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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Thabo Mofutsanyana District Municipality herein represented by Ms.
TAKATSO LEBENYA in her capacity as Municipal Manager (hereinafter referred
to as the Employer)

and Mr. SELBY LENGOABALA the Director community Services and Local and
Tourism Development of Thabo Mofutsanyana District Municipality (hereinafter
referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

1.1 The Employer has entered 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”.

1.2 Section 57(1)(b) 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.

1.3 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.

1.4 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 -

2.1 comply with the provisions of Section 57(1)(b), (A), (4B) and (5) of the
Act as well as the employment contract entered between the parties;
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2.2

2.3

24

2.5

2.6

2.7

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.

3 COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

3.5

This Agreement will commence on the 015t of July 2023 and will
remain in force until 30t of June 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
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decisions or otherwise) to the extent that the contents of this
Agreement are no longer appropriate, the contents shall immediately
be revised.

4 PERFORMANCE OBJECTIVES
4.1  The Performance Plan (Annexure A) sets out-

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

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

4.2  The performance objectives and targets reflected in Annexure A are
set by the Employer in consultation with the Employee and based on
the Integrated Development Plan, 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.

4.2.4 The weightings show the relative importance of the key
objectives to each other.

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

5 PERFORMANCE MANAGEMENT SYSTEM

5.1 The Employee agrees to participate in the performance management
system that the Employer adopts or introduces for the Employer,
management and municipal staff of the Municipality.
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5.2 The Employee accepts that the purpose of the performance
management system will be to provide a comprehensive system with
specific performance standards to assist the Employer, management
and municipal staff to perform to the standards required.

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

5.4  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.

5.5  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 components,
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.

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

5.5.4 The total score must be determined using the rating calculator.

5.6 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:

Identified Key Performance Area Weight

Local economic development (LED) 35

Municipal Institutional Development and Transformation 10 |

Municipal financial viability and management 10

Basic service delivery_ 35
Wgover_nance aWicparticipation - 10

TOTAL i ] ~ 100% |
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5.7

5.8

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:

COMMUNITY SERVICES

CORE COMPETENCY REQUIREMENTS (CCR) Weight
Leading Competencies
Strategic Direction and ¢ Impact and Influence
Leadership s Institutional Performance
Management
e Strategic Planning and Management
e Organisational Awareness
[ )
People Management ¢ Human Capital Planning and 20
Development
e Diversity Management
e Employee Relations Management
_ ¢ Negotiation and Dispute Management
Program and Project e Program and Project Planning and 20
Management Implementation
e Service Delivery Management
¢ Program and Project Monitoring and
Evaluation
Financial Management e Budget Planning and Execution 20
e Financial Strategy and Delivery
_ e Financial Reporting and Monitoring
Change Management e Change Vision and Strategy
e Process Design and Improvement
e Change Impact Monitoring and
Evaluation
Governance Leadership e Policy Formulation 10
e Risk and Compliance Management
e Cooperative Governance
Core Competencies
Moral Competence
Planning and Organizing
Analysis and Innovation 10
Knowledge and
Information Management
Communication
Results and Quality Focus 20
' Total Percentage 100%
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6. EVALUATING PERFORMANCE
6.1 The Performance Plan (Annexure A) to this Agreement sets out —

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

6.1.2the 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.

6.3 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 IDP.

6.5 The annual performance appraisal will involve:

6.5.1Assessment 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)  Anindicative 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.

6.5.2Assessment of the CRs

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

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.

6.5.30verall 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:

Level

Terminology

Description

Rating

112345

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.
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Level

Terminology

Fully effective

Description

Rating

1/2[3[4]5

"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
required 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 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.

6.7  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.
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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 or 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

7.1The 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 @ [PERIOD @ | ASSESSEN
15t Quarter July - September 19/10/2023
2"d Quarter October- December | 18/01/2024
| 3 Quarter January - March 20/04/2024
4t Quarter April - June 20/07/2024

7.2The 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 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.

7.5 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.

8. DEVELOPMENTAL REQUIREMENTS

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

9.1.4  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 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.

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
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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 performance, the Employer shall —

11.3.1 provide systematic remedial or developmental 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  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, 2006, within thirty (30) days of receipt of a formal
dispute from the employee; whose decision shall be final and
binding on both parties.

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

13. GENERAL

13.1  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.

13.2  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.
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13.3 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.

A
Thus, done and signed at Phuthaditjhaba AS Day of July 2023

As Withesses:
. Atk

/ \

e :
m =
Dlrector%omﬁﬁ’n'ry .:ervices‘ls\ Leo
Thabo Mofutsanyana District Municipality

Thus, done and signed at Phuthaditjhaba 29 Day of July 2023

As Withesses:
1. C;% o
2. /7//4// Mw/ < >

Mummbal Man(ya)'
Thabo Mofuts a District Municipality
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PERFORMANCE PLAN
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1. Purpose

The performance plan defines the Council’'s expectations of the Director Corporate Service’s performance agreement to
which this document is attached and Section 57 (5) of the Municipal Systems Act, which provides that performance

objectives and targets must be based on the key performance indicators as set in the Municipality’s Integrated
Development Plan (IDP) and as reviewed annually.

