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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

Thaba Chweu Local Municipality herein represented by ROY STEVEN MAKWAKWA in her/his
capacity as Employer (hereinafter referred to as the Employer or Supervisor)

and

SINENHLANHLA LINDOKUHLE MANQELE Employee of the Municipality (hereinafter referred
to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

1.1

1.2

13

1.4

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

Section 57(1)(b)(i)} of the Systems Act, read with the Confract of Employment
concluded between the parties, requires the parties to conclude an annual
performance agreement within one (1) month after the beginning of each financial
year of the municipality.

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 fo 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 -

2.1

22

2.3

2.4

2.5

286

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

specify objectives and targets defined and agreed with the empioyee and to
communicate to the employer's expectations of the employee's performance and

accountabilities in alignment with the Integrated Development Plan, Service Delfivery
and Budget Implementation Plan (SDBIP) and the Budget of the municipality,

specify accountabilities as set out in a performance pian, which forms an annexure to
the performance agreement;

monitor and measure performance against set targeted outputs;

use the performance agreement as the basis for assessing whether the employee
has met the performance expectations applicable to his or her job;

in the event of outstanding performance, to appropriately reward the employee,; and
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27

give effect to the employer's commitment to a performance-orientated relationship
with its employee in attaining equitable and improved service delivery.

COMMENCEMENT AND DURATION

3.1

3.2

3.3

34

3.5

This Agreement will commence on the 01 January 2024 and will remain in force until
30 April 2024 thereafter 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.

PERFORMANCE OBJECTIVES

4.1

42

43

The Performance Plan (Annexure A) sefs out-

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

412 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, Service Delivery and Budget Implementation Plan (SDBIP) and
the Budget of the Employer, and shall include key objectives; key performance
indicators; target dates and weightings.

421 The key objectives describe the main tasks that need to be done.

422 The key performance indicators provide the details of the evidence that must
be provided to show that a key objective has been achieved.

42.3 The target dates describe the timeframe in which the work must be achieved.

424 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.
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5 PERFORMANCE MANAGEMENT SYSTEM

5.1

52

53

5.4

5.5

56

57

5.8

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

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

The Employer will consult the Employee about the specific performance standards
that will be included in the performance management system as applicable to the
Employee.

The Employee undertakes to actively focus towards the promotion and
implementation of the KPAs (including special projects relevant to the empioyee'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 shail be contained in the Performance
Agreement.

551 The Employee must be assessed against both components, with a weighting
of 80:20 allocated to the Key Performance Areas (KPAs) and the
Competency Requiremenis (CRs) respectively.

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

553 KPAs covering the main areas of work will account for 80% and CRs will
account for 20% of the final assessment.

554 The total score must determined using the rating calculator.

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 fo between the Employer and
Employee:

Key Performance Areas (KPA's) Weighting |
Basic Service Delivery 82%
Municipal Institutional Development and Transformation 0%

Local Economic Development (LED) 0%
Municipal Financial Viability and Management 6%

Good Governance and Public Participation 12%
Spatial Planning & Rationale 0%

Total 100%

In the case of managers directly accouniable to the municipal manager, key
performance areas related to the functional area of the relevant manager, must be
subject to negotiation between the municipal manager and the relevant manager.

The CRs will make up the other 20% of the Employee’s assessment score. CRs that
are deemed to be most critical for the Employee’s specific job should be selected ()
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from the list below as agreed to between the Employer and Employee. Three of the
CRs are compulsory for Municipal Managers:

LEADING COMPETENCIES WEIGHT
Strategic Direction and Leadership 5%
People Management 10%
Program and Project Management 10%
Financial Management 10%
Change Leadership 5%
Governance Leadership 10%
CORE COMPETENCIES
Moral Competence 10%
Planning and Organising 10%
Analysis and Innovation 5%
Knowledge and Information Management 10%
Communication 10%
Results and Quality Focus 5%
Total percentage 100%

6. EVALUATING PERFORMANCE

6.1

8.2

8.3

6.4

The Performance Plan {Annexure A) to this Agreement sets out -

6.1.1 the standards and procedures for evaluating the Employee's performance; and

6.1.2 the intervals for the evaluation of the Employee’s performance.

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

employmeni 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.




