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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN::

Thaba Chweu Local Municipality herein represented by SPHIWE SINKEY MATSI in her/his capacity
as Employer (hereinafter referred to as the Employer or Supervisor)

and

MADALA CHRISTOPHER MASHEGO Employee of the Municipality (hereinafter referred to as the

Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

1.1

i.2

1.3

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 to as “the Parties”.

Section 57(1)(b)(ii} of the Systems Act, read with the Contract 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 to ensure that there is compliance with Sections 57(4A), 57(4B) and 57(5)
of the Systems Act.

2. PURPOSE OF THIS AGREEMENT

~ The purpose of this Agreement is to -

21

2.2

2.3

24

2.5

2.6

2.7

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 employee and to communicate
to the employer's expectations of the employee’s performance and accountabilities in
alignment with the Integrated Development Plan, Service Delivery and Budget
implementation Plan (SDBIP) and the Budget of the municipality;

specify accountabilities as set out in a performance plan, 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

give effect to the employer's commitment to a performance-orientated relationship with its
employee in attaining equitable and improved service delivery. Sq({ﬁ
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3 CONMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

3.5

4.1

4.2

4.3

5.1

5.2

5.3

This Agreement will commence on the 01 January 2022 and will remain in force until 30
June 2022 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

The Performance Plan (Annexure A) sets out-
4.1.1 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 refiected 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.
4.2.1  The key objectives describe the main tasks that need to be done.

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

4.2.3 The target dates describe the timeframe in which the work must be achieved.
4,24 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 sef 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 standards that will
be included in the performance management system as applicable to the Employee,
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5.7

58

The Employee undertakes to actively focus towards the promotion and implementation of
the KPAs (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.

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

5.5.2 Each area of assessment will be weighted and will contribute a specific part to the
total 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 to between the Employer and Empioyee:

Key Performance Areas (KPA’s) Weighting
Basic Services and Infrastructure Development 12%
Municipal Institutional Development and Transformation 0%
Local Economic Development (LED) 28%
Municipal Financial Viability and Management 23% -

| Good Governance and Public Participation ' 18%
Spatial Planning & Rationate 18%
Total 100%

In the case of managers directly accountable 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 (V) from the
list below as agreed to between the Employer and Employee. Three of the CRs are
compulsory for Municipal Managers:

COMPETENCY REQUIREMENTS FOR EMPLOYEES

LEADING COMPETENCIES 4 WEIGHT
Strategic Direction and Leadership v’ WOY o
People Management v <l o
Program and Project Management v’ Ve |
Financial Management v el
Change Leadership
Governance Leadership 7 1O o

CORE COMPETENCIES
Moral Competence v e
Planning and Organising vV 209 &
Analysis and Innovation v Slle
Knowledge and Information Management v {O% fa
Communication v sTo
SR




Results and Quality Focus v Vo
Total percentage - 100%

8. EVALUATING PERFORMANCE
6.1 The Performance Plan (Annexure A) to this Agreement sets out -
6.1.1 the standards and procedures for evaluating the Employee’s performance; and
8.1.2 the intervals for the evaluation of the Employee's performance.

6.2 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 employment remains
in force.

8.3 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.

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

8.5 The annual performance appraisal will involve:
6.5.1 Assessment of the achievement of resuits as ocutlined in the performance plan:
{a) Each KPA should be assessed according to the extent fo which the specified
standards or performance indicators have been met and with due regard to ad
hoc tasks that had to be performed under the KPA.

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

{c) The applicable assessment rating calculator (refer to paragraph 6.5.3 below)
must then be used to add the scores and calculate a final KPA score.

Wl




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 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.

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 review/assessment 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 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
to the level expected in the job despite
management efforts to encourage
improvement.

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.
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6.5.3 Overall rating

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

6.6 The assessment of the performance of the Employee will be based on the following
rating scale for KPA’'s and CRs:
8.7 For purposes of evaluating the annual performance of the municipal manager, an evaluation

panel constituted of the following persons must be established -

8.7.1
6.7.2

6.7.3

6.7.4
8.7.5

Executive Mayor or Mayor,

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

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

Mayor and/or municipal manager from another municipality; and

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

6.8 For purposes of evaluating the annual performance of managers directly accountable to the
‘municipal managers, an evaluation panel constituted of the following persons must be

established -
6.8.1 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 of in respect of a plenary type
municipality, another member of council, and
£6.8.4 Municipal manager from another municipality.