2. Key responsibilities

The following objects of local government will inform the Director Corporate Service’s performance against set
performance indicators:

2.1 Provide democratic and accountable government for local communities.

2.2 Ensure the provision of services to communities in a sustainable manner.

2.3  Promote social and economic development.

2.4  Promote a safe and healthy environment.

2.5  Encourage the involvement of communities and community organisations in the matters of local government.
3. Key Performance Areas

The following Key Performance Areas (KPAs) as outlined in the Local Government: Municipal Planning and Performance
Management Regulations (2001)-inform the strategic objectives listed in the table below:

3.1
3.2
3.3
3.4
3.5

Municipal Transformation and Organisational Development.
Basic Service Delivery

Local Economic Development (LED).

Municipal Financial Viability and Management.

Good Governance and Public Participation.

P
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Key Performance
Area

Weighting

Performance Indicator

Target

Resource
requirements

Progress on
date of review

1.

Municipal
Transformation and
Organisational
Development

10

07
0.0

K/
XS

Performance Management System
(PMS) aligned to the IDP, developed and
implemented

An organisational structure aligned to the
IDP established and operationalised
Effective administrative and institutional
systems, structures and procedures
including human resources, financial
policies, by-laws and communication
systems established and implemented.
The interface between EXCO and
Council to align administrative and
political priorities of Council managed
Integrated human resource management
systems introduced and operationalised
Customer service systems implemented.

2,

Infrastructure
Development and
Service Delivery

35

K7 *
0.0 0’0

.
o

7
°

Infrastructure Development and
Investment Model implemented. (In the
said model, there should be a dynamic
relationship between population growth
projections, service delivery backlogs,
revenue generation capacity and
institutional capacity):

Asset register for all infrastructure and
municipal property rehabilitated
periodically maintained

The provision of basic municipal services
to the satisfaction of residents (That is,
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Key Performance
Area

Weighting

Performance Indicator

Target

Resource
requirements

Progress on
date of review

%o

*8

SR
R K

O o
0.0 0.0

>3

A5

clear delivery programmes and projects
to progressively achieve national service
delivery targets in terms of):

Water

Sanitation

Municipal access roads and public
transport

Municipal health services, etc.
Sustainable human settlement
development facilitated through
engagement with sector departments in
line with the IDP and through IGR
structures to ensure that IDP integrates
sector plans, including but not limited to,
the Departments of:

Housing, Health,

Social Development,

Home Affairs,

Minerals and Energy,

Water Affairs and Forestry

3.

Local Economic
Development (LED)

7 O o% o% o
> 0’0 0‘0 0’0 0’0 0’0

07

®,
0’0

An analysis of the local economy
undertaken

Comparative and competitive advantage
of the municipality identified and
incorporated into credible LED strategy
and programmes

Institutional capacity to implement LED
programmes established and a
conducive environment for shared
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Key Performance
Area

Weighting

Performance Indicator

Target

Resource
requirements

Progress on
date of review

35

*,
L4

7
o

*,
L4

7
*

growth created to ensure that:

Market and public confidence in
municipal functioning, infrastructure
development and service delivery is
improved

Existing public and private resources to
intensify enterprise support to local
communities utilised

Sustainable community investment
programmes introduced and
implemented

Knowledge sharing networks and social
partnerships facilitated

4,

Municipal Financial
Viability and
Management

10

°0

7
°

5

*

Sound financial management practices
implemented in terms of the MFMA
priorities and timeframes, including but
not limited to:

Budget aligned to development and
service delivery targets that
municipalities are accountable for as set
out in the adopted IDP’s

Budget and treasury office established
Budget and revenue management is
effective

Financial reporting and auditing is
performed

Institutional capacity for municipality to
spend is created

Financial management policies and by-
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Key Performance
Area

- Weighting

Performance Indicator

Target

Resource
requirements

Progress on
date of review

7 o
0‘0 0‘0

laws developed, including but not limited

to supply chain management, credit
control, tariff and investment policies
Integrated financial management

systems introduced and operationalised

Municipal financial viability targets set
and achieved which will ensure that:
Growth in service debtors is reduced
Consumer debt exceeding 90 days is
recovered

% Reduction in grant dependency rate
Turn around time for creditor payment
improved

% Personnel cost over the total
operational budget is in line with
regulatory framework

Provision for bad debt made

Financial legislation implemented,
including Property Rates Act and the
Division of Revenue Act
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Key Performance
Area

Weighting

Performance Indicator

Target

Resource
requirements

Progress on
date of review

5.

Good Governance
and Public
Participation

10

O
L X4

O o¥% % o
RS X QIR X X 4

>3

*

3

4

. 0 o
"0 0’0 0‘0

Procedures for community participation
processes as set outin legislation
adhered to in terms of:

Planning

Budgeting

Implementation

Monitoring and reporting

Regular communication with
communities on the achievement of
targets set out in IDPs is carried out
Functioning of ward committees directly
supported where applicable

Capacity building of community-based
organisations to enhance effective
participation facilitated

Relationship with organised business,
labour and civil society built through
transparent and accountable governance
An anti-corruption strategy in terms of
national strategy for the municipality is
developed and implemented to address:
Prevention

Detection

Awareness / communication

Financial and performance audit
committee established and functional
Mechanisms to ensure disclosure of
financial interest in place

An effective communication strategy to
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Key Performance
Area

Weighting

Performance Indicator

Target

Resource
requirements

Progress on
date of review

7
°

».
e

promote transparency, public
accountability, access to information,
administrative justice and
responsiveness to complaints are dealt
with in terms of the relevant legislation
developed and implemented
Unqualified audit report achieved and
maintained

Community satisfaction surveys
conducted.

