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PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

MANDENI LOCAL MUNICIPALITY

AS REPRESENTED BY THE MUNICIPAL MANAGER

MR. SIZWE GOODMAN KHUZWAYO

(herein and after referred as Employer)

AND

MRs. BONGANI MILDRED SITHOLE

(herein and after referred as Employee)

FOR THE
FINANCIAL YEAR: 01 JULY 2026 - 30 JUNE 2027
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PERFORMANCE AGREEMENT

PERFORMANCE AGREEMENT

ENTERED INTO AND BETWEEN:

Mandeni Local Municipality herein represent by Sizwe Goodman Khuzwayo in his capacity as the

Municipal Manager (hereinafter referred to as the Employer or Reporting Officer)

and Mrs. Bongani Mildred Sithole of the Mandeni Local Municipality (hereinafter referred to as the

Employee).

WHEREBY IT Is AGREED AS FoLLOWS:

1.1

1.2

1.3

1.4

1.5
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INTRODUCTION

The Employer has entered 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.

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

goals.

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

In the Agreement the following terms will have the meaning ascribed thereto:

1.5.1 this Agreement- means the performance agreement between the Employer and the
Employee and the Annexures thereto,

1.5.2 ‘The Municipal Manager- means the Municipal Manager of the Municipality appointed
in terms of Section 54 (a) of the Local Government: Municipal Systems Act;

1.5.3 the Employee- means the manager appointed in terms of Section 57 of the Systems

Act;
1.5.4 the Employer- means Mandeni Municipality; and
1.5.5 the Parties- means the Employer and Employee.

o
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PERFORMANCE AGREEMENT

PURPOSE OF THIS AGREEMENT

The Purpose of this Agreement is to -

21

2.2

2.3
2.4
2.5

2.6

2.7

3.1

3.2

3.3

3.4
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Comply with the provisions of Sections 57(1) (b), 4(A), (4B) and (5) of the Systems Act as
well as the Contract of Employment entered between the parties;

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;

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

Monitor and measure performance against set targeted outputs;

Use the Performance Agreement and Performance Plan as the basis for assessing the
suitability of the Employee for permanent employment and /or to assess 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 04 July 2026 and will remain in force untit 30 June
2027 thereafier 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 abovementioned period

to determine the applicability of the matters agreed upon.
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3.5

4.1

4.2

4.3

4.4

5.1

5.2

5.3

PERFORMANCE AGREEMENT

If at any time during the validity of this Agreement the work environment alters (whether
because 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.

PERFORMANCE OBJECTIVES

The Performance Plan (Annexure A) sets out-

411 The performance objectives and targets that must be met the Employee; and

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

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.
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.

PERFORMANCE MANAGEMENT SYSTEM

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

Employer.

The Employee accepts that the purpose of the Performance Management System will be to
provide a comprehensive system with specific performance standards to assist the Employer,

management, and municipal staff to perform to the standards required.

The Employer will consult the Employee about the specific performance standard that will be

included in the Performance Management System as applicable to the Employee.
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PERFORMANCE AGREEMENT | [2026-
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The Employee agrees to participate in the Performance Management and Development

System that the Employer adopts.

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

government framework.

The criteria upon which the performance of the Employee shall be assessed shall consist of

two components, 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.

The Employee’s assessment will be based on his/her 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) 80% WEIGHTING

Basic Service Delivery 36%

Municipal Financial Viability and Management 16%

|
Good Governance and Public Participation = 38% _I
Local Economic Development (LED) 5% |

6.4

Municipal Transfermation and Institutional Development 5%

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:

CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES (CCR's) 20%

INITIALS BoMms S. G- R 6
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CORE MANAGEMENT CRITERIA {CMC)

WEIGHT %

Strategic Capability & Leadership N
2. Programme & Project Management Y 15
3. Financial Management (Compulsory) Y 15
4. Change Management
5. Knowledge Management
6. Service Delivery Innovation v 10
7. Problem Solving & Analysis v 10
8. People Management & Empowerment (Compulsory) b 15
9. Client Orientation & Customer Focus (Compuisory) v 15
10. Communication v 10
11. Honesty & Integrity