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

7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of each Employee in relation to his / her performance agreement shall be
reviewed on the between the below stipulated dates with the understanding that reviews in the
first and third quarter may be verbal if performance is satisfactory:

First quarter : 1 October 2021 — 31 December 2021

Second quarter : 1 January 2022 — 31 March 2022
Third quarter : 1 Aprit 2022 — 30 June 2022
Fourth quarter : 1 July 2022 ~ 30 September 2022

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

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

7.4 The Employer will be entitied 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.

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.

550/
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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 Employee;

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

10.1  The Empioyer agrees to consult the Employee timeously where the exercising of the
' powers will have amongst others —

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

10.1.2 commit the Employee to iniplement 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 soeon as is practicable to enable
the Employee to take any necessary action without delay.

1. 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.

11.2 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% to

14%.
11.3  In the case of unacceptable pedormance, the Employer shall -

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

5 5-9ﬂ
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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

12.2

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, 20086, within thirty (30} days of receipt of a formal dispute from the
employee;

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
Contract 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 conclusuon of
the assessment.




t

¥

MUNICIPAL MANAGER

10




I

NV1d SONVINHO4¥H3d 'V FHNXINNY




4!
e
37 ¥eaQq
‘Hodau
ssaifoid |
‘s1g)sibaa 12UN0Y
3 o}
Juepuapy pajqe}
'sfupsawl Bunaaw Z20zZ pue pa
10 sslnuy u aunr og Aq Marnsl A
‘vodal ondsoul s flounoes o3 sal uaw Bajeis wsiud umoib
uondecu | ABajeng B | Wasipuaape pa|qel pue Salens dojenag adT | oeasg pue ju
W00 | woD | =peue a3t | ABsiens | sspinod 2 (Joo) pamainal 210z aat AB=ens 0 e oW | awdoeAsp
000 000 | wijuloddy | [euy o a3 a0IMBs ELIENEICY ABajeng | Absjexns Jo i a3 | wouedg | weidw ouoaz ORLOUCIS
005 o 0065 o ‘"ol | enoiddy YelQ | juioddy joswial a3t a37 [ egunN Jagquinn PIEAA IV | JO MalAy |82 oL B30 aoueyug
EE] i
Aeniut
uswd
olaAap
981
disus
FAAIA uo
aunp g Aq S3ke| SaABIBLI
SaAenIUl W LIIETE ] we
awdoeasp saue je wdojensp
sale s3le saue asudioue | pysuaq | nusiod asudiajua A
sigysifel | oysusq | wysusq | 10npeUSg 5 uo s | |eguajod GI1NS uG s ew | Belens | uswd ymolB
9 | jenusjod | jeguejod | ienusiod | suepyauaq | auePLBUSG yum | pay sb ueloyausq | doeasQ ag | oRAsq pUB
ouepusje ypm Ui ypm leguajod leizuaiod play s i uigeaw leiuajod 0 e ony | ewdoipasp
‘soinuie | Bupssw | Sunesyy | Bunsow ypm W ey | Sunse 30 Unm sIu | wiouosg | weidw | ouodg 2lWoUO23
xado xado ‘sepuaby 1 L L Bunyesw | | sBunesiy ¥ g | agqunp Jagquiny PiEpn |IY | ewaBebug fl=elen| 0] B0 aousyug
SI
ap|oyayels Aie
o} disiunw
so1bajens auyy ul
jo uoje SANNS
siaysibas piay s6 JIURLIOD jusw | jojuaw | juswd Yo
3 Ze0z sung URosLs pue siu | dojaaaq | depasp | oAl pueE Ju
Juepusne 0¢ Ag pIay S 4437 swabebus 0 sy} oiw | swdogasp
‘sajnuiw | Bupesw | Supsew | Bugesw Bunssw sBunosw | Buijsew jol Ja | wouody | poddns ouoog AWOUDIS
xado xodQ) ‘sepusby | 431 | 443711 | da=TL 44031 4 4037y | 4G37F | aquinN JBGUINN PIBAA [V | PIOUIAELS [B207 oL |2207 20UBYUS