PERFORMANCE PLAN FOR DIRECTOR COMMUNITY SERVICES fer the Period:-01 JUL

Singed and accepted by Director Community Services

Singed by the Municipal Manager on behalf of the Council

Y 2023 to 30 JUNE 2024

TMDM | PERFORMANCE PLAN: DIRECTOR COMMUNITY SERVICES




Strategic Objective

KPA 1: BASIC SERVICE
DELIVERY

Measurable Objective

Frequency

2023/2024
Anmua] Target

COMMUNITY SERVICES
Soxisl Develagmany

First Quarter Planned
Target

Second Quarter Planned
Target

Third Quarter Planned
Target

Fourth Quarter Planned
Target

Evidence to be provided

OR Tam| a
Number of OR Tambo games p z“_ l::- owwuu-._ga Four OR Tambo Invration, Agends,
Meeting attended on the _.b.-.l a Sptal o nwo:_. iy Games Meetings on 02 Meeting 02 Meeting = = Attendance Register & signed 16
31st December 2023 M -N = the 31st Dac 2023 Minutes
2021/2022 District
OR Tambo Games
Host the District OR TAMBO were not hosted on
Games 2023/2024 on the the30th Septembar | Hostthe2023/2024 |\ /2024
To ensure that sportis  |30th Sep 2023 and selection . sprgs | 2021 andselection | ORTambo District |7 " e inivitation, Report and 5
developed and promoted in [of team to represent the at of team to represent| games on the 30th I 9=mm.mn = o:m.u - = = Attendance Register
all Communities District at the proincial OR the District at the Sep 2023
rambo games provinclal OR
Tambo games was
not done.
Deliver District team to the Deliver District ».omn. Deliver cmﬁ_n,n team Proof of u:ca_m_,g for
rovincial games on the 30th v P New to the provincial to the provingial procument Municipal 18
Provide a varlety Sport and Ma o N.uuum = it games on tha 30th = games on the 30th - = Manager. proof of psymens
Recreation Facilities for staff abel October 2023 October 2023 and Taamikt
and Communities
Affilliating Municipal teams SAMSRA
e v A 188 Adfiiate to SAMSRA| 213 gemes Proof of payment, signed
Ensuring that TMDM on Provincial & National Affilliation on the .
R455,000 ¥ 551 04 New on the 30th = affiliation forra from SAMSRA 19
affllates to SAMSRA games |games on SAMSRA games on September 2023 | 30th September = e
the 30th September 2023 2023 =
Hosting of women in sports Hosting women in .“oahu bl e,
lgames on the 31st August ' St Naw eports games on thel 70" #7 - < = o o 20
2023 31st August 2023 9 D Ll LTIl
I 2023
To promota district wide- -
sport devslopment Hosting of District Mayoral Host the District Host the District | Repart,photos, attandance
Games on the 30th June 7 300,000 L Ipt OF New Mayorat Games on = - = Mayoral Games on register and proof of 21
2024 the 30th June 2024 the 301une 2024 |  procurement of medals
- P Host indigenous Hosting Indigenous B —
fe 2
n_omwmnz_ﬂa__.mmaozw www:mm on BT - ot gartaalon (13 260 zﬂhuas”u or zﬂaaawn for | smes on the 29 feb| ot nm_,m»nﬂn_ for this z%o?»:a»:“osa Register 2
e 29th february February 2024 s quarter is quarter e quarter anid photos
- - T
Number of Arts & Culture 62 Fora ware held on|  TWOATts & Cufture invitation, Agenda,
Fora to be held on the 30th G ACal Fora on the 30th June orferum | i 01 Forum - Attendarice Reglster & signed| 23
the 30th June 2022
lune 2024 2024 Minutes
Promoting Community LT
i ising Perfoming min Perfaming mini Perfoming mir
opportunities for Arts and |Organising Pel g g Yrree
[Participation Inthe Golden | ThaBe] Arts Festival on the 30th April ¥ ACZ Haw Festival 30th april ‘ - _ Festival 30th april nhmwuw._w;rwmmmwahcwa 2
Ezonomy( Arts and Culture) Mofutsanyana District | |2024 2024 2024 e




Ensuring safe traditional
rcumcisions for promotion

Healthy life styles

’ ng soclal Cohesion &
eritage through recgonition
of liberation story

To improva the District
Disaster Management Centre

To ensura that Proper
Contingency Plans for
Disasters at local municipal

To educats community on
disaster management and fire
services related mattars.

To improve the municipal
emaergency services (Disaster
Managementand Fire
Services} operations.
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Number funeral partours
inspected on the 30th
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Number of Health Care

Risk Waste generators
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To pravide Municipal Health
Services effectively and
equitably in the Thabo
Mofutsanayana District
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ASSESSMENT REPORT
STRICTLY CONFIDENTIAL

| NAME & SURNAME o | Mphahlela Selby Lengoabala J'

IDENTITY OR."PA’SSP_ORT NRI il 7411275286088 N
'kACE { African

GENDER ! Male

DISABILITY N/A

QUALIFICA-TIQNS Masters' Degree

DATE OF ASSESSMENT 03 February 2020

MUNICIPALITY i Thabo Mofutsanyana District Municipality
i CURRENT JOBTITLE \ e Mo;;ger: Bethlehem Unit

POSITION ASSESSED FOR : Director: Community Services
| FUNCTIONAL AREA | Community Services

In order to comply with/the Ethical Code for Psychologists, kindlly note that this is a
confidential report, the content of which is only for the information of the assessed and

relevant authorily within the Thabo Mofutsanyana District Municipality.

