR)sns
Burnodsy ‘sieAosdde Ul IN® id 03| 8yi Ag ipuhod AQ puncs pug pue juswabeuey
18bpng 18Bpng paniwgns uaaq o) panjlugns | 03 pIRILGAE | S|gelA [RIDURUY | §]gelA [elouBUY pue ANjIQRIA
;Aansealy | Jo) uopnjosay | sey Ad Z1-9T07 196ipnq ) elp | 196pnqg sSYelp | B UlEUIBW pug | @ ulejuiew pue |eueud
%/G°E Sti’l 0d4o i pue 1abpng jsunod | 4oy 196png Jelq JO Jequuni *g | JosaquinN -5 | dojealp oL 'E dojaasp ol'c [ediuny g | 56/21d445
MBIRAR 3uBisa dBUMD SR3OS BIUDHIAY JUSWIBIASED I SOARISL90 annaxsian Wy
) . . o BUBs2Y . Teddt POUILLLIBISTY - . : oy
({2 Wei 1434 -UNE 10 B3NGE 3G Run oid sifeielg =L e T
O BZ'00° NpUONIY MMM O LL0Z/ LR



i %f

gy uBnijez oo nypuoyoe)sisse amdysdyy

uone|sibal yum ; uone|siba) yum
ooue)dwoo 2oue||dwos
[In} S3A3|YDE [N saAuoe
8102 | 1843 UORINASU] | 3BYY UonIEsUl
IR [eg) aung Qg Ag 2|qeujelsns olgeulelsns
1924 8107 aung | juads 19bpno pue pue uswabeue
9 ANUIATY 0£ Aq juads [endes | a|qela [RIpueU) | J[geIA |elsuiuly pue AjjigeIp
1Alnseal | £ijodal M L1-510z Ul 196png jeijded abRUaDIT | B UlRIUISW pUe | B yjejuieW pue |eidueUl
%/S'E SbT L 042} Pue 3ebpng ainypusdxy | Bulpuads 95007 | 0ejUsdLEd TT IT | dopasp ol ‘g dopasp oL'E jedpRIni '€ | F1Q/LTdAS
uone|siBa] yim | uopne|siba] ypim
aouepduuod souendwon
syodsy upny SM3|AY SMI[ADL IIN} saaayoe JIng saaiyoe
[BUIRIXY pue aoueinsse SOURINSSE | JRL) UOIINPISH | Jey) uoiInyisu
HOII33)102 [eursiu] ‘Oy Ad 9T-ST0T Joj pag|Lgns | 1o} papiugns Sjqeulelsns | |lqeuteisns
192Q | 03 uc|ssjlugns | Ul patedoid usag pue patedaid | pue paledsud pue pue Juawabeuep
W eNUaARY | Jo Jocld 19s | aABy sjusulplels S)UBLLIE)R]S SIUBWSIEIE | D|RIA [BIDURUY | BIQRIA [epuRUY pue Ajpgeip
iAdnseal) | sS4y ueldulo) [E[oUeul [elsuguy |BIDUBUY 4O ¢ B UlRJUIBW PUE | & UIRJUIRW pue Jepueuly
%LSE %1 L 0d0 | pur 1=bpng 4vdD Josles €| JoJaquUnN ‘0T | JBGuwnN "0T ! dojPAsp 0L g do|3Ap OL'E lediounyy *¢ | 0TG//1dAs
uenelsIBa| yum | uoners|ba) ym
Jeah |epueuly 2oueydwod aoue|dwiod
9T0Z/57102 1INy saAsjLde I[Ny seAa|Lde
£10day [ 242404 000 000 Jey] uonnysul ; 3eyy uonnsul
L3130 198q iealy | £€Y 03 pasunowe a]qeueIsns glqeu[elsns
199 ‘slodoy Ajjediuniy 8107 pue pue Juswsbeur|y
¥ BNUSARY | WOS ‘5Hodau | 3y) Ag pajesousb | 8TOZ |uNnf 410€ AUNL YI0E | SIqelA [2IDURUY | B|qelA [eldueul pue Aqljiqeln
:Ainseadt T/ UOPRS INUBADY AgQ pa1dayon |  Ag padalios | B ulejulew pue | & ulejuet pue {epueuly
%/.S'E % T’ L 04D, pueebpng | pue souznea 40 JUnowy unouly *g junowy g | doeAsp oL ‘g dojaaap oL'g ledpunp "€ §  6C/LTdAS
ssagquinu uone|(siba] yym | uonersital yim
Ayuspi aoueydwos ” aouejdusoo
pue sasswIppe 8T0Z Yadel {INy s2ASMIDR JinJ saAlIYIR
J99d1s [ uopeuadeduw B8TO¢ YW J005TE U5 1 1yl uonniysul | eyl uonninsul
uaR30D ‘diysigumo Joy Apiag pue 40 3STE aU3 | AQ pajonpuoz 3lqeu|eisns 3|qeulRISNS
1920 Jo) saweuw | padojpasp ulaq Aq paianpuos Buisueajs pue pue Juawabeuely
¥ BNUSAY 02HO0D yUM sey ABajens | Bujsueals mep B1ep pue ; 3|qelA |B]OUBUY i 3|gelA |elIDUBUL pue Aungeip
rAnseal), S403G5p |2 juswaaleyus | pue upne ases| Jpne 8ses] | e ulEJUEW pUE @ Ulgulewl pue |epueuly
% L5 E %1 L 040 | pueebpng | Jo 15 J8ISENW CRIU=TEN| Josaquiny g | joJsqunp ‘g | dojeasp o ‘g dojansp oL°E jedpuniy "¢ | BG/LTdAS
b Ul I8UMD  SREICIDENG SoUSBIAT ) N U WIDINS B mm>ﬁum:mn_0 anoeian Y )
HedSAG  wad Tl -ans 30 ®34nG5 SRS 40 3Hun £ meHWEn nfsgeng fedipuniy o
O BZ°09 NPUOJIIY MMM O L10g/1/8