£l

“Z 3
SC
sobeubis
jo sjou .
Ksngag 7202 uo
‘safeubis aunp 13owold uonipsLenl
Jo sufisap 0t w jedioiunw
panciddy fgpa (pesooy s SUnoj} ay]
‘(49010 Jnacud egjdwoog) - A UILIm Ju
aseyning) Zzoe SpIBOQ sjoeloid JHE=TD foens ae | awdojnsap
Jays)| jus SpIeog spseoq | Japiaod U sunr gg a wsunol | dojeaag Q3T | uoiey g
w100 (Wo)) | wiuloddy | ebeufis 3y} somas | oeoyads | Aq pamoold Beubrs (Mesooy s PBSNIC 2 e 9 Bu | nojuouley
000 000 ‘uolesiIo o Jobu | joew | yMOLioW $pJR0g et j01 ee[dwoog) faolsiH | lwoueog | waydwy e d fio]
00 Y 00l W | edsrdol | Asageqg | luBissg | juloddy | swdoeasg | afeufis zi manN | aqunn JoquinN £1 piepn | 2 ebejuay (2307 01 | enedsg | uonesieay
ps uo
|jeacsdde Aoidde nowold
sjybu asn weq w
pug ‘u FAALTA BUSMY UOnEN[IIE SUNo Y
oieoldde sunf gz Ag 1oy sfoig -k
sybu Japinoad panoldde s3yBu Ppeduj wsw | DBeyens | uewd umolb
asn puey | uo CR T weq asn ybiy | dojaasg a3 | oPasQ pue u
n1oL WL aye|ue | eaoidde | peoydde e UMY pue| (u wisung | o] Jue o | swdoaasp
000 000 | wiuwoddy sybu sybu | jousw HOlJow oy by IdX Jol 19juoipesg) dWd | lwouoog | wedun | ouosg Q|LLIoUD3a
001 o0e M ‘HQL | @snpue| | asn pue| | Juoddy | swdoeasg asn pugj | MAN | SquIny Jagquinp + pIBAA BUSMY iBo07] 01 g2 aousyug
5
aouao||
S8
aursng
Sa0USD|| | SSOUS| | $80UBDY ZZ0C apes}
s S s aunp og 10
sauisng | ssuisng | sauisng $20U331| | AQ seouaoy funss|
apeJjjo | apesjo | apelijo ssalIsnq ssouisng | . y Buipey
fuinsst Buinss Suinss) apeln apen Snoiy} IVE=TEH] ss | juawd ywaolb
asegeigp | yBnosyy | uybBnosyy | ybBnouuy Jo Buinss o Buinss) pal dojgaeg | auisng | opeAag pue ju
[eeli | pe P pa ybneayy uBnoiy; e1auab Buiousol 0 <] ol | swdoaasp
ssguisng | Jesoual | jessusB | jeisuab peleiaush pojesaualb 1™ } ssausng | jwouoo3 | jenfas | ouodg AWOUCOS
xedQ xado Spel), | 0000LM ; 00C0IM | 000 DLY 000 QLY 000 Ord MaN | unowy puey PIBAA (1Y apelt [2207 oL |2307 S0ueyuy
uonosal
[IoUno?)
‘ABaeng




14!

[sE)
J2ys1081 Buis
o ISEGET
spasp 2303 uo ¢z0ze pue spasp
agn A sposp | neysibaiep | sunp g Aq uolie By
Japlo snolasud [ pa 104 Buuaysifal oL}l Jo Bu | weuwd |jepuelu
HhoD ‘o) alam | IgsiBal | uoneondde pue 10} p@ Bunaysibal miBal | opas( ounoo
zlisibassp Yol i Jo Buielp | uopedosl _JeMioe; (doxselsy pue U B uoy | ainn Yum sul|
oy u spssp | oDauooul sepinord i0) spaap 2B | oneoynosl BOynoal | Jjseyu] | Ul SeolASS
WoD | {W1ol) | eneaydde i 00E 00 [CNRG palEsoe) aua ulysiusen) pasp ay1o | puesso Ajenb
000 000 | ‘“Jepelus jouon | jo uonel o SpIop Id ol oL®E amn jo JEYI0E) | JIABg 0 §59008
COZ LY | 0001 Y | wyuoddy /N | ensiBey | 1sifaiag | swiuoddy oL 00E MaN | aqUnN JaguinN | ‘z') pfepy | uollemoeg | BuisnoH ol Jiseqg PO
’ [SE)
Buway uofolpsun(
zeoz mau Suy [ediunw
‘wesbep aunr gg Aq Buly Z aseyd - siysen ay}
ubisep Aglawan SIUSEIA Buifaning ur AL UIU3M Ju
Asiawen Mau 0202 Eep pueT pue a | a1ewen gle | swdopasp
panoudde Iapiroid Bulysiysewy | welbelp afbbad fuuueig |eucney mau | uoley s
NTOL) | WToLD | ‘iensiiue sanelb ublsap | aouses le sanesf | Buuued | soaesb B | Amjewe) °} aujle » Bu | nouowuey
000 000 | unuoddy Jo A lojusw HOljow pabbad A 16 1 ulysiysey) £ | Buuued sanesb uLe|d jo
009 M 009 H ‘"ol | Bubbed | spwen | jupddy | swdoeaac] 0001 | SPWaD | dqunp IBOINN G pIepd | ulysiysERW [eneds Bad o)y | teneds | uonesiesy
swelfelp
pue
siap8)|
eacidde
‘u WIOL WTDL
oljeoldde Uans ul Urypm uonoIpsunf
Buiuozal 6 B pauoze (o1 [edioiunw
Juo utuozal uluozal 2202 Ijpajep (Buu uane ayl
Jepliosuco juone / uone aunp o¢ losuoD ozaluoye a3ep ULy
fU | prosuoo | plosucd AQ WNIDL W josp pllosuoo/u 8 | fosuco ale | swdojaaap
oISIAIpANS j uol juol | Jspiaoud " pauozayp Ipgns oISIAIPgNS) | jeuoney op | uonew s
GADL) (DL Yane[ue | siAlpgns | siapgns 20|28 SEPIOSUOD ¢Z0Z | suamng sjeoled » | 1pgns » Bu | noiuouwey
00G 0G0 | wiuoddy ayio | Joj uc | joquswl HOLOW | /peplnpans -LL0g jo1 puepjo uo | Buuerg | feuozar | juueld jo
oned 008 o MO | enacudde | peoyddy | pioddy | awdoeasg usma o dal | squunn Jaguuny SPIEAA [IY | 1TeDuROaY |eneds ol | [enedg | uonesiesy