This assessment only relates to the leading and core competencies required for effective
performance of a Senior Manager as outlined in Notice 578 583 of Government Gozette
3894837243, 1 July 2015and 17 Jénuary 2014: Annexure B of *Local Government: Municipal
Systems Act {32/2000): Local Government: Regulations on appointment and conditions of
employment of senior managers” (*Competency Framework”). It does not reflect on the
functional competencies required for specific roles within the Department. The
implementation of the assessment results as contained in this report must be implemented in
accordance with the requirements of the Directive on the use of competency-based

assessments for.Senior Manager within the Municipality.

Please note that these results may not be used for any other purpose unless the assessee

consents thereto.

)

Jolene Geldenhuys

el ﬁ
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1. GUIDANCE FOR THE END USER

This report contains an integrated discussion of the candidate’s results. The results are based
on candidates completing a series of tools-and exercises that have:been designed o assess
the competencies in the .Competency Framework, designed exclusively for local

government in South Africa.

A description of the assessment tools and application thereof, as well as proficiency levels is
stipulated ‘below, The results summary provides an overall indication of the candidate's
proficiency levels'per competency. An executive summary provides a holistic overview of a
candidate in relation to how ihey manage themselves, think and reason, and relate to other
people. An overview of the candidate’s sirengths and areas of development relafive to self:
is outlined in detail in relation to the competency framework.

2. ASSESSMENT TOOLS

‘The methodology applied involves a combination-of psychometric tools and competency-

based assessments.

P 2T

DESCRIPTOR

il o oSG

APPLICATION FOR USER

Jolene Geldenhuys

o

“|"The CPP measures the way people | This: tool that  has  been
think when deadling with new | designed to simulate the
information and solving problems | manner in which a-candidate

Cognitive . . of varying complexity. It also | solves problems in unfamiliar
Process Profile Cognitive assesses aspects of people's | and novel situations. It also
(CPP) assessment | potential for future cognitive | provides information about the
development and growth. Thereis | level- of complexity the
no fime limit for completion of this | candidate is able to function

tool. at. -

The 15 Factor Persondlity | The ' 15FQ+ and the Giotto are

Questionnaire (15FQ+) is designed| self-reported questionnaires

[ .fo assess an individual’s “broad| that help to provide an

| ‘range of.persondlity traits interests, | indication of a  person's

15FQ+ Personality | preferences’ and -feelings. Such preference; and their likely
assessment | elements -assess the candidate’s| behaviour 'in - the workplace.
characteristic ways of behaving| These tools help us to

across a wide range of situations. understand - the type  of

situations the candidate is likely

to excel-in because he/she

The Giofto was developed to | enjoys it and kind of situations

unravel the complex nature of | the candidate may prefer fo

Workplace | Personal integrity, as it relates to cv0_ic§. given the oppO_rfumfy-
Giofto ‘behaviour the workplace. Th_e ».llmlfc‘hon of tools such as
this is that they do not tell us
Q@SSCSSEH what the candidate is able to
do, . only what his/her
preferences are. '

The competency-based simulation | Candidates must rely on their
| assessment  comprises  of  a.| knowledge and:experience to
| combination of writfen exercises, a | provide the assessors with

Competency- Simulation | presentation ‘and -a role-play -and | -evidence of how they will go
-qued : exercises ‘ has been specifically designed to | about . solving- problems and
Simulation | measure the lead and core | dedling -with. the scenarios
] competencies which have been | presented.in these exercises. As
| identified "as relevant within @ | such, the eéxercise provides
| hypothetical  municipality’  and | information about a

/xi?\\,\
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outined in the competency
framework for senior managers. A
candidate is given a set of
background documents about a

specific  municipality - this
information attempts to simulate a
real. municipality - and the
candidate then needs o

complete the following tasks:

e In Task 1, the candidate is
given time to prepare o
presentation that addresses a
specific scenario posed in the
exercise and he/she then
needs to deliver the
presentation to an assessor.

¢ InTask 2, the candidate needs

to formally prepare for a
meeting with an important
stakeholder and thereafter
conduct a meeting in the form
of.a role-play with an assessor.
In this role-play, the assessor
performs the role of the
stakeholder.

¢ InTask 3, the candidate needs

fo respond io specific issues

that have arsen on a
particular day. This task tokes
the form of a case study,
which is a written exercise.

candidate's ability to perform
within the relevant role based
on displayed behaviour.

3.

SCORING CRITERIA AND PROFICIENCY LEVELS

e

| Good demonstration of competency; proficient in understanding of
‘concepts and methodologies; responses are suitably integrated and

Jolene Geldenhuys

e
ATt

NG
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4. RESULTS SUMMARY

COMEETENCY RROFICIENCY MATRIX ACHIEVEMENT LEVEL

LEADERSHIR COMBETENCIES

Strategic Direction and Leadership Competent
People Management Competent
Program and Project Management Competent

Financial Management

Change Leadership -
Governance Leadership : Competent

CORE COMPEIENCIES
Moral Competence _ Competent
Planning and Organising Competent
Analysis and Innovation s _am“t:
Knowledge & Information Management _ Competent
Communication Competent
Resulis and Quality Focus Co_mpetem‘

QVERALL ACHIEVEMENT LEVEL ) Competent

The overall achievement level is based on a demonstration of all the competencies.