CORE OCCUPATIONAL COMPETENCY (COC)

100%
WEIGHT

1. Competence in Self Management Y 10
2. Interpretation of and implementation within the legislation and national policy v 10
framework
3. Knowledge of developmental local government 10
4. Knowledge of Performance Management & Reporting 10
5. Knowledge of global & South African specific political, social and economic N 10
contexts
6. Competency on policy conceptualisation, analysis and implementation v 5
7. Knowledge of more than one functional municipal fields/discipline v 10
8. Skills in mediation 10
9. Skills in governance y 5
10. Competence as required by other national line sector depariments ) 10
11. Exceptional and dynamic creativity to improve the functioning of the municipality N 10

TOTAL 100%

7. EVALUATING PERFORMANCE

7.1 The Performance Plan (Annexure A) to this Agreement sets out-
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PERFORMANCE AGREEMENT

7.1.1 The standards and procedures for evaluating Employee’s performance; and

7.1.2 The intervals for the evaluation of the Employee’s performance.

7.2 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.

7.3 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.

7.4 The Employee’s performance will be measured in terms of contributions to the goals and

strategies set out in the Employer’s |IDP.
7.5 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.

(¢) 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 overall rating represents the outcomes of the performance appraisal.

7.6 The assessment of the performance of the Employee will be based on the following rating
scale for KPA's, CMC’s and COC'’s:

INITIALS NS G.9-K- 4
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Il TERMINOLOGY 1 i

'DESCRIPTION

utstanding Performance ' Perforance far exceeds the standard exected 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.

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

above expectations appraisal indicates that the Employee has achieved above fully effective

results against mare than half of the performance criteria and indicators and

fully achieved all others throughout the year.

3 | Fullyeffective | 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.

2 | Not fully effective Performance is below the standard required for the job in key areas.

Performance meels 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.

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 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.

7.7 For purpose of evaluating the performance of the Employee for the Mid-Year and Year-End

reviews, an evaluation panel constituted by the following persons will be established-

7.7.1  The Municipal Manager

7.7.2  Member of the Executive Committee;

7.7.3  Chairperson of the Audit / Performance Audit Committee;
7.7.4  Municipal Manager from another Municipality.

7.7.5 Performance Management Manager Secretariat

7.7.6  Human Resources Manager Secretariat

8. ScHEDULE FOR PERFORMANCE REVIEWS
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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:

QUARTER REVIEW PERIOD REVIEWS TO BE DONE BY
July — September 2026 31 October 2026
2 October — December 2026 | 28 February 2027
'3 January — March 2027 | 30 April 2027
4 April — June 2027 ' 30 September 2027

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

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

8.4  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.

8.5 The Employer may amend the provisions of Annexure A whenever the Performance

Management System is adopted, implemented, and /or amended. 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 is attached as Annexure

A. Such Plan may be implemented and/or amended after each assessment. In that case, the

Employee will be fully consulted before any change is made.

10.

OBLIGATIONS OF THE EMPLOYER

10.1 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;
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11.1

PERFORMANCE AGREEMENT |
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10.1.4  On the request of the Employee delegates such powers reasonably required by the

Employee to enable him/ her 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/her to meet the performance objectives and

targets established in terms of this Agreement.

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.

12. PERFORMANCE BONUS

In accordance with regulation 32, a performance bonus, based on affordability, may be paid to the

employee after-

12.1

12.2

12.3

The Annual Report for the financial year under review has been tabled and adopted by the
Municipal Council

An evaluation of performance in accordance with the provisions of regulation.

Approval of such evaluation by the Municipal Council as a reward for outstanding

performance.

12.4 AWARDING PERFORMANCE BONUS

INITIALS 2N S L.

The following table will be used to determine payment of performance bonus to

performance contract employee:
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13 MANAGEMENT OF EVALUATION OUTCOMES

13.1  The evaluation of the Employee’s performance will form the basis for rewarding outstanding

performance or correcting unacceptable performance.