6.5 The annuai performance appraisal will invoive:

6.5.1 Assessment of the achievement of results as outlined in the performance

plan:

{&a) Each KPA should be assessed according to the extent to which the
specified standards or performance indicators have been met and with
due regard to ad hoc tasks that had to be performed under the KPA.

{s)] 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.
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6.5.2 Assessment of the CRs

Level

Terminology

Description

Rating

112]3]4]5

Outstanding
performance

Performance far exceeds the standard
expected of an empioyee 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.

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.

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.

Not fully effective

Performance is below the standard reguired
for the job in key areas. Performance meets
some of the standards expected for the job.
The reviewfassessment indicates that the
employee has achieved below fully effective
results against more than half the key
performance criteria and indicators as
specified in the PA and Performance Plan.

Unacceptable
performance

Performance does not meet the standard
expected for the job. The review/assessment
indicates that the employee has achieved
below fully effective resuits 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
to the level expected in the job despite
management efforts to encourage
improvement.

(@)

(b)
(c)

Each CR should be assessed according to the extent to which the specified
standards have been met.

An indicative rating on the five-point scale should be provided for each CR.

This rating should be multiplied by the weighting given to each CR during the
contracting process, to provide a score.

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




6.6

6.7

6.8

6.9

6.5.3 Overall rating

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

The assessment of the performance of the Employee will be based on the following rating
scale for KPA’s and CRs:

For purposes of evaluating the annual performance of the municipal manager, an
evaluation panel constituted of the following persons must be established -

6.7.1 Executive Mayor or Mayor,

6.7.2 Chairperson of the performance audit committee or the audit committee in the
absence of a performance audit committee,

6.7.3 Member of the mayoral or executive committee or in respect of a plenary type
municipality, another member of council;

6.7.4 Mayor and/or municipal manager from another municipality; and

6.7.5 Member of a ward committee as nominated by the Executive Mayor or Mayor.

For purposes of evaluating the annual performance of managers directly accountable to
the municipal managers, an evaluation pane! constituted of the following persons must
be established -

8.8.1 Municipal Manager,

6.8.2 Chairperson of the performance audit committee or the audit committee in the
absence of a performance audit committee;

6.8.3 Member of the mayoral or executive committee or in respect of a plenary type
municipality, another member of council; and

6.8.4 Municipal manager from another municipality.

The manager responsible for human resources of the municipality must provide
secretariat services to the evaluation panels referred to in sub-regulations (d) and (&).

7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1 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:

First quarter : July 2023 — September 2023
Second quarter : October 2023 — December 2023
Third quarter : January 2024 — March 2024
Fourth quarter . Aprit 2024 — June 2024

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

meetings.

7.3 Performance feedback shail be based on the Employer's assessment of the Empioyee's

performance.

7.4 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
consuited before any such change is made.
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7.5 The Employer may amend the provisions of Annexure A whenever the performance
management system is adopted, implemented and / or amended as the case may be. In
that case the Employee will be fully consulted before any such change is made.

8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan {PDP) for addressing developmental gaps is attached as
Annexure B.

9. OBLIGATIONS OF THE EMPLOYER
9.1 The Employer shall -

9.1.1 create an enabling environment to facilitate effective performance by the
employee;

9.1.2 provide access to skills development and capacity building opportunities;

9.1.3 work collaboratively with the Employee to solve problems and generate
solutions to common problems that may impact on the performance of the
Emplayee;

914 on the request of the Employee delegate such powers reasonably required
by the Employee to enable him / her to meet the performance objectives and
targets established in terms of this Agreement; and

9.1.5 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.

10. CONSULTATION

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

10.1.1 a direct effect on the performance of any of the Employee’s functions;

10.1.2 commit the Employee to implement or to give effect to a decision made by
the Employer; and

10.1.3 a substantial financial effect on the Employer.

10.2  The Employer agrees to inform the Employee of the outcome of any decisions taken
pursuant to the exercise of powers contemplated in 10.1 as soon as is practicable to
enable the Employee to take any necessary action without delay.

11. MANAGEMENT OF EVALUATION OUTCOMES

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

112 A performance bonus of between 5% to 14% of the total remuneration package may
be paid to the Employee in recognition of outstanding performance to be constituted
as follows:

11.2.1 a score of 130% to 149% is awarded a performance bonus ranging from 5% to
9%; and




11.2.2 a score of 150% and above is awarded a performance bonus ranging from 10%

11.3

to 14%.
In the case of unacceptable performance, the Employer shail —

11.3.1 provide systematic remedial or deveiopmental support to assist the
Employee to improve his or her performance; and

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

12. DISPUTE RESOLUTION

12.1

122

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 —

12.1.1 the MEC for local government in the province within thirty (30) days of receipt
of a formal dispute from the Employee; or

12.1.2 any other person appointed by the MEC.