v



815 74/

jwyyywyBojez oo npuonoe )sisen omd;sdny

uone|s|B2| yym | uonelsiBal yym
soue|dwod soueldwod
jIn} saABILDE {inj sananpe
Jey3 UoRNINSUl | JBYT UoKINHISUL
uopRos|0D ajqeu|eisns a]qeuieisns
qag pue pue juswabeuely
g INUSADY D|gRIA |RISURUY | IIgBIA [BIDURUY pue Ajjigep
iAnseatt s1.0doy abeion0d 9abRiaACY | B UlRIURW pUR | @ URJUIRW puR |epusul]
%LS°E %bT L 0d4D ] bue3=bpng T4 Uo3a3s TiZ2-5'1 eq ‘51 1geq "gy | dojaaep ol ‘g dojaAsp 01'€ j2ddIUn "¢
uonesiBal yum | wonesiba) ym
oueldwod soueljduwoz
[IN} SaA3)YoE [N} saAalYdE
JBY] UCHNISUI | Jey} uonRnIfsul
ualaf|0D BNUBAB. 3lgeu|eIsns ajqeulesns
1924 anuaAzd 0] 03 510]q8p pue pue Jusurabeuey
% anusAsy $101gap 23| AIDS BIAJBE | B|geIA [2IDURUY | B]gRIA [RI2URUY pue ApjigeIp
sAlnsealy £)0day Buipuesing | BuipuRIsING | B UIRUIRW PUB | B UIeUIRW puR |elDURUL
%/§°E %bl'L 042 puejebpng T4 <ORIDS sdeq O€ F1 vy i doeasp oL ‘g doppaap oL'E lediuniy g
uone|siBa| A | uopelsIBa] YiIm
2aue|dwoo 3oue||dwod
[in} S=AdlDE fing S2AdpPE
1Y) UoHNIFASUL | 3BY3 UoKINIISY)
0c0? ajgqeujelsns ajgeuieisns
otoe UOSIA 436 pue pue 3uawabeue)y
Wos uoIsIA Jad se se pasods|p | S|geia [RIDUBUY | B|QBIA [BIDURUL pue Ajjqeip
sAunseal pasodsip saus $21J5 4o | B UlRIUIRW pUB | @ UlPJURW puB [erueu)
%LG'E %pl'L 04D puejebpng ¥/N| jolsquinn ‘€T | JaqunN ‘g3 | dopasp oL '€ dojaasp OL'E ledunpy g
uane|sifal yum | uopelsibal ypm
souedwod soueldwos
N} s2A3(yd2 | {|n} SaAllyoe
8107 | Byl UonRN3ASUl | jeu3 uonniiRsy
HAI1199)|00 10T aung Qg A ajgeuleIsns slqeuleIsns
1933 aunr pz Aq | juads 1ebpng pue pue Juswabeue |y
W BNUSADY juads Jabpng Bunetado | sjgein [eoURLYy | ajqRIA (RIDUBLY pue Aujgelp
sAansealt syodad Ad ZT-OT0Z Wi Bupetado abejuanias | B UIRJUIEW PUB | & UjRlUIetl pue jelpueuld
%/LSE S%bl's 042 | pue 3ebpng ainypuadxy | Bujpuads 94007 | 9bEjUBdIRd 'zt 'Z1 | dogaapop g dojpaszp ol Jedpunpy "¢
ybBrepn 3uBiofa  IRUMG 3140308410 IRIAT IUSIUBINSED W S2ARDS{0 oanzaian wdy
) ) suyssery Idn pauLISIRp o
[[=2ERt Ve T3 ~4ig FIN05 40 Jpun ~oid sifaiens jediuny
ﬂl\\. EZ'0D" U MM O