13.2 A performance bonus of 5% to 14% of inclusive annual remuneration package may be paid

| FINAL SCORE | BONUS/REWARD |
| 150 and above | 10% to 14% of the annual total remuneration |
- | package e iy
130 to 149% 5% to 9% of the annual total remuneration
o |package
129% and below | Computsory Performance Counseling = |

to the Employee in ra)gnition of outstanding performance.

13.3  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.
13.4  In the case of unacceptable performance, the Employer shall-

13.4.1 Provide systematic remedial of development support to assist the Employee to improve his

or her performance; and

13.4.2 After appropriate performance and counselling and having provided the necessary guidance
and/ or support as well as reasonable time for improvement in performance, the Empioyer
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.

14 DISPUTE RESOLUTION

14.1  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 —

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

INITIALS Brac S8 >
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14.1.2 Any other person appointed by the MEC.
14.1.3 In the event that the mediation process contemplated above fails, clause 19.3 of the

Contract of Employment shall apply.

15. (GENERAL

15.1 The contents of this agreement and the outcome of any review conducted in terms of

Annexure A may be available to the public by the Employer.
15.2 Nothing in this agreement diminishes the obligations, duties, or accountabilities of the

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

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

Thus, done and signed at MC{V}C\&HOH this the 2.).. day o;ju'\f (Month)z.g% tYear)

AS WITNESSES: Q

Mrs. Bongani Mildred Sithole
EMPLOYEE

AS WITNESSES:

INITIALS — B\p s S-Gf~ 13



\ SWB

‘pale|dwod aq jsnw Juswsaalbe souewlouad Jebeuew yoes uj 0} pealbe (90o) serouspaduio)

jeuonednoog aion pue (HW9) euen juswabeuep 2140 ‘(VdX) sealy doueuwuoLidd A2y U0 malAsl Juswsebeuew |enuue Buimolo) sy

(g-1} 10 8eos iod
-8Al) 8U) YJM S80UBPJIODOE Ul SO0 PUB SOIND ‘S YN 2U1 JO S)INSal JO JUSWSARILDE BU} JO JUSLUSSSSSE 8} SaAJ0AUI [esiesdde souewsopad (enuue syl

abexyoeq Alejeg
220z Jaquisdaq 10 Juaunutoddy 40 93
9691 laquiny sshojdwy
alewsd JETIETY)
ueolpy 30EY

%G UDJEWLIOSUE. ) PUE Juswido@aaq [euonpsuj [ediotingy heyes aland pue
%6 (q31) 1uswdojerag oloucog oo | | SBONISS  Ajunwiwion  uopaug FRTEIIAET FANLIAIEE]
9,08 uonedionled 2jand pue aouRLIBAOL) POOL) Alediouniy) |B207 lUSpUB Ayjediouniy
%9 Juslwabeuely pue AjigeiA [B1oUEUlS [BADIUN)y paip|iA tuebuog ey
%9€ fuenleq 80IMBS D1seg 310WIS aweuIng

ONILHOEM %08 (S.Vd)) SYIHY JONYIWNOINA AN 129202 MBIASN JapUn PoLad

NV1d 3ONVIANYOd4d3dd



~5'S

soanoalqo oibajens Aay aasiyoe
01 Jopio Ul sasso001d [euonniisul A0IdWI 0} BAITBAOUUI BJE 1By} SUOIINOS paseq-joe)
Juswadwi pue ysiigeise 0} spuaJ} pue sabudjeyd ‘UoneuLojul 8sAjeue A||BoiuD 0 IS

saanaalqo
paiuapl 1suiebe Ayjenb pue s)Nsal ainsesw pue JoHUOW A|2AI0E 0} ‘JaYUn4 ‘splepue)s
Ayjenb j@sw 0} sisylo sbeinoous pue suolejoadxe pasdxs 0} BulAMIS A[JUSISISUOD |
a|Iym saaalqo pue synsas Buinaiyse Uo snooy ‘spiepuels Alljenb ybiy uiejulew o} sINg