Weg

¢l

R MLVRY
p
andwon
dai Joday
dal [eutd papes [euo
parolddy jou aseyd | suel patua
‘Hoda: opdope uo 2] paueg Ze0g aunpe wisjdwy u
Bujuued pue pa | nelbaju pauEels as2ud oc Agp saseyd onedpiued
absiens | 19dwos 2 aseyd. uonjeleds | auswa|duw) ueld s uoied agnd
'S sseyd slold | oifisiens | ig/sishleuy saseyd $920ud pouad | Buuueld | sseooid | |1oiHed pue 3
uonn|osas uo ‘08 ‘pa pue uetd 186p UOISUBL] usw M3IA3I agnd | susulenod
[\ gielB] W10 I1ounoo | pedbajuy | jspdwon | jeidwon parciddy SS800id ng/dal -ue|ld | do@asg | d4aieul |  eoue poof
000 000 ‘uerd B | aseyd o aseld ueld | Whpng/idal | 1z/0202 jol | S530014d p apnB | wanon ajowocid
00e o ons o S80I eloiq | 1Baens | sisAleuy $5920Id ¥ d4at | squny Jsquiny | eucinusyl dal | =esbayy ol poooy o
(=180
d
oy selcy
‘8o
‘e
2202 ‘jos
suny pg Jadanry
Aq (91801 ‘seq
doyselq BUIEY)
‘sHois d
‘BIUES oMseID
‘osiadery % Bin
doysel) ‘seqeuey) quapAT
2 Bin doxsginy 3 e pau
quapi BinquapAy e 3o0ls wswd glepuell
e pa e pue p ¥00)8 [eiu2: | opasg [1oUnoY
u UIBJUIBLL pautepiew aljedau {doyseln [ejusi lou ainjon wim suj|
ofjeoyINan pug Japioad pue plielsit] © B Jo a0 fejuell | ASeNU] | Ul SB3ASS
(n1aLl) | oL uswied pasedal EINES] pasedal |9)soH | |ejuay inguepAl) | ueusuew pue | pue sa Ajenb
0oo 000 | ‘Jene| Jus SHOOIS Jowu S}003S Bui Jo1 zZL pue Jeda: | owusg 0} 88008
00L ¥ 006 W | wuoddy VIN YN | [BlisY & | sunuioddy [ead ¥ | ysiysey | sqwny squnN | 2 0l plep sieday | Buisnop o oi1sed aplhoid