*Please note an overall achievement score of Basic falls short of the minimum requirements
as stipulated in Notice 583 of Government Gazette 37243, 17 January 2014: Annexure B of
*Local Government: Municipal Systems Act (32/2000): Local Government: Regulations on
appointment and conditions of employment of senior managers”.

The overall achievement level must be considered for offer of remuneration on appointment
taking into account matters stipulated in Item 9 of Notice 578, Government Gazette 38946, |
July 2015: Regulations on Total Remuneration Packages payable to Municipal Managers and
Senior Managers in Local Government.

Jolene Geldenhuys iféﬁ
W\ N
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5. EXECUTIVE SUMMARY

The section: prowdes an overview of the integrated assessment results obtained from. the
"Psychometric Assessmem‘s and Competency-Based ‘Assessment. This includes a description of
the candidate’s self-management; their thinking and working styles; as well as behaviours
and ‘preferéncés ‘associated with their interpersonal and leadership styles.

Mr Lengoabala’s-personality profile indicates that he is quite emotionally resilient, and that
he may take setbacks and disappointments in his stride. During the role-play activity, he
came -acioss s ~composed despite being under pressure’ and was able to respond to.
questions asked-even though he was put on-the spot, - which- confirms the:aforementioned
findings. This,_clsb'seemsi'ro be aligned with findings from his work ‘styles questionnaire, that
describe him as resourceful and enthusiastic about the future.

Mr Lengoabala is likely to be abstract minded and enjoys focusing on ideas, possibilities and
opportunities when he is navigating through novel data. In his work sample, he mentioned
some innovative strategies to promote community safety, but did not consistently focus on
" the presentation of creative ideas to enhance service delivery, or to improve other internal
‘business processes despite the aforementioned psychometric findings. Instead, he
-generated ' practical solutions that held real-world value, . which were feasible and
sustainable over the long run; inclined to be quite planful in his approach to tasks at hand he
may enjoy .-forded%plonning and. enjoys paying attention 1o rules and- details in his work. His
'project proposdls 'in' 1he work somple also showcosed fhese tendencnes, os they mclude
pnom‘y focus orecs were clear across 1‘osks and specmc attention was given 1o pohcy
compliance, as- well as adherence 1o legislative prescripts ‘that apply to financial
management in the local government sphere.

Mr Lengoabala’s cognitive profile suggests a preference for structured work contexts where
he can capitalise-on- his. previous knowledge and. experience to diagnose challenges and
come up with: “respective solutions. He applies loglt:cl and  reflective problem-solving
strategies to make sense- of unfamiliar, complex information in amblguous work terrain where
he is not the ‘expert. This implies that he tends to look for logical evidence when. processing
novel, complex data and that he may be- a disciplined crifical thinker who considers the
long-term implications. of his decisions. He ‘tends to explore and consider information very
carefully and could revisit previous conclusions due to-a need for certainty ‘which may slow
down his work pace and affect his memory functioning at times. The latter was quite evident -
in his_first exercise, as-he did not complete the task within specified timeframes. He did
however conduct a comprehensive, well classified SWOT analysis even though his cognitive
profile suggests. underdeveloped analytical- reasoning- and categorisation skills. He also
came up with plans that were likely to have a lasting, strategic impact on the fictional
municipality and- communn‘y and. attended to global concerns even though his cognitive
profile suggests that he may be predominantly focused at the application of knowledge and
skills within his existing realm of experience and expertise.

Mr Lengoabala describes himself as someone that enjoys teamwork, and he may come
across as quite extraverted in his social interactions. This was ‘apparent in his work sample
where he paid . special attention to the creation of liaisons- and partnerships with
communities, state owned entities and the private sector, to ensure a collaborate approach

A ;
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is followed:in promoting-community safety.  As he regards himself-fo-be quite assertive in
nature, it is posSible that he could pay more attention to task demands than human
motivations.in:his: munagemem opprooch This' was also evident in.his inputs. towards people
management-in- the work -sample, where he was pnmcnly concerned with fransactional
aspects like: recruitment, the clarification -of roles and responsnbllmes capacity building and
skills shortages. As a:leader, he is likely to adopt a Consultative: Leadership style, which further
confirms. his: suggeshons for involving key role players in planning, decision-making and
change processes as discussed above.

From a-holistic: perspec’nve, it appears that Mr Lengoabala:performed:at a Compeien’r level
during the compe’rency—bosed assessmentis: Basic outcomes were achieved in the areas of
Financial’ Mcnegement .Change Leddershlp, as well as Analysis and Innovation. He
achieved prof1c1en1 competency ratings i in the areas of Strategic D|rechon and Leadership,
People Management, Program and PrOJec’r Mcnagemen’r Governance: Leodershlp Moral
Competence;: P.Ionnlng and  Organising, Knowledge and Information Management,
Communication as well as Results and Quality Focus.

6. HIGHLIGHTED STRENGTHS AND DEVELOPMENT AREAS

' The-purpose of this section of the report is to provide comprehensive information about the
most significant: areas-: of strength and development areas. The remaining competencies
can be discussed in equal depth during the optional feedback session with the candndm‘e

The information -below is based on the individual's resulis, relative to their own profile —
strengths - are - therefore based -on a candidaie’s fop 3 highest scoring .competencies fo .
highlight to-Municipalities the areas that a candidate can be expected:to perform better in.