8/9 m«f}f/

| %00T

1 %0T | %00T

| %02 | %00

%0T | %00T

%0T %00T

%085 ' %00T

%6SE | WET'L
HE

| 3yB1@am |e10L

Jueiiabeuely |
Jossy pue
Euploday |

196png
cAansead)|

.2 196png

04D |

| :3yBram SId) - JuawdojaAa@ djwouod3 [B207 ¢ [e30L

WS
cAnsead] |
pue 3abpng |

LoR29YI0D |

1geQ

W BNUaAlY |
cAdnseal] ,

040 | Ppue3abpng

1YBIap SId) - uonedpilied dijqnd pue a2UeuI3A0D PooD ‘G 2301

I
|
i
t
{
{
t
{
|
|

|
. o1 |
j2Jeusn | -GTQZ Ul sEUIpUly |
JCypny ou Ym uzuido 7
wod) 1.oday | ypne palenbun _

t

/N

| :3uBloM SId) - Juswebeue pue AjjqeIA [ePUeUL [edpPunp € [E30L

T
I
|
I
|
I |
|
|
I
!

h
ﬁ

s1.0day

T4 Uopoes | 5450070 |

s103/pny | si0)pny
|eLiaixg | [euIIXg puE

puB [2UIBIUT | [BUJSIU] AC
Ag sjusliziels | sjuswieis
[ezURUY | [eouel,

uo passaldxs | uo passaidxe
uoluide *gT | uodo ‘gt

s309lolc

Jeuonesado

s30afold | pue
[euct;sado | jendes uo
pue je1,ded _ $10]0B13U0D

U0 SI01IELU0D | |eac| Jo
{220 _ uopePyaLIs

jo uoneneueq | abejusnis.
abejusoiad ‘4T | VA
abe.aAod | abelanod

150D "9

35CD ‘97 |

BZ 09" NHUONDY MMM

uonelsibal yim
2oue|dwod
1IN} S9ABIYDE
Jey3y uonninsu
a|qeu|eIsns
pue

3|gelA |eDueLY
B ulejuiew pue
dojsasp 0] ‘£

Jwy v Bojez 0o npuonoeiisiss g omdy/:sdiy

uone|sibal yym |
2oueldwod |
[N} SaARIUdE |

1BY3 uoinsul |
ajgeule1sns |
pue |

3]geIA [BIdURULY
@ ujeuleWw pue

dojansp o4 '¢

uonjedpiyed
alqnd pue |
2IUBUISA0D) |

Pooo 'S | 81C/L1dAS

mHn_v_ l.El_umn_uurﬂI aiiqnd -u:ﬂ UWCN‘C..-U;»OQ UOOW ‘g

uone|siba) yim

soue||dwod
IIn} s9ABIY0E
leyl uonniisul
a|qeul2isns
pue

9|qelA [ePUBLY
B uleulew pue

uone|sibs| yim
2oueldwod
N} saAd1y2e
jeyy uonniisul
a|qeu|2Isns
pue

3|qelA |epueUl
B ulejuiew pue
dojeasp ol ‘£

uone|sibaj yum

@ouel|duwiod |
[N saAayoe |
J2y3 uonnIsUL
a|qeurelsns |
pue ,

| suswdojanag |
@ ulRUIRW pue | |

a]qelA |epueuly

dojaAap oL'E

MHn_v__ | ﬂﬂﬂEﬂuO—U.)ﬂﬂU.EO:OUN mMUO._\.—\

uoneysiba| ym |
soueljdwod |
1IN} saAaiyoe |

4243 uonninsul

?|qeuieisns
pue
s|qelA |epueul

@ ulelulew pue

dojanap o1°¢ |

JJWou02y |
18207 'p | LTC/L1dAS

1uswabeuey |
pue Ajpgern |

|eloueuld
jedpiunyy “¢

91C/L1das |

2102/11/8



/2 9./*/. Jwyyu Bojez 09 npuonoelsIsse omd/sdny

ﬁ 91BAIDY g WIIJuU0D _ h yoeg 7
| %00T | :3yblam jejol ,
m diysiapea pue
%¥PE'R BmvcmE jeuciyninsul 3/ 8a3e43s mf uo \Cm:.,:wv 0} m._uﬁo >o_u¢k vcm aJidsu| pue ro_u:u_um:_ m_._p 410} UCISIA B ﬁm.:n ncm u_u_>o‘_n_ uooadig olbajenis
. mm>aum50 osenuapl um:_mmm A7) _x:c pue mu_:w.& alngeaw ucm lojiuow Ajsapoe 8 cmct? Emucﬂm 3__m:c 18BW 0] ,_mcuo mmmh ucm sno04