%&wﬁ

2\

91

me|-Ag
usLwa
SIpApE
1| juswa
ooping | Beuew Ayaeia
Isysibal plos s WIO1 g A fetoueuy
jusw plos plos plos ¢cQz suny . PIOS | HaApy jusui juswl Upm | QeI pue aseq
ISIUSAPE | SUBAPY | SUSAPY | SUsApY plos ot fq pos | speApy 01 ] astanpy | aoueyug | Adwoo e anuanal
xadO xadg 100pIN0 Gl oL 0L | SHeARVY DL SHaApPY OF 21 | aquiny laquiny | euoinnsy) JoogAng | enuanay 01 | pueuy EEEY ]|
sle
Aoudde
§[ | ] S| SUol)
ercidde | eaosdde | encudde eacsdde | eoidde
suo SUC suo 220z suc | juswd
neordde | neojdde | peogdde sunp og Ag | nesdde | ojeasp
s usw e | seacidde s s|eacsdde jusw y
dojansp | doeaep | dojeasp | uoneo|dde | suopeoydde | dojoasp finosy) jusua
ybnoayr | ybronrp | yBnoiyy u W ybnonjy pa) v | Beuepy Aupgeia
Jaysifel u pa pe pe | awdopeasp | swdojsrap pa | eiaush s884 U WiT1ds 2 A [BIDUBUY
oneoldde | jesousb | jeseusb | jelauab yanoiyy ybnouyy | jessuab | Asuow onesnddy jusw Upm | Jaets plE ss8(
we 000 000 000 pajesausb pajelausb 99 joi | wa | soueyuy [ Adwoo e snuaaal
xadoy xado | wdopreq oc M oe oz Y 000 05 00000z d §EZ W | unowy puey | euognizsu] | wdopasg | SnusaAsy af | wpueul4 asealoU[
Sp
s|e iBpuUe)s
aoldde )
suejd ulpiing
51 8| S| s| o] puz uo
encidde | eaocldde | eacidde 220z | eacudde | wiping 1einBay
suerd sue|d suegd aunr pe Ag sueld u B
Buiping | Buipgng | Buiping sjeacidde sjeaoldde | Buipng Bnosyz uipjing usws
ybnosyy | ybnosuyy | yBnoiyy sue|d SUB|d yBnoayy po: | | Beuep Ageia
pe pe po Buipiing Buiping - pa | elsuab BUCEN 2 A [eloueuy
JaysiBas | jessueb | jeleusl | jmisusb ysnouy yBriosy | jeseusb | Asuow EEETRN yusm | HIIgeIA pue aseq
ueid 000 0co o0 pajeloushb pajeisuab 60 103 i ssajuelgd | @oueyuy | Aldwoo e anusasd
xadQ xado Buiping 0od 09y 0gd Q00 09 Y 000 Y2 o ¥6F d | Unolly pusy | Buoinigsu| Buipgng | snusasy o1 | lueuld SsEaJoU]




L1

F\c,m .
i
pos
saippe
p2 2202 {(¥sov u
sS3.ppE BUNM 08 AG Aq YSOv opedioped
(vsoy pessaippe pases) Aq uoijed olgnd
Aq (vsov S pasiel DIyed pue @
pasiel) Aq pasiel} Buipuy ueld sBupuy | ongnd | oueusaach
ugid | sBuipuy sBuipuy Jpne uonoy s | Pooue pocB
ucioy Hpne HIphe Idy | 0 ebey | WpNY jo S2UPPE | WaA0D) ajowoud
X380 xadg WpnY | 0 %04 WiIN YIN YiIN 30 %04 M3N | usdlad afejuaniad | suonnmsy| Bunepdn Hpny oL pocoy of
P u
ajepdn sysu Bu onedpiued
220 sl iBistte | uoped ongnd
pslepdn | pajepdn | palepdn aunp og asibas Ja1sibay pue D oed pue 8
i2sibas | usysiba) | is)siBad pajepdn | Aq pajepdn MSH 2t iV aluSm lang | oueuiSAch
1918168y 3SU 0 WS D 3SU 2 1ys18a1 siessibal foyensg oibelensg e s | @ oouE pook
ys1y | 16ejeng | 1Ssleng | 1Bejeng qsu %S 1™ 101 H 10 asbeuepy Salppe | ulBAoD ajowoid
xadgy pclily) olfiajens H L 1 i oiBajeng | oibeiens ¢ MmaN | aqunN JagquinN | euonnigsul Bunepdn NIy ol poocy ol
ueld
Ao
ue|d A | AoDaY
18A005Y e
ueid A ueld A ue|d A | | 1oueul4
18A009Y | JBACOSY | 12A0%9Y LZ0Z 2unp | eloueuld jou o
| ] | ueld 0g Ag ueld {0 | onEld MaRUR)
eloUBUl] | BISUBULY | BIOUBUI Aanooey Aanooey uogeu | wedun an
i jo 10 [elouBUlq [eroueul4 | swaidw] | 3y} uo nesibal | uswe
uofe UOHELU uojie Jo uonie jo uol ayjue | spoday ued ay) yum | Beuepy Aqela
awachur | sweaidwn | swsjdwy | juswsdw) | ejuswsduy spodal S8 Aaaooay sou g A |eIUBUY
aU} uo |y uo aU; uo ay ayy s | aufoig |eroueuly usw | eldwos | HNgBIA pue aseq
yodal Hodal Hodau uo uodss uo sHodas | ssibold Jou | jouone | esueyug aInsus |2 anuanal
xado xado spodey. SMEIS snes snEIg snjels | sselbold ¢ Z | sawnyn sgunN | euogniisyy | Juswsdw] | anusasy oL | pousulg gseaoy|