SWRA gy

sishleuy® Buiajog wagold  / _

uopeouu| AisnfeQ 8IS 9 |

usLIUIBA0h

je20] J0 aseq afipajmouy 9A1193]|00 9y} SoUBYUS 0} ‘BIpSW pue $assad0.1d snolea ybnoay)
uonewJojul pue abpamouy Jo Buueys pue uoljessusb ay) sjowold 0} s|ge aq 0} S|INS
SIUBLUILILLOD AIBAI[2p 92IAISS UO JSAI|9p pue A||NjSse20ns SaAleliul |

ul mau Juswsjdu 0) sbueyd pue uoneuuoisuel) jedoiunw poddns pue ajIjul 0} SHINS
-fuessaneu suaym Bundope

pue 126pnq umo uo syuswpedsp Jaylo Jo 1oedwi ay) Bunedionue pue Buipueisispun
pue Aj@ieudoidde saainosal Buyeoso|e Aq 1esh sy Jnoybnoly) s)sod Buljjosuoo

‘“Jead |eroueuly syl jo Buluuibaq ey) Je 196png e ue|d 0} ajqe Buiag sapnoul sy jebpng
B JO SJUIelisSucO ay} Uuiypm yiom Juswedsap so/pue sjoafoid abeuew 0} palinbal s|ing

PaAsI|DR ale $3A1103(q0 JuswuIsA0h 1800 Jey) pue pajuswsa|duwl aie saaijod Jey) SINsus

0] SallIAlOe oLIDads ajenjeas pue Jojuow ‘ebeuew ‘ueid 0] leNpIAIPUI 8Y] B|GBUS 0} S{|INS

. alepuew s Ayediolunu sy} UO JoA|9p 0} sJBYl0 aaidsul pue |
swuedsap 4o Ayjedioiunw sy} 10} UoloBIIP Y] 188 ‘UOISIA B apiacdd 0} s|qe 8q 0} S|INS

TS TVIRIDOVNVYIN 380D |

Walabeuepy abipamouy ‘g

yuswabeueyy sbueyd “y

(fiosindwoy) Juswebeuely jeroueuld g

Jusliabeuepy 108fold ¥ swwelbold ‘7

~ dysiepes B Aqede) oibsjens |

TIIMS TYRIIOVNVIA 2802

‘sisBeuew jje Joy A1osindwod ale 5,407 PIog 2y "9109s Juawssasse askojdwa [B10) 8y} o Juadsad AJuamy JO} JUNODDE [[IM SBIOUD}ALLOD
959Yj) JO JUBLUSSISSE B 'S||NS |euoiednoo0 pue [euabeuew |eisush aquosep selousledwod asay] ‘siabeuely /G UoRISg jo suonenboy
ay) AQ pasinbal se (sy0D) suswsalnbay Asusiadwor) 8107 1O SW8) Ul pessaesse aq pinoys siebeuepy /G U0IDSS jo souewlopad ay]

NHOMIANVYEHd ADNILIdNOD 0D

') V4

b -9707] | INAWHTIDY HONVINIO4dHd



aousjedwod |elow sjo9jjal jey) Jnoiaeyaq Aejdsip AJuslsisuod
pue Ajubeju pue Ajssuoy soowold ey Buiuosess Aldde ‘siabbu |eiow Ajpuspl O} IS

'SBLUODIN0 PaJISSp 9y} aAaiyoe

0] SJ810 8oUSNjUI pULR B2UIAUCD ‘epensiad ‘uie|dxa o} aouaipne sy} Jo} ajeudoidde
JauueW 8sIoU0D puk Jeald B Ul seapl pue uonewucjul abueyoxs 0} s|ge aq 0} S|INS
spaou fuifepun esey) uo paseq a21nas ajeudoidde ue Buipiaold pue JswoIsno

ay) Jo spasu purisiapun 0} BulAly Aq aanoeold aq o) pasinbal aie siebeuew Ajjesp)
‘Juaswnbie Jnoypm pue Apainb swaiqold Buiajos pue |nidisy pue Ajpusuy Bulaq ‘siep

0} dn jusio ay) Buideey ‘suonebajap pue sainpasoud ‘sadijod o) Buuaype ‘sbulesp
Jisy j|e ulssuoy Buiaq ‘sesiwold Buidasy ‘seuanb 0y 1oeal1 01 paianbai sie ssalojdws
LWNWIUIW 1Y "spasu 9soy) Bunsaw usy) pue Jawoisnd ay) Jo spadu ay) sululsisp