%9£'8 | ucm mcozmuumaxw ummuxm 0] mcs_bu >_E8m_mcou m_E>_ am>_uuw_..no ucm mu_?@._ 9.__>mEum uo v:u& ‘mEmucmum 3__9,6 cm_c ulejuiew o3 m_n< _ 3_:.5@ n_._m L_:mwm
w uchm_UmcmE
! sannsalqo @5 uo ﬁ 109lold
| 0hEE 8 En_z_mﬁ 01 ._m_u._c Ul S2131A, ._um u.tumn_m Em:_m?. u_.:m Jojiuow ‘sbeuew Em_n §co_ouz_tmE ucmEmmm:mE uquE Ucm swwe.Soud _ucﬂm.mmnc: 03 8|qy | , u:m swielbold "
. , 3SuU mmmcmE 03 ..cm_n , m.c q_:mm._o
| O%EE'S >urou:_ucou ucm_u_.tw _u 2“_ _u_._m Ew>:mu o AlDS u,o \L;mmc mﬁ @insus 03 >_m>_uumtn_ £321N053.1 _u_._m :o_ur&._E:_ asjuebio pue asioud Em_n_ E cE< _ucm mr__.:._m_a
mm>sum_.n_o _mcoa:,amc_ |
| %EE'8 m>w__._um 01 ._m_uE u; ma_r_mco_um_m._ adnidnu u:m _u_:._n_ ucm C(_mH wm_E_uuo ,>u_m>m>_u uumn_mm‘_ m_nomo sbeanoaua ncm aJidsul ‘abeuewl >nm>_puutm_ ucwEwmmcmE o|doad |
“ uu:oumnﬁou
| a\omm m _m._oE Buw_u,mz b= E SoSw:mn >m_am, 0 »_ucoum_m:o”u _ucm br_mmu_.: n:m Ewmco:. umHoEP_a u.m_.t Bujudsead >_nn_m ‘s1abE _EoE r_u:mu_ E eE( i mu:muwn_EE _Eoz
_ ucmEcomcmz
| jusLiulenob |edo| Jo sieq abpaimous 9A30E|j0D | uo3ewaoiur W
%EE'8 | wE mucm_._:m fox} bu._o u m.nmE ncc $3559004d SnoleA zuso._r_u co_umE‘_P_r_ pue wmvm_aocx Lo nL:mcw _u:m :o_umcnamm wcu BoEo._n o3 &|ay | pue abpamouy ,ﬁ
ma_:mcn_an__m._ |
| aoueusanob aAjel2do0d @dueyud puE $apijod JueAdal jo Uopesijenidasuod sUj J0a41p 03 3|ge ‘4aLng rsuonebiqo pus seopoeld sauel.eA0b | diys.epear
[ 0EE'8 | o5 m:_n:ﬂml_wurj :m_._Eoﬁ e Ajdde ucm mucmEm:S_um: cm__n_Eou ncm xm: Suibeuew uy Em__mc(_mmmho._a >_nam ucc uum.__ﬁ :EoEo._n_ 8 cE< mucsr._w>oo
, Jauuew [2o1y3a ue u| ummman ale mco;ummcmb _m_ucm:c __m jeyl sunsus 8 ._m_:t:n_ 58 uum._n_ _m_u:mE pasubooau E:s mu:mEouum EmFuamcmE
7 U} sassaoodd EuE&:uEa ._Bm_c_c.__um ucm HcmEmmmcmF xu 7| _m_UCm:_“_ B:Emr_ ;..,ot ;mmu _ob:cu “mmu:n_ abeuew pui cm_a ‘[idwoa 03 2)qy |zpoueuld |
.rcn_ocmxﬂm wucm:tE pue mum:m._wn_ ‘>c>nou
%EE"] >_m>_uumtw 0} Lmﬂra ul mu:m_ﬁsm mﬁ 10y Bm:no._aam dauLew aspuod ncm umn ,uE :mm_L e uj seso| u:m. wmuw_._sc:v_ Eca.mE._ncE m:m_._m 0] 2|qy¢ uofeaiLnawo) |
BEJEfou QY3 03 saoiAlRs B;m:w qu _mco_mnu P_a
lopEE g | ._m>;mu _ucm magL_u_:_ mau ucmEm_aE_ _u:m w>:n >=Emmsuu:m 0} b?o uj 5|2A2] ||e uo :oﬂmEl_o csuen _mcm;:u_umc, 131Ul pue uum:_u 03 c_n_,q diysiepesT] s5uey)
i mq>;quo u_mmumbm >mv m>m_zum 03 JapJo u| ummmmuo.a _mco_u_._,am:_ uoieaouut |
| o%EE'8 anoldwi 03 AII2ACUU] BJe Jey] SUo(IN|os paseq-1oe) Jusuls|dwi pue ysi|qeiss o] spuaJdl pue sebus|jeys ‘uoijewlolu; asdleue Ajjesiiun o3 ejqy | pue s|sAjeuy |