Aﬂhough he desmbes ‘himself ‘as:more . mc:genahve and abstrcct minded by
nature: and may pay more attention to idea- generohon that -execution
according to his psychometric findings, Mr Lengoabaia:paid attention to the

Project & -creation of detailed, concrete action:plans that were centred around feasibility

,P;Qgrdm- “and sustainability. He:paid-attention fo the resource requirements associated
Munagem‘enf with- his priority inifiatives:and supported his. proposols with-clear fimeframes,
-‘budgets and responsibility frameworks fo ensure successful execution: Emphasis
was' placed on fracking and reporfing .on prolecf progress against set
milestones, whilst the infroduction of ‘consequences.for project overruns, and
-confingency planning was comprehensively dichsse’d. Therefore, a competent
_score was achieved in the:area of Program and Project Management.

"When completing the competency exercise, Mr tengoabala seemed focussed
on conveying important information to relevant role players and highlighted the
need to share implementation plans with the: community to avoid possibie
protests and unrest.-Emphasis was-placed on conducfi'hg community meetings,
v 1o raise awareness of drug related crimes:in the. community, and he suggested
Knowledge and | getting the mayor, community members and soccer players to-pariake in the
Information - delivery of community:radio campaigns in this.regard. This.seems fo align with
Management. | his persondlity profile, suggesfing that he is unlikely.to ‘question others’ agendas
without reason, which' may cause him to share- information openly and freely
with those around him in the work environment, Therefore, a competent score
was achieved in the area of Knowledge and infomration Management.

Goverhance ‘By personality, Mr Lengoabala is inclined to-enjoy tasks that-require him to pay

Leadership close attention fo rules and.regulations. His competency :exercises included
Jolene-Geldenhuys ™ "’7'_/]
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specific suggestions for the formulation of policies using consultative processes,

and he paid ‘attention fo the identification and mitigation of risks across tasks.
He made several suggestions for capitalising on local- and socio-economic
developmen’r opportunities in his work sample and proposed several ideas for
enhancing in’rergovemmen’rol relationships 1o aid service delivery. In addition to

J|-this;he made. valuable recommendations for enhanced ﬁncnc:ol compliance.
_Q:Therefore, a ‘competent score was ‘achieved in the area of Governance
;Leodershp

Analysis.and-
Innovation-

DEVELOPMENT AREAS

.According fo his persondlity assessment, Mr -Lengoabdla-is prone to be quite
“unconventional in nature and may be relatively open to change. His cognitive

profile, however, reveals that he still enjoys a fair degree of structure and
familiarity in his work and that he may not feel entirely comfortable to appgly his
judgment in work contexts that .are completely removed from his current realm
of experience. This was evident in his work sample as he mentioned some
innovative ideas in the second exercise but did not showcase a consistent focus
on creativity across- tasks. Origindl strategies for enhanced service delivery, as

“well as project management and the improvement of human capital structures
- would have been beneficial to discuss in this regard. According to his cognitive

results, Mr Lengoabala may be comfortable to analyse data that he is familior
with, although the evaluation of new, more ambiguous information could be
somewhat challenging: to him. This suggests that he may not successfully pull
issues apart or differentiate between relevant subcomponents of information, to
create meaning when solving new challenges in unfamiliar work terrain, While
Mr Lengoabala conducted a well thought-through analysis of the fictional
municipality in his first task, he could have given more consideration o the links
between, and root causes behind seemingly obvious challenges in remaining
tasks as well. Therefore, additional refinement is required in this competency
area.

Financial
Management

Even though he is likely to enjoy tasks that require attention to detail, Mr
Lengoabala’s cognitive results indicate that his analytical reasoning skills seem
o be underdeveloped for appilication in highly strategic work environments, This
suggests that he might struggle to dismantle and subdivide complex information
that he is less accustomed to. Similorly. his examination of the financial risks in his
case study exercise was somewhat limited. His solutions to address the
challenges he did identify were not comprehensively discussed, and his
proposals for enhanced financial monagement in the fictional department
were not sufficiently explained as to what they may entail. While he recognized
the. importance of maximizing adherence to financial policies and allocated
expenditure estimates to his proposals, more detailed budgets and cash flow

‘projections, to- display his understanding of financial planning, budgeting and

forecasting in the local government sphere would have been beneficial. -

Change
Leadership

By personality, Mr Lengoabala is likely to be quite unconventional in his aftitudes
and opinions, which may lead him to question older, established points of view
and to be reticent about accepting the status quo. When completing the work
sample, he recognised the need for amending the organisational structure and
realigning internal positions accordingly. However, while he seemed to
understand the principles of engagement, communication, consultation and
porticipation as critical components of successful transformation, he could have
drafted more comprehensive strategies for maximising change acceptance,
and proactively mitigating resistance amongst key role players. The evaluation
and revision of change strategies could also have received more consideration,
and the. provision of change management guidelines in his first task was not

Jolene Geldenhuys
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considered, which is why additional development is required in the area of
Change Leadership.