0} BuIAl) suesW SIY} JSWOISND [BUISIXS 40 [BUISIUL UB 0) 921AJaS B Buipiacid Jsylsypn
Aedoiunw ay) Aj@jewinn pue Juswyuedsp ay) jo sjeob ay) Buiasiyoe 0} pajwWoD ale
Aayj 1Y) 0s wes) ay} Buieanow pue MJIom JIay) op 0} S82IN0sal pue s|00) Alessaossu
ay] sey wes)] ay) jey) ains Bupjew ‘pealds Ajusaa si0m 8y} 1ey) os pue Ajgyeudosdde
pasn ale S||IYS [enpIAIpUIl JBY) 0S Speopom Buiinguisip S9A|0AU| OS(e )| “LIBY]

108ye Aew jeU) SUOISIDBP JO aleme S| WES) ay) Jey) 0S pue paleys ag Ued Uoewloul
1ey) 0s wes)} Jay /siy yum sbunossw seinbal Buipjoy sepnioul siyl ‘sdiysuolelal
abeuew Ajpaosye pue sindino Jay) asiwndo ‘sjdoad abeinoous pue sbeuew o} s||MS

) ﬁb@; STVILINI

AuBsuy g AyssuoH |}

UONE2IUNWWOY "0}

(Aiosinduion)

_ Snaod Jawiojsnyg UOREIUSLIQ JUBLD 6

{fiosindwon)

weuLtamodwigy juswebeuey sjdoad 8 |

o | P4

E 2 -9707] | LNIWNATIOV IONVINHOIHad




JT 55 W STVLLINI

spoylaw
pue sydasuoo aaisusyaidwoo sealdde pue sdojeasp ‘ebueys pue uonoailp oibsjens
Buideys u [eanuo ‘suoljeiado uswuiaAoh |eao| Jo Buipuelsiapun salsusyaidwod e seH louadng
sasf|jeue yydep -ul senooxs pue dnoib e spes| pue sjoallp | .
Aleanoayg Buipueisiapun pue spoyaw ‘sidaouoo xe|dw oo salidde pue sdojgas pasueapy
a sash|eue anlssalbold sainooxe pue sIaUio Jo 3Jom oy} sepink pue | o
sue|d ‘Buipueisiapun pue spoylaw ‘sydeoucd aaissalbosd alow sajdde pue sdojaasq | juayadwor) |
uonuaAIaul JUaWdojgAsp pue uoisialadns salinbal jnq a ]
‘suoljesado Juswiuianch 20| Jo Buipuelsiapun pue ‘spoylaw ‘s}desuod diseq saljddy olseg
NOILdIY¥OS34da T3IATT _

NOILdIYdD3S3d ANV ST3AIT LNIWIAIIHOV

fro [LZ
u@ -9707] | INTWATIOV IINVINOANAd



I S WG stvina

v/N AuBaju) g Ajssuol "L

%0t uoneuNWWey 0}

°%0F {fuosindwon) snao JotiojsSnzP UONEIUDLIO JUSHD 6

%07 {fiosinduion) Juswiemodwizy juswiebeuey aidoady g

%01 sishleuyg Bunjog wajqoid 7
WIN uoneAouU| AlaAlIBQ 801A8S g
%01 Jualwebeuely abpamouy g
%0l wewsabeuey abueyny 'y
%0E {(Liosindwoy) juswebeueyy jeroueuld ¢
v/N Juswabeueyy 108loig 9 swwelbold 7
%0T diyssopes 3 Agede) oibisjens |