s21ou2j2dwoy 2409

BZ° 00" NHUDIIY MMM ; 2102/ L8



juny-uifoyez oonyucpoeTsisse omdssdiy
a/8

asifeuld ‘9

sappustedwan a10) WbEM °S
sappualadwon 2103 109198 ‘v
Sydd WBIaMm €

spafold 30995 ¢

SId¥ 1239(35 °T
Sn1elS SSAd04d

; L
EZ°00" NHUOJOY MMM e LL0Z/LL/R



PERSONAL DEVELOPMENT PLAN - 2017 /2018

Incumbent Xoliswa Nothando Venn
Employee No. 600 \

JobTitle | Chief Financial Officer

Report to Municipal Manager

1. What are the competencies required for this job (refer to competency profile of job
description)?

B degree in Accounting, Finance or Economics (MFMA Min Requirements)
Competency Certificate in Financial Management

3-5 years’ experience in Management

Driving License

Computer Literacy

ooy

2. What competencies from the above list, does the job holder already possess?
A;C;D&E

3 What then are the competency gaps? (If the job holder possesses all the necessary
competencies, complete No’s 5 and 6.)

On-job training on M-SCOA and Case-ware AFS Preparation system

4. Actions/Training interventions to address the gaps/needs

Training on M-SCOA, GRAP standards,

5. Indicate the competencies required for future career progression/development

BCOM Honors, MBA

6. Actions/Training interventions to address future progression

REGISTRATION WITH THE ACCREDITED INSTITUTION.




7. Comments/Remarks of the Incumbent

8. Comments/Remarks of the supervisor
77
g I
, Agreed upon
Signature:
Supervisor:
Date:
Signature:
Incumbent: Xﬁ\‘&wa’ N UQM?
Date: 0’\5\‘0"7 !7@\‘3




~ FINANCIAL DISCLOSURE FORM - 2017 /2018

I, the undersigned (surname and initials) \(D\iMQ ‘\) \}? Anr __ of
125 Hope Svek, Koksdad , 4900

(Postal

address) and

\ S U\O{\f INed Lokwed ¢ oo

(Residential address)

employed as ( \f\\f’ {'\ ‘glﬁC\f\ cie) Q’FF‘;C_L( aft uMzimvubu Local

Municipality hereby certify that the following information is complete and correct to the

best of my knowledge:
1. Shares and other financial interests (Mot bank accounts with financial institutions)

See information sheet: Note (1)

No § Number of shares/ extent § Nature Nominal value Name of
of financial interest Company or
entity
' 3 o
1 M / N
T
2
3
L I i




2. Directorships and Partnerships

See information sheet: Note (2)

No Name of Corporate entity,
parinerchin or firm

Type of business

Amount of Remuneration or
frcome

1 | P ook Youwe o« |Che Conpd] Batry Ussed dow.
: : —
3 Q .0
E - £ e
. 3
9,
4
5
3. Remunerated work outside the Municipality (As sanctioned by Councit)

See information sheet: Note (3)

No Name of Employer

Type of business

Amount of Remuneration or
income

1 N\\i&

NP

Council sanction confirmed:

Signature of Mayer/Municipal ManageriHead-ci depadment: AL

Date: f?