12.1.3 In the case of managers directly accountable to the municipal manager, a
member of the municipal council, provided that such member was not part of
the evaluation panel provided for in sub-regulation 27(4)(e) of the Municipal
Performance Regulations, 2008, within thirty (30) days of receipt of a formal
dispute from the employes;

whose decision shall be final and binding on both parties.

In the event that the mediation process contemplated above fails, clause 20.3 of the
Confract of Employment shall apply.

13. GENERAL

13.1

13.2

13.3

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

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.

The performance assessment results of the municipal manager must be submitted to
the MEC responsible for local government in the relevant province as well as the
national minister responsible for local government, within fourteen (14) days after the
conclusion of the assessment.
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AS WITNESSES:

11

MPLOYEE

-

MUNISIPAL MANAGER




fos

%L\q\!ﬁv

Zl

NV 1d IONVINHO4d3d 'V FHNXINNY




MD

uonedwien

)

%ﬂmﬂm ¥

JBGLINN

e
m%m

£
2JjuBd
Haeq
Ang ¥T0Z finquepAi finquapAi
snuao | Buyokosi aunr og Aq Fii} /B e
NoBq 1o uol} BinguapAn usysiysein uysiysew wiabeueil
fng 6 | ongsuos | Buiysmsei 1B B5us0 Eep B]SEM |EpUew
ujohoal By oy 1B a1juss y¥oeg Ang @JONISLHBO 10} 38D [1ounoo
JO uon sufitsap ®oeq Ang BulpAoal =X H=) $o8q s YHm
OnASUOD ayl BurpAoas jo jou yoeq Ang -fngejou | dopasg Bu| |
3y} op o} | uononsUOd DIONISUCT Buynhoal oljoruIsuod an}e | S90S
subBisep 10} P9 | BHASUCD ay} ic} ayy Jo} Jou BUYI£0) | NISEY Ajenb
(oI} pancudde Aunpoe AL 19)dwiog 2 pajeidwon pejedwos 01OnASUDI Juaw subisap pue 0]
089/ 000 waape; | peuued | pauueid | subisep | jojusw subisep subjsap splem ayyJo | abeusyy gip|dwos | $99UBS 599008
gze 1y | ope 6y | wswjuoddy oN ON | J0les | | lwioddy 0195 1 | 1gx meN | jojequiny | Jaquiny (14 suBiseg 8]SEM 01 o188 | 9plAolg
palseIsul
(308l01d abeufig
10 uon pue a
alduwicn) BeujerQg
(Bu adid
e[RIYSL) 'xog
LR ¥20Z | W8AInD &
BUBUEY aunr gg Aq ‘'sulelq | ue@aysD ajepuel
-Bu | (Buejanys)) -A LTI EFuned
DUI0JOW 189485 ‘Buineg BUBUEY- wusw yum
B BUBUEM souq | Buotgosop (6 (6 | donag aul u
|ewaiopy -Buoyjolom ‘sseg p | EBlOwWBIOWN uejaiusl) uepelys )} 2)M0 | SIISS
(om) e po | eowsalop e | 2ZIOEIS ®’p BlOWBICH powalopg | nusenu; ;o Amenb
0Z" Apnoe Aunljoe Aanoe | ysiginjal pausiqinyal ‘1 sysiqnjel {ge[ 1B speOy ul peol pue | 0]
Z891/6€ oeoypes | peuued | peuued [ pauued peo: Jo peOs | 9SBqYNg | DEOCI JO LD Wy o | awsalop) uep ulew ayy | seovuag S59598