{&-1)
{c-1) (4IOVYNVIN AB)
YIGNAW SINIWNODISANOLST N % LHOIAM (OWD) VINILINO INTWIOYNYIN FHOD

J13NVd A9 ONILVY

ONILYY NMO

VId3LIYO LNJWIDVNVYIN JH0D

= [Lz
1@ 92071 | INIWHHUOY HONVINYOLAd



~5S SWE sy

Aediounw
LA o) jo Buluonsuny sy aacsdw o) Ayanesio oiweup pue [euondaoxg Tt
sjuawypedap
oG 10)39S aul [euoneu Joyo Aq pasnbel se esusjaduiog 0} |
%G1 aaueusaaob ul S|INS 6
%S UoHeIpawl Ul s|IHS 8
/N auldiosip/spial [ediounw [eUORIUNY SUO U] 240Ul Jo abpajmouy “/
uonejuswajdwi
| %0 pue sisfjeue ‘uonesiemdasuos  Aojjod uo Aousledwioln 9

SIXSJU0D DILOUCID

%G pue (e10os ‘jeanijod oosds ueolyy YINog 3 feqolb Jo sbpamouy g
. B %01 Buipioday g Juawabeuey esueuLIouad Jo abipamouy ¢
LTA) uauIaAob (eao) elusiudojensp Jo abpamouy ¢

yomawely £oijod [euoyeu

%02 pue uoge|siBa) ay3 wyim uoneuswaldw pue jo uonejaidia| 'z

%02 Juswabeuepy-leg Ul sousiadwion) ‘|

{c1) (5-1) (N3OYNYIN AG) %

HIEWEIN 13NV AB ONILYVY ONLLYY NMO A3 LHOIAM AONILIdWOD TYNOILYdNII0 U0

AONIL3IdINOD TVNOILVYdNIJ0 40D

V4
97071 | INIWATIOHY FIINVINI0184dd




5 S W STVILINI

Jagquiay

Jaquiay

Jequisy

Jaquispy

uosJadueyn

TANVd NOILVNVAT 3HL 40 SH3FINTIN 40 STANLVYNDIS

(001X6/0)39V LNIOYIINITHOIS TYNIS

%0¢

JHO0ISTYNIHD)

(euaDINPUOD)DD

%08
ININSSISSY

JHO0ISTVIOL 40 % Tv10L1-8ns

(eaa}insaRARM) VN

P [z
e -9707] | INIWITDV AINVINHOAUEd



SWA, svir

NV'1d INJWdOT1aA3Q 1VNOSdad

SHAIHVYL
SYAUVYE SSHO0Ud

3WOIHIA0OLSNOILIY 31vQ LI9NYL NOILNIAYILINI 40 3dAL 034013A30 38 01 VIYY

d0d ¥04 MIAIATH FINVINHOH

B [,z
-90707] | INAWAFIOV IINVINH0L9Ad



.m.C/_ﬂm STVILINI

r:oyeq ojeqg
1aBeuepy Jo auneubis 192130 Buuoday jo sinjeubls
............................................................................................................................................................................... ~MI1340
ONILYOd3Y WOdd MOvaqa33d

"MIIATY ATHILEVYND TVINHOANI NO MOvdad33d

H Q =z —. 91eq | N ||__
QJ\JmX = fx_ HA .m...h BuEG NOSoY JO aWeN :ajeq
—= FHNLYNDIS 1rebeuepy jo swep)
Gty g
- FUNLVNOIS
ue|d Jusdojaaa pue aoueULIOLSd dACGE DY) JO JUBWSBAIILDE Y} UM ‘uo poaaibe se saanosiqo ayuj aasIyIe 0} IYeUSBPUN Ppue ue|d Juswdo|aasq
__ ajoyus paipiy ivesueg siiy Moddns o) ayepapun § pue asueWIOMId PAOGE BY} U] 30 189S SE SaAIa(go ay) Ylim aaibe |

NV1d LINJWNdOT3IAZIA IONVINHOJdId OL LNIJWIIHOV

P [LZ
@u -9707] | INIWATIOV IINVINI0LdAd



P S S — i = Sl — I ImemETeEm

ITIALS

PERFORMANCE AGREEMENT | [2026-
| 27]

FINANCIAL DISCLOSURE

I, the undersigned Surname and Initials) Bongani Mildred Sithole

(POStal ADAreSS.........oooo o oiooioiiisciitti o

{Residential Address) 327 District Drive, Merrivale Heights, Howick, 3290
(Position Held) Director: Community Services and Public Safety

(Name of Municipality) Mandeni Munticipality ...