CONFIDENTIAL

4. Consultancies and retainerships
See information sheet: Note (4)
Ko Kame of client E Kature : Type of Value of
business benefils
activity received
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5.

Sponsorships

See information sheet: Note (5)

No

Source of sponsorship

Description of
sponsorship

Value of sponsorship
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6.

See information sheet: Note (6)

Gifts and hospitality from a source other than a family member

No Description Value Source
4.

[ |

: /
i
3
4
5
7. Land and property
See information sheet: Note (7)
No Description Extent Area Value
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SIGNATURE OF EMPLOYEE

DATE:

CONFIDENTIAL
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OATH/AFFIRMATION

1. | certify that before administering the oath/affirmation | asked the deponent the
following questions and wrote down her/his answers in his/her presence:

(i} Do you know ang undersiand the contents of the declaration?
Answer Me3

(ii) Do you have any objection to taking the prescribed oath or affirmation?
Answer

(i) Do you consider the prescribed oath or affirmation to be binding on your
conscience?

Answer gé’ BN

2. i certify that the deponent has acknowledged that she/he knows and
understands the contents of this declaration. The deponent utters the following
words: “l swear that the contents of this declaration are true, so help me God.” / “|
truly affirm that the contents of the declaration are true”. The signature/mark of
the deponent is affixed to the declaration in my presence.

% 202G
i q(y(/vf/m

Commissioner of Qath /Justice of the Peace

&0

Full first names and surname: 7 ~&» (2wt ™ (/s Eraeq o Y (Block letters)
Designation (rank). PR /¢ ird9b AATey T 4PES Ex Officio Republic of

South Africa ‘
Street address of institution: #? 7 @ cr ar7  jove €02 & pP 127 rv §ecee
L otr v 7 [ Rreec

Date: 2. &w- 5 « &f 2.5

Place: £—rt wterrt R &z T

SOUTH AFRICAN POLICE SERVICE
COMMUNITY SERVICE CENTRE

2017 -07-2 6

MT FRERE

SOUTH AFRSCAN POLICE SERVICE @



INFORMATION SHEET FOR THE GENERIC FINANCIAL DISCLOSURE FORM

The following notes is a guide to assist with completing the Financial
Disclosure form (Annexure A):
NOTE 1: Shares and other financial inferests

Designated employees are required to disciose the following details with regard
to shares and other financial interests held in any private or public company or
any other corporate entity recognised by law:

* The number, nature and nominal value of shares of any type;

» The nature and value of any other financial interests held in any private or public
company or any other corporate entity; and

« The name of that entity.

NOTE 2: Directorships and partnershins

Designated empioyees are required to disciose 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 parinershipis.
Directorship includes any occupied position of director or alternative director, or
by whatever name the position is designated.

Partnership is a iegal reiationship arising out of a contract between two or more
persans with the ohiject of making and sharing profits.

NOTE 3: Remunerated work outside the Municipality (As sanctioned by
Council)

Designated employees are required to disclose the following details with regard
to remunerated work ouiside the public service:

* The type of work;

» The name and type of business activity of the employer; and

» The amount of the remuneration received for such work.

Remuneration means the receipt of benefits in cash or kind, and work means
rendering a service for which the person receives remuneration.



NOTE 4: Consultancies and retainerships

Designated employees are required to disclose the foliowing details with regard
o consultancies and retainerships:

+ The nature of the consultancy or retainership of any kind;
* The name and type of business activity, of the client concerned; and
* The value of any benefits received for such consuitancy or retainerships.

NOTE &: Sponsorships

Designated employees are required to disclose the following details with regard
to sponsorships:

* The source of the sponsorship;

* The description of the sponsorship; and

* The value of the sponsorship.

NOTE 6: Gifts and hospitality from a source other than a family member

Designated employees are required to disciose the following details with regard

to gifts and hospitality:

+ A description and the value and source of a gift with a value in excess of
R350.00;

» A description and the value of gifts from a single source which cumulatively
exceed the value of R350.00 in the relevant 12 month period; and

- Hospitaiity intended as a gift in kind.

Designated employees must disclose any material advantages 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 hospitality of a traditional
or cultural nature need not be disclosed.

NOTE 7: LLand and Property

Designated employees are required to disclose the following details with regard
to their ownership and other interests in land and property (residential or
otherwise both inside and outside the Republic):

- A description of the land or property;

» The extent of the land or property;

« The area in which it is situated; and
» The value of the