4

N

s
L
¥1
10
9}E0HILI00 10BUOD
uojiefdwoy) (1o9foud -]
9 poday FLRFTH 0 Juaw
ssaaboid | edwo)) peos wjodde alepuEwW
Auepents | (@fejA | J0usw auy Joy ¥z02 [12unod
*GOINUIL B | Usiqiryed i usws aunr og {sBemp 7 9seUd e yim
Janopuey | jewipic) ayluo | sAopuel | SIUBAPE Aq (aBe(IA BlRWpIa) (aBeyn (abe|up | dolansg aul u
ans Iapa| plagen yodal | aysgJo g8 EfeLLpiC) HHMEL BlEWpIC) B{EWIPICH) MO | SAAIIS
juswuoddy e ps | ssaiboid | joenuoD | ouslsiel ipIaep e jEp pIgien PIgNeN | nasea Aenb
{e3i) (o) "HeApY | ysigingel A g | joswss) | paysiginel aysiqinjal (| 3espeoy uj pect pue ol
co'rLy 000 ‘@ousagal peodjo | pauenyd | jouswW 10 jBWw peons PEOI JO Wy up{jo | Ipinen) urepy ulew ay} | sesmeg $58008
/984 | 0006 Jo suua} wy g1 L wioddy | dohaag oune ) | |dyMmeN | jo1aqunN | JBgUInN P PIEAA Jo Buined SpeOy aaed 0] JISEY apiaold
£ aseyd
Binqu
aph/Bu
IYSIISEN
je jgang
18y
HBIROOA 202 Blepuetl
JLBITET] aunr og Ag (g aseud) B 1ouno2
ysfepnyal BanguapAi BinguapAT BinguapAl JnquaphT/ Juaw Unm
ay} ue JAEETIT pa | ElPBNg B B | doeasg aun u
Eitalini=nl yoda: | Jewsipcop | 1BIWOD | HAIHODA uIusiysey uigsiyse ainjo | sao|nMes
uogneidwog 1oefoud | ssaubold 18 peol ®’ep (Ben | je198NS JBRaNg ) | NNSeyu; FaTH:NH]
7oL) aaTod)  podal Ayanoe Aagoe auyl A pausiunier | ebeLues | sysigInial quapA) | SSLIooA SYNDULOOA pue 0]
88050 8 EGE ssasboid pouueyd | pauued Joual | payenn peo: | |enp upf | peesjo wy wy jo yL® o jusw usiqInjar | §9I1US5 $S3008
Arelent 1|jdwio L | oW 0860 096°0 | 0 I8qUNN | JaQWNN | ZI PIEAA | YSIgIngSy SPEGY 0L 2pIn0ld

s

s
72

v

.mvn

e

7

b




NS
El B
¢l

ang ¥202 6
BiEMD) suni 0 Aq UIYSIYSEN ajepuewl
Jo usw Buiysiuseny 18 19305 je843 flounos
ysigingal 1B 1980% BlEMD) BlEMD) waw Ui
auy Joj s B|EMD) JO JU Jo s 19948 loue | dojeasQ auy ui
subisep | aubisep awysiginjes wysIgzngal B]EMD) Wys|gIngal 240 | se9IAes
p 30} U |y} auy) Jo) {Bey s aylloy | nasenu| Ajienb
(o) sufisap | sanoidde | eynsuod Auanoe Ajnnoe | 10§ peacidde panosdde siysepy) | wysiganal subisap pue 0]
06°/67 10 198 “19)8| pue 8 joa | peuued | peuued subsap subisep £% oL 40§ snacidde | saomegs SSB00E
zired awnuioddy | jgdwog | uguiddy oN DN 10188 | | [dM MeN | Josequiny | Joquuinn Z pIBpA subiseg SpEOY o] siseg apirctd

¥20e

jeans sunf og Ag B
ogey ). Buisiysey UIYSIYSEW alepuel
Jo Jusw 1B 19845 H-SEETIN 18815 Tialbgleled
ysigunjal cqueyt oguieyl oquey | s Uit
ayt ol ] jo Jjo e 1eans jojue | dopEnag aul v
sufiisop | subisap BLIYSIgINgad wiystqangai aguiey | WISIGINgad ainjo | seolnes
p Joj u ay} oy} Joy jo s auylJo) | nusexu) Ajenb
(an) subissp | ancidde | eynsuod Aanoe fyngoe | Jog peacudde panordde {Buy | wysignjel subjsep pue 0]
£8'290 10 195 “1elg| pue @ Jowe | pouurd peuued subsap subjsep SIYSeIN) ayj 1o} aacidde | saolneS $S8008
GFE 6 M wawuoddy | 39idwion | anuddy ., ON oN 10185 [ | idMt MeN | JoJagquinN | J9quinN Z RJBAA subiseq sSpeoy ol o1seg apincid