Tel: 0845886322.................ccoooi FaX): oo
hereby certify that the following information is complete and correct to the best of my knowledge:

1. Shares and other financial interests (Not bank accounts with financial institutions) None

" Number of shares / Nature | Nominal Vaiue
extents of financial |
| interest

Name of company or

entity

2. Remunerated work outside the municipality (Must be sanctioned by the municipality) None

| Name of employer Type of work

Amount of remuneration or
income

k

3. Consultancies and retainerships None

| Name of client | Nature Type of business

activity

| Value of benefits

received

4. Sponsorships None

| Source of | Description of
__assistance/sponsorship | sponsorship

Value of spdnsorship

L |

5. Gifts and hospitality from a source rather than a family member None

| Description | Value | Source

- - ——
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6. Land and property

Description | Extent

| 27]

| Value

Area

DATE: =21 ,07 IE—C?_Z G -

PLACE: Ma‘enden ‘i

2ms -

S-GF

24



CONFIDENTIAL
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 and understand the contents of the declaration?
Answer _ =S
i) Do you have any objection to taking the prescribed oath or affrmation?
Answer \\fc

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

Answer :46.5

—ﬁ@ Liﬁ P

DEPONENT

2. lcertify that the deponent has acknowledged that she/he knows and undérstands the
contents

of this declaration. The deponent utters the following words: “| swear that the
contents of this declaration are true, so help me God.” / “l truly affirm that the
contents of the declaration are true”. The signature/mark of the deponent is affixed

to the declaration+ /_grresence.
D
'—2‘7'_;,:—'_ AN =

I = 7% EBO (et

Commissioner of Qath /Justice of the Peace

Full first names- and sumame: €ECE SHERWIN ADAMS: ~ (Block
letters)

Designation (rank): CONSTARLE - Ex Officio Republic of
South Africa
Street address of institution:

123; Nkonpine Pooc/

= T —_—
Date: 2026 ~C7 ~2]. (ST AFHICAR LICE SERVICE]
Place: ; i FINANCE COMMANDER :
Swnolumbls SAPE i ome 298 B
—— :! fT = e ‘:_
Yere SUNTUMD
) ——RWRZOLUNATAL | .-

TR i
L v 3

: L
m e Thamieane -

D;I'E: 1_!7[()?_ 20?/{)



PERFORMANCE AGREEMENT |

CODE OF CONDUCT

Definitions

In this Schedule “partner” means a person who permanently lives with another person
in @ manner as if married.

General conduct
A staff member of a municipality must always be —

(a) loyally execute the lawful policies of the municipal council;

(b) perform the functions of office in good faith, diligently, honestly and in a
transparent manner;

(c) act in such a way that the spirit, purport and objects of section 50 of the Local
Government: Municipal Systems Act, Act 32 of 2000 are promoted;

(d) act in the best interest of the municipality and in such a way that the credibility
and integrity of the municipality are not compromised; and

(e) act impartially and treat ail people, including other staff members, equally without
favour or prejudice.

Commitment to serving the public interest

A staff member of a municipality is a public servant in a developmental local system,
and must accordingly—

(a) implement the provisions of section 50 (2); of the Local Government: Municipal
Systems Act, Act 32 of 2000;

(b) foster a culture of commitment to serving the public and a collective sense of
responsibility for performance in terms of standards and targets;

(c) promote and seek to implement the basic values and principles of public
administration described in section 195 (1) of the Constitution;

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

(e} participate in the overall performance management system for the municipality,
as well as the staff member’s individual performance appraisal and reward system, if
such exists, to maximize the ability of the municipality as a whole to achieve its
objectives and improve the quality of life of its residents.

INITIALS
S S-G.k 26



PERFORMANCE AGREEMENT |

4, Personal gain

(1) A staff member of a municipality may not—

(a) use the position or privileges of a staff member, or confidential information
obtained as a staff member, for private gain or to improperly benefit another person;
or (b) take a decision on behalf of the municipality concerning a matter in which that
staff member, or that staff member’s spouse, partner or business associate, has a
direct or indirect personal or private business interest.