R S e I L S R ==

AXSEXSCR

Name Jolene Geldenhuys
Registration Cdi‘égory Industrial Psychologist
Registration Number PSO118044
Lopdte 07 February 2020
- Signature ‘f}},}

QUALTY ASSURER

Nome i ; Nadia Blay
Reg'istrafion C;ﬁtégqry 3 Independent Psychometrist
Regisrrdfiofn anibe; PMT0089907 !
Dq_;e - % 07 February 2020
 Signature

Y ?\\’\ /")
Jolene Geldenhuys " 5 = /]
: N
W W




THABO MOFUTSANYANA ﬁ«fmr,&fmmf@

STREET, OLD PARLIAMENT BUILDING, PRIVATE BAG X810, WITSIESHOEK 9870, SOUTH AFRICA
B: +27(58)-718 1036 @: +27 (58)718 1034 mmadmin@tmdm.gov.za/

OFFICE OF THE MUNICIPAL MANAGER

ANNEXURE “B”

» Code of Conduct



LONANOD 40 HA0D INAWL

SUILININ 44V1S TVdIDINNW ¥04 LONANOD 40 3d02
¢ 31 INA3HOS
1ONANOD 40 3d0D

&\w\ .\\_\5\\ %n&%ﬁw d‘Z‘ﬂ,WZdww,HD,mOE @mﬁﬂ:,ﬁ




a W
Mo SN
v

¢ Y. 1ONANOD 40 4d00 INANL

= ——————— e e SRR o R 3 ISR DR el |} Sl

:10}eoipul @ouew.oLad Yyoes Joj )os sjobie) souewlopad ay) aAsiyoe pue ‘ue|d
Juswdojansp pejelbajul 8y} Ul IN0 18s SBAI08[qO By} Juswsldw 0) ¥ess ‘uopduossep qof sJequisw Jjels ay) JO JIque
oy} ulyum sjqissod se Jey se pue ‘ueld juswdojaasp pajeibaiul s Aljediolunw 8y} JNoge UonewlIoul o jo seidoo uleyqo ()
-uonnjisuo ayy jo
(1) g61 uonoss ul paquosep uonessiuiwpe agnd Jo sejdiound pue senjea diseq ay) Juswe|dwi 0) ¥98S pue 9)0Wold (9)
‘sjobie) pue spiepuejs Jo
swus} ul souewopad Joj Ajjiqisuodsal Jo 8suas BA)Ys)|0 B pue djignd 8y} BulAIes 0} JUSLUJIWWIOD JO 81N} ND B J8)S0 (9)
“(2) 0G uonoss jo suoisiroid ay) Juswojdw|  (2)

—A|Buipio2oy
ISnw pue ‘wajsAs 20| [ejuswdojpAsp e ul Juenss oqnd e si Ayjediolunuu e Jo Jequiaw JJeis

}sasajul oljqnd ay} GuiAles 0} JuswHWWOo) "¢

"90ipnfeid 10 unoAej Inoypm Ajlenbs ‘sisquiaw yejs Jayjo Buipnjout ‘ajdoad |je jeal) pue Ajjeiedwr oy (9)
pue :pesiwoidwod jou ale Aljedpiunw sy} JO

AuBsyul pue Aypiqipalo sy) jey) Aem e yons ul pue Ajjediolunw sy jo jsessjul jseq syl uloy  (p)

‘pajowold aJe pg uonoss Jo s1oalgo pue podind uids ayj ey Aem e yons Ui Joy (9)

-Jsuuew jusiedsuel) e ul pue Apssuoy ‘Ajusbljip ‘yies poob ul 80140 Jo suonouny syl wioled  (q)

:1ounoo [ediolunw ay) Jo saldljod [nme| sy} alnoaxs Ajeko]  (e)

—sauwi ||e Je jshw Ajjediolunw e Jo Jaquisw Jels v

}ONPUO? [RIBUdL °Z

‘paLUEW JI SB JsuueW e Ul uosiad Jayjoue yum saa|| Ajusuewsad oym uosiad e suesw ,Jauited,, 8|npayss siy} uj

suoniuyeq I



A

W S\

3 l/rw ol LONANOD A0 FAOD INaNL

[SEESm———Sty R SRS S SRR ——— = ——— = —————

"uosiad pasioyineun ue o} Ajjjediojunw sy} JO JoqISW LB)S B SB UIB)qo
uonewJojul [epuspyuod 10 pabsjiaud Aue sesojosip uoissiwiad Jnoyym jou Aew Ayjedpiunw e jo Jequisw Yels v (1)

uojjew.ioju] Jo aINSO|ISIp pasLoyjheun ‘S

"Ajifediolunw ay) Jo sjuapISaL JSYJO [[B YIM UOWLLIOD Ul Sa4iNboe 10 Sey ‘Joquuisiu

Allwey as0[o 10 8jeI00SSE Ssaulsng ‘Jauped ‘esnods e 1o ‘Jequisw yejs e yolym jysusq e o) Ajdde jou saop way syt (2)
‘|FoUNOYJ 8Y) 03 Jjsusq ey}

Jo suenoryed |Inj Bunum Ul 8sojosip 3snw Ajljedioluny 8y} YIim papniouod JOBIUOD B WO} Jauaq 10alip Aue aiinboe o} spuejs
1o paiinboe Jaquaw Ajiwe} 8s0|0 Jo 8jeIo0sse ssauisng ‘Jeuled ‘esnods asoym Jo ‘oym Ajjedioiun e Jo Joquiaw Jels (1)

sjiyouaq Jo ainsojasiq ‘v

‘Ajfedidiunw ay) Jo yiom sy} uey) Joyjo uolssajoid Jo apel ‘ssauisng Aue ul pabebus og (2)

Jo ‘Ayjediolunw sy Jo ssauisng Aue ui jsessul eoueul e uielqo (Q)
Jaquisw Yejs e se ueyy asimusyio Ayjedioiunw ayj 40y yiom Aue jo souewlopad ayj (1)
Jo ‘Ayjediolunw ay) 0} sed1AI8s Jo spoob Jo uoisiaod sy (1)