202

19818 aunr og Aq ]
elapueiy Buwsiysen uysigsep ajepuBw
J0 Juaw 18 j9a0g 12 18845 19848 jjounoo
usg|qnjal E[@pUEBY BlapuBly ejapuep sl upm
auy Joy S jou 10 WS 1308 w0owa | dopnsg aur| Ul
subisep | sufiisap awysiqnal wysigInal Bl3pUBH wysiginal aIin}z | seoes
B 10} 3u au aLy Joy 10jua By acy | nnseyy Ajenb
(o) sufiisep | saosdde | eEnsuoD Aunnze funoe | Jo) penoidde panoidde (Bupg | wysigingal sufiisap pue 0}
98684 50 1235 a)9| pue @ j0ua | peuueid pauus|d sufilsep sub|sap SIS |} lo4 anoudde | seonieg ssa00e

£ecZL wsupuoddy | jeidw JaquinN subisag
. v .




% N s
91
10
SJRoNUa 10BHUGD
uonaidwos ue g
9 podar nenona: 10 JuBlL
ssalboud James juiodde +Z0¢ sunp gpahb gjepuew
Auspenp jou Iy} 1o} oe Aa g Xy Ulysiuse {lounog
‘santiw olsiaoud i e Buysisen ® UL upm
JanopuUBRY syj uo | anopuey | siusApE il UchE(n2as gah g 16 | dojeasn U Ut
ayg Jens| podas | s g0 2o uogemonal 18M3S 10} LY SIYSEIN uysiysep ainp | seowaes
wsusuoddy ssalBoxd | PeRUOD | oUBsBRE lames pajieIsu] 'U ' | niseqyu| Ayrenb
8/'bZ9 (21n) ‘panpy | osfoud A ' | Josuus) | JojpajEisul auradid (g uo | onemnogsy uoyENoNsl pue 0}
gL/ L | 000000 ‘90ugJeel | ayljo uo | pepEN 10 Jusw 10 1usw auadid 1O uny wy o | Isusixs) 1amas Jo u 18mas | seones $88008
o Zi j0 suna] | nedwon 1 wioddy | dopasg JOWYZOL | [dMMBN | JoJaquny | Jaquiny Z PIepA uojsincid | opesues | apinord o 21seqy apincid
pa
uo [He] uo 19[dwro2
nejsgns | peIsans | [esgns Ajeped
{1oaloud Iemas Jlames lamoes g '3 Bu
o ucl 108 106 06 IYSIYSEN
oidwon) | wipeabdn | upesBdn | wpelBdn 1B uo g 36
g b bBu pue puE pue nesans | UILSIysSep {z eseyd) g3 b ajepueld
WsIgsen s s UL ¥Z0Z sung 19Mag e gpgb URSIYSEN [IoLNCo
1ep | usiunger | ustungal | ysigirgel | 0g Ag g aypjo B papesBdn UlUsIUseR je juaw yim
epelbdn ayj uc al} uo ay} uo Buiysiysely | upelfidn 2p e ucnejsgns | dojeasg sul Ui
Slesypas 9 pa uodai uodal Hodal ®E pue | sysiqinja: uoHeISaNS Jamag aul N | s89lM8s
uonsidwos | ysiunies | sselfosd ssaiboid | sssuboud pepelfdn g usw [ lameg jo apelbdn | nasesy| Aplenb
(o) g spodad uo A A A paysijguryed | usigryal | uenelsang (guo | Buipesbdn pue pue 0
21824 ssalboid | fEIsUnS | HSUEND | pauenD | pauEnyd LUONEISang ay3jo lamag 1suap) pue jusw u ysiginjel | sed1aeg $89508
Alsuen BPINDId