(2) Except with the prior consent of the council of a municipality a staff member of
the municipality may not —

{a) be a party to a contract for —

(i) the provision of goods or services to the municipality; or
(i) the performance of any work for the municipality otherwise than as a staff member;

(b) obtain a financial interest in any business of the municipality; or

(c) be engaged in any business, trade or profession other than the work of the
municipality.

5. Disclosure of benefits

(1) A staff member of a municipality who, or whose spouse, partner, business
associate or close family member, acquired or stands to acquire any direct benefit
from a contract concluded with the municipality, must disclose in writing full
particulars of the benefit to the council.

(2) This item does not apply to a benefit which a staff member, or a spouse, partner,
business associate or close family member, has or acquires in common with all other
residents of the municipality.

6. Unauthorised disclosure of information

(1) A staff member of a municipality may not without permission disclose any
privileged or confidential information obtained as a staff member of the municipality
to an unauthorised person.

(2) For the purpose of this item “privileged or confidential information” includes any
information -

(a) determined by the municipal council or any structure or functionary of the
municipality to be privileged or confidential;

(b) discussed in closed session by the council or a committee of the council;

(c) disclosure of which would violate a person's right to privacy; or

(d) declared to be privileged, confidential or secret in terms of any law.

INITIALS =M S, c.ep
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10.

11.
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PERFORMANCE AGREEMENT |
|

This item does not derogate from a person’s right of access to information in terms
of national legislation.

Undue influence
A staff member of a municipality may not —

(a) unduly influence or attempt to influence the council of the municipality, or a
structure or functionary of the council, or a councillor, with a view to obtaining any
appointment, promotion, privilege, advantage or benefit, or for a family member,
friend or associate;

(b) mislead or attempt to mislead the council, or a structure or functionary of the
council, in its consideration of any matter; or

(¢) be involved in a business venture with a councillor without the prior written consent
of the council of the municipality.

Rewards, gifts and favours

(1) A staff member of a municipality may not request, solicit or accept any reward,
gift or favour for —

(a) persuading the council of the municipality, or any structure or functionary of the
council, with regard to the exercise of any power or the performance of any duty;

(b) making a representation to the council, or any structure or functionary of the
council;

(c) disclosing any privileged or confidential information; or

(d) doing or not doing anything within that staff member’s powers or duties.

(2) A staff member must without delay report to a superior official or to the speaker
of the council any offer which, if accepted by the staff member, would constitute a
breach of subitem (1).

Council property

A staff member of a municipality may not use, take, acquire, or benefit from any
property or asset owned, controlled or managed by the municipality to which that staff
member has no right.

Payment of arrears

A staff member of a municipality may not be in arrears to the municipality for rates
and service charges for a period longer than 3 months, and a municipality may deduct
any outstanding amounts from a staff member’s salary after this period.
Participation in elections

A staff member of a municipality may not participate in an election of the council of

the municipality, other than in an official capacity or pursuant to any constitutional
right.

SG K s
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12. Sexual harassment
A staff member of a municipality may not embark on any action amounting to sexual
harassment.
13.  Reporting duty of staff members
Whenever a staff member of a municipality has reasonable grounds for believing that
there has been a breach of this Code, the staff member must without delay report the
matter to a superior officer or to the speaker of the council.
14. Breaches of Code
Breaches of this Code must be dealt with in terms of the disciplinary procedures of
the municipality envisaged in section 67(1)(h) of this Act
14 A. Disciplinary steps
(1) A breach of this Code is a ground for dismissal or other disciplinary steps against
a staff member who has been found guilty of such a breach.
(2) Such other disciplinary steps may include —
(a) suspension without pay for no longer than three months;
(b) demotion;
{c) transfer to another post;
(d) reduction in salary, allowances or other benefits; or
(e) a{n appropriate fine.
%\&Q__ EO’\C’ alal gi l—:(/\oha
EMPLOYEE SIGNATURE PRINT WAME

e £, KHUZw AR

PRINT NAME

INITIALS B \q¢ s € & -