ANNEXURE B:
PERSONAL

DEVELOPMENT PLAN

18




PERSONAL DEVELOPMENT PLAN
(LED & PLLANNING)

MADE AND ENTERED INTO BY AND BETWEEN
THABA CHWEU LOCAL MUNICIPALITY
AS REPRESENTED BY
SPHIWE SINKEY MATSI
AND
MADALA CHRISTOPHER MASHEGO
FOR THE

FINANCIAL YEAR 2021-22

01 JANUARY 2022 — 30 JUNE 2022 A
~

4
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ANNEXURE C: FINANCIAL
DISCLOSURE FORM
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CONFIDENTIAL
FINANCIAL DISCLOSURE FORM

I, the undersigned (surname and initials) ﬂ ASNEY

(Postal address) Y on $a S _(3 ML«J‘{“’

(Residential address) 9--—[ rodi % (‘9‘"‘\’ (;,‘

(Position held)

{Name of Municipality) /( Wt s  CAd s L-»O I rjiu.-.i\ Cmy fo"ﬂ"“‘? -

Tell ©\3 225 VB OO Fax:

hereby certify that the following information is complete and correct to the best of my knowledge:

1. Shares and other financial inferests (Not bank accounts with financial institutions.)
See information sheet: note (1)

Numbf;r of s hgrelextent of Nature Nominal Value Name of Company/Entity
financial interests
P
N/
/
/
T
2. Directorships and partnerships
See information sheet: note {2}
Name of corporate entity, Tvpe of business Ahount of Remuneration/
partnership or firm YP Income
| i ’Bﬁ‘( el
N/
/
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
P
LA
/
.zl
Council
Signature by Council Date
4. Consultancies and retainerships

22




See information sheet: note (4)
Name of client Nature Type of business Value of any benefits
, activity received
L
~
/
5. Sponsorships
See information sheet: note (5}
Source of Description of assistance/ Value of
assistance/sponsorship Sponsorship assistancelsponsorship
y Pl
w5
1
~
e
6. Gifts and hospitality from a source other than a family member
See information sheet: note (6)
Description ' Value Source
L . £ v‘\//
—
7. Land and property
See information sheet: note (7)
Description Extent Area Value
s GRS
~LAAD ALE M HEmsOp ENJ o 000 = 00
SIGNATHRE OF EMPLOYEE
DATE: _©9 [o3 l o>
PLACE: \-—»\ Qe Bilb
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 ‘j =l
(i} Do you have any objection fotaking the prescribed oath or affirmation?
Answer et NGO Qe
(iii) Bo you consider the pré'scribed oath or affirmation to be binding on your conscience?
Answer ~A &5
2, | certify that the deponent has acknowledged that she/he knows and understands the contents of this
declaration. The deponent utters the following words: “ 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 of
the deponent is affixed to the declaration in my presence.
23 550




Aov m%?

Commissioner of Oath /Justice of the Peace

CONFIDENTIAL

Full first names and surname: Aeﬁ,b D’Zé)ﬁt/'

(Block letters)
Designation {rank) . P@U’ e &

Ex Officio Republic of South Africa

Street address of institution

{ /

1

oate @7/ 05/ 202 L.,

]

Moreku Paris
Advocate of High Court
Commissioner of Oath

Thaba Chweu Local Municipality
Office No: 11
Cnr. Viljoen & Sentraal

CONTENTS NOTED: TMPLT(ER
oo 1 . P
DATE: & o |

P.O Box 67, LYDENBURG, 1120

Date 07103/ Time _Lﬁ,

L t

Signatur , K 1

P
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