IN
e
L1
SJEpUE
pa pa pe pa flounoa
JPNPUDD | JONPUOD | JONPUDD | npuoD ¥Z0Z pajaNpueD s)s8) s UM
5}89} 5189} 6 s189) B SESN] sunf og Aq 5159) Bugdwes ) | dojaasQ |uJf Ul
Buydwes uldwues updures uidwes pajanNpuod Bupdires £188) FEMBISEM aimo | sagnes
ig)e Joe 18)e i21e 8)s9) 13 Bugdwes psue | FulSEIU| Ayenb
MBISEAA | MOISEA | MBISBAR | MBISEAA Bundiues JEMB]SEAN 18 u Iakem pue o}
9 ® 2 9 | 19)eMIISBM ? IBIBM spiem | lemelsepn | onenuves JONpuoD | S8BT SSE00E
YN xado spodey | JOIBAAE | JSIBAAE | JOIBAAE | JBIEM E IS ZL | 1M MIN | JoJsquinN | Jaquny H'S LRE LTS I = H-TY S ol aiseg apnold
Seale
WSYLON
auy
seale 1e Addns
LUISUHON JeieMONg alepuell
au 1e aL Joj lounca
Aiddns jayem Ad | sesssoodd usw Unm
Wing sy} Io} | €2/220T Busueyd (e dojanaq aulj Uy
Hodal Jodar uodal podeu s958500.d ay ut a3 uo BuBlopy seale amp | seoAles
syodar | ssesboid | ssaubosd | sserboid | sseibousd | Buueld suyp | pejdwos peidwos ‘olpsat ! seale wayponN | nasenu| Aylenb
{sigH) ssaiboud A A A A | uo papdwcd suodas spodas prgnen} LIBGUON ay e pug 0}
¥R'/ZF 000 000 fuepeny | ueuEnyd | [eHenD | pelenty | peUEnD suodel | ssaboid ssalbold 5% Ajddns LEM NG | sasieg 559928
686/ oLy () o4 L e L L ssaibold ¥ ¢ | j0J8qunN | JOgquInN g pIepA | Jsiemogng mep | oplaouad o), aiseg apinold
10
8)BoIIa joBHUO0D
uonayduon uo ]
w® podal Je|napal 10 Jusw
ssalfosd 19)EM juiodde 20z |sunp gxghb gEpUBl
Apspenpd jou aylioy | Qg AqEMI uysiysew [1ounag
‘SN o1siaosd 1 uaws Buiysiysen 1B Jusw yum
IsAcpUEY ou uo | aaopuey | SIHOADE 18 uopenajal gp3a b g3 6 | doensq suy| Ul
s “Jane| yodal | aus g Jo 98 uonenayel 181BM IO} LIYSILSBYY ulysiyseyy fInje | S90IAISS
(o) | weunueddy ssaiboid | JoenUOD | oussyml 19}EM pajle1sul eu 12 | niseyuy Ayjenb
8.'%z9 8.68. ‘aapy grecielle A B | Josuus | 1O} pajelsul aufedid (guo | onenaney ughe|nonel pue
gLl L £E0 ‘asusiayal | sUpjouo | pepent | Jolusw | o Jusw auledid JO wny wyjo | Isusp} 13380 JO 191BM | S8IIAISS
o oL j0swia) | gaduon L | wmuoddy | doppreg Jo Wy £1E | i MeN | JoJaquunN | JaquinN 2 pIepp UOISIACIA 121epn | epinosd o 2ISEY
o Bl




e

81
(5
uonelsans
‘amn
1ONISBILI
1B1epA fBIn
Pnnsesu
uonelues
‘saroyalog
p P p ‘speoY
opdwoo | sepdwos | sjdwos sy by
paydwoo a0 ain2 aimo SeIL
im0 | nnseyu | naseyul | nagsequl pedwos ‘Whineansg
njseyu| e e e VAN an ‘sau
i bodiownp | diounyy | domunpy aunr ¢ Ag Jorulsesul peayisn} FjepueLl
ediojuniy | Josoue | joedue | JO SduE pajdwod 8 {edpINKY am an [IUNCS
J0BOUB | USjUIBW | uSIUlBW | USJUlEWE | ISnAsEyUl jo 99 JOTL]SEIU) Tt 1| wsw ypm
usjleLws 9 B B Jediouniy UBUBJUIBLU [edioruniy jedisiuny | dojaasq au| Ul
2 sledai suedal snedas siedal o8 9 Jjo ao J0 89 UMD | SAIASS
8} Uo ayyuo ay} uo syjuo | oueusiueW siedal au) UBUSUIBLL S0UE | UBRUSBJUIBLL | NUISRYLY Anjenb
(WD} Hodal A yodal A podal A yodal A | 9 sliedsl ay) uc syuodalr Q2 uauIew 2 sliedas pue 0l
000 054 spodal | (eHend | pSLBND | WedEend | peuEnd uo suodai Apepenb spem | slledaiuo 3 ayluc | $eINUBS §83908
VN ¥81 o Kpapenn 1 L 1 L | ApepenD & | IDIMEN | J0ISQuUIny | JIqUINN I syodey | siedoy | podarog oiseg | SPIMON]
I CRITTER)
uopa|dros
e pue podeai ] 10
ssalbord uaiepe 1081100
Auarienyy uesnen e
‘sanuIw 1e sp| 10 JusW Ad
Ian0puUEy oyISNCYY wiodde €zreele 2)EpUBL
8yls oge 1 8y} Je} 2y L [lounca
'J0I0BIOD Jo unge | saopuey juaLWs vzoz sung | alualewy aluafew slualew JUEHT Yum
B j0 IHUIAS aus | swenpe | og Aq slusie e pUgy | eueduBp sluslew Jeumdjueyy | doppasg auy| Ul
jusunuiodde ay} uo DUEB JO pue s | reusyuep o) pe e pug) 0} JERUBNUEW jes aInp | Seuss
auy) yodar | 1oBnuUO) | Jusalel 1B pug) 0} | }oSUUOD | PEOSULIOD 2 e s ployasnoy 1 nnseyy| Aufenb
ot} 10} YBApPE ‘10efosd | sseubosd g2 | j0suusl pa1IauL0D sps 5 [ualepy/e | plouesnoy oze pue al
000 ‘aouasagal | Iyl o uo A| jowsw | Jojusuw | Sployssnoy | OYISNOH | ployesnoy uqlE} 0gZ $0 UD uone Apsja | sespueg s$3008
nejdwen | peuend dojeasQ 022 0ZZ | jJoiequinN | Jaqunn G piepA | nEOouLIOBY ol o)1seg | SplAold
193 P i T ] 2 g s EER) s I TR e




!
£202
1snfny
LE UO
VSOV A7A YSOY
0} 54Y wnbny |g 0] SV
Yo un | L0 WSOV 01 | HPNY Ad sujjou
issiuigns Sdveuijo | ZZ/kZ0g | olssiuans
aJ0§9q UOISSILUGNS aul 210J349 aou
pa alojeq wol} pa | passalppe uol} | BUISADD)
ssalppe passalppe | ssalppe sHupuy vysoOy | ediiied poo<y
sBuipuy sBuipuy | sBupuy npne ue|d Aqg pasies 24gnd punos
Aungoe Anoe Apnnoe }pne Hpne jipne |eusieLWw uonoy sBuipuny 0 20U pue
ue|d peuueid | poauued | psuued | [eusiew [EU@leWw: | |eusleus joa abe [ew upny jo SS2JppE | BuiBACD) | 2ARORY3
VN xed( | uUogay Upny ON ON ON | 10 %001 10 %005 l09, 0L | Beuaniad | usdiad | oRmmsul Bunepdn pny 91 poc aunsuz
FEOELET Ja)sibai FEEEEN FEEHET ya0Z Ad FEIELEY
ysu s o AsW D qsH aunrog Ad | £2/2202 Asu 20U
oifsleng | Hsieng | 16seng | xbejens | Jeis|balysy auyt vl sbajeng s)sU uoll | BUISAOD)
ayluips | ayiurpa | SYLUIps | Ui UIPS o\Bajeng | psiepdn ayjul 1aye16ay fuiBiswe | edpped poce)
$Salppe | SSOUPPE | S$S9IDpE | SsaIppe ayw | sieysibas | passalppe S pue aggng punos
JsysiBay sug|d sued sugjd sug(d passalppe I sued o|bsiess JuSLI paynuag] 3 au pue
pEIM ] uonoe uopoe uojae uopoe | suejd uonce | oBaleng UGRHDE jeu 10 | =beuep ssolppe | euda0D) | aalo9ye
YN xad( aifeleng | JO %003 10 %GL 10 %08 10 %52 40 %00} ¥ J0O% | JSGWNN | OBMISUl Bugepdn Asiy oL peogy ansug
Ad
St ArAA VA
alpulp
ueid A ue|d A uejg A SIJUGNS
ug|d A | JonoDsy | 10A00SY | JBADITY ueld A
1BA00Y | 1 | $ZOZ eunr | Jannosy ueld
[elouBUl{ | BOUBULY | ElOUBULd | BlOUBLL] 0t Aq ueld | |emueui4 Aanaoay
Jie] J0 0 jie] Aionooay jo |BIDUBLH o
uoneiu uope UOER! uopeil |elouBE uopE Jo uoge Aupgern
sweidw) | swedwy | awedw | aws|dw louo | swerw | juswadu ueld ylomauel) usw | |eruBul
syyuo | eyiuop | syiuop | ayuop | Hejuswsdun ey} uo ag Aanooay jsw | eapesife | abeuep pue
papdwos | epdwos | edwos | 9)dwoo sy gyodar | uo spoda: Jeioueuid | asueyul ay] L 8 2 aseq
spodal spodai suodal spodal uo syodas | sseiboid s591601f |eu 10 uone o | ouejdwos | ANNgeIA | | enUdAal

ssaiboid Z

JAqWn

nusAaY




20




ANNEXURE B: PERSONAL
DEVELOPMENT PLAN
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PERSONAL DEVELOPMENT PLAN
(TECHNICAL SERVICES)

MADE AND ENTERED INTO BY AND BETWEEN

THABA CHWEU LOCAL MUNICIPALITY

AS REPRESENTED BY

ROY STEVEN MAKWAKWA
AND

SINENHLANHLA LINDOKUHLE MANQELE
FOR THE

FINANCIAL YEAR 2023 - 2024
01 JANURY 2024 — 30 APRIL 2024
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ANNEXURE C: FINANCIAL
DISCLOSURE FORM




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

~~__Name of Employer

Type of Work

Amount of remuneration/
income

\

e

Coungil /L//é’

Signature by Council

P

Date 42 :é

4, Consultancies and retainerships
See information sheet: note (4}
' Name of client Nature Type of business Value of any benefits
\ activity received
5. Sponsorships
See informaticn sheet: note (5}
Source of Value of

\ass@celsponsorship

Description of assistance/
' Sponsorship

assistance/sponsorship

B. Gifts and hospitality from a source other than a family member
See information sheet: note (6)
e Description Value Source
7. Land and property
See information sheet: note (7)

Description Extent Area Value
S sezoar S | £ L =
M@H P Sy Z | Zre 0 Dy 7
S I 2T |\ Fe e o 2l

LD X o | s TS | A ek Y

26




CONFIDENTIAL

FINANCIAL DISCLOSURE FORM

| th rsngnec% {surmn ime 2 and initials)

(Postai address)

SO X L .7//%7/ L D

(Residential address}

o e AT S R Yy ek N

/;W/C’é/ = @

{Poiiﬁon held) . z ,_,4 > ff V‘éﬁf_{_
{Name of Mynicipality}

Tel: LBATET e S

Fax. o2 e TAS e

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.)
See information sheet: note (1)

r of shares/Extent of s :
%ﬁ&a\ Nature Nominal Value Name of Company/Entity
2. Directorships and partnerships

See information sheet: note (2)

Name of corporate entity,
partnership or firm

Type of business

Amount of Remuneration/
Income

S T s

L.

M/M

@/49@3

%xM%\/

Y &yjmé

(i sy

w7

y e
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e

SIGNATURE OF EMPLOYEE
DATE: 28 a7 s s W
PLACE: /)ﬁ%//ﬂ/f %f%

OATH/AFFIRMATION

1.

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

® Do you know and understand the contents of the declaration?

Answer )Z"_S“

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

Answer /&@

(iiiy Do you caonsider the prescribed oath or affirmation to be binding on your conscience?

Answer ,Xfif

2. { certify that the deponent has acknowledged that she/he knows and understands the contents of this
deciaration. The deponent utters the foliowing words: "l swear that the contents of this declaration are
true, so help me God.” / I truly affirm that the contents of the declaration are true®. The signature/mark

he deponent is affixed to the declaration in my presence.
f s+nerBis

Commissioner of Oath /Justice of the Peace More k u Pa ris

Full first names and sumame:

T Aditske of »f High (2ou1"i3*3‘:I

of ¢ .
(Pkﬂl‘% .’ﬂ(ﬂm Wﬂ‘%m ‘ 1 6 .: okiBtars

aeenuqsmcw&'wuo
Cnrt M:ﬁ&bﬂo&@entraai

Designation {rank)

“yie

o Datd!
Street address of institution S! 1
Qignn .

Date Place

c WED: EMPLOYER

DATE:
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