—Jojjoeiuooe ojAuyedeag (e)

—jou Aew Ayjediolunw sy Jo Jequiswi Jejs e Ayjedidiunw g Jo [I0UNnod 8y} Jo Juesuod Joud sy yim jdeox3 (2)
JseJdjul ssauisng ajeAud 1o Jeuosiad Joalipul 4O 10a1Ip B Sey ‘B)eloosse ssauisng Jo Jauped ‘asnods

S Jaquiswl Je)s Jey) Jo ‘laquisw Jeis ey} Yoiym ui Jejew e Buiuieouod Ajjedidlunw ayj Jo jjeyaq uo uoisiosp e aye| (@)
Jo uosilad Jsyjoue pjeusq Aadoidwi 0} Jo ureb sjeaud Joy ‘Jequisw yeis

B SE paule}qo uoljewojul [eljuspluod Jo ‘Jaquiaw yejs e jo sabsjiald 1o uonisod sy} esn (e)

—jJou Aew Ayjedipiunw e jo Jaquisw yeys v (1)

ujeb jeuosiad 'y
"sjuspisal s} Jo 8Jl| Jo Ajljenb ay) srosdwi pue saAOB(qO S}l BABIYOE 0) B|OUM B SB

Ayjedipiunw syy Jo Ajige ey} esiwIXew 0} JOPIO Ul ‘SISIXd Yons Ji ‘walsAs plemal pue [esieidde aouewiopad jenpiAipul
SJequwaw yejs ay) se [om se ‘Ayjedioiunw sy} Joj waelsAs juswasbeuew souewsopad [[eI1eA0 8y} ul sjedidied (8)



=V
SW N A
~NAL >l

v LONANOD 40 AO0D AL

[ e Dt e s S S

"(1) way gns Jo yoeaiq e 9)N}Su0d pjnom ‘Jaquusl Jejs ay) Aq
pejdesoe Ji ‘Yolym Jayo Aue [19unod sy} Jo Jexeads auj) 0} 4o [eo1yo Jouadns e 0} Jodal Aejap JnouUIM Jsnw Jaquisw yeys v (z2)
"sanNp Jo siemod s Jaquuislu yejs jey) uiyum BuiyiAue Buiop jou Jo Buiog (p)
Jo {uoneuw.ojul [enuaplyuos Jo pabajiaud Aue Buisojosiq (2)
11oUN0d 8y} Jo Areuonouny Jo ainjonuis Aue Jo ‘[1ounod ay) o) uopejuasaidal e Buep (q)
:Ainp Aue Jo souew.opad ay) Jo Jomod Aue Jo esiosexs sy 0} piebal

Uum [1ounod ayj jo Ateuorjouny Jo ainona)s Aue Jo ‘Ajjedidiunw sy} Jo [1ounod ey Buipensiad ()

—I0}
inoAey Jo YI6 ‘premal Aue jdedoe Jo J0ijos ‘ysenbai Jou Aew Ayjediolunw e Jo ssquisw yers v (1)

sinoAey pue syIb ‘spiemay ‘2

‘Aliledioiuniu sy} JO [IDUNOD B} JO JUBSUOD USHIUM Jold Sy} JNOYNIM JOJJIDUNOD B LM 8JNJUSA SSBUISNG B Ul POAJOAUI B (9)

10 _Jsyew Aue Jo uofjelapisuod Sy Ul ‘[IDUNod 8y} JO AIeUOnOUN) JO 8NJONUS B JO ‘IoUN0D 8y} pesisiw o} Jdwene 1o pesisiy (q)
-9]eI00SSE JO pusy) ‘Jaquuawl

Ajwe; e Joj 10 ‘Weusq 4o ebejueape ‘sbejiaud ‘uopowoid quawiuiodde Aue Buiue)qo 0} MaIA B Yim ‘10jj1ounod
B JO ‘{Iounod 8y} Jo Aleuopouny Jo ainjonujs e Jo ‘Ayjediojunw 8y} Jo [I9UNOD 8y} esusnpjul 0} Jdwape Jo sousnyul Ajnpun (e)
—jou Aew Ayjediojunw e Jo Jaquiaw JJe)s

aouanpui anpun ‘9

‘uolje|siba [BUOIEU JO SLLIB} Ul UOIBLUIOJUI 0) SS9928 JO JybL s,uosiad e wolj 8yebolap Jou Seop wal iy | ()

‘me| Aue JO suI8) Ul 18198S JO [efjuapyuod ‘pabajiaud aq 0} palepaq (p)

Jo ‘AoeAld o) Jybu s uosiad e a)ejoiA pinom YoIym 0 a1nsojosip (9)

/IoUNOY By} JO 28RO B IO |IDUN0D 8y} AQ UOISSSS Paso|d Ul passnasi (q)

‘|lenuapyuod

Jo pabsjiaud oq o} Apjedioiunw syy jo Areuonouny Jo ainjonis Aue Jo [1ounod jedplunw 8y} Aq paulwusle( ()
—uoljewuojul Aue sepn|oul UoljewLIoul [elluSpLU0d Jo pabajiaud, way siy Jo esodind ay) Jo4 (2)



S 1)

WS
S /?/AVM\. V
LONANOD J0 FA00 [WANL

B i e N e = R S e =~ —

1oV siyl o (yX(1).L9
uooss ul pabesiaus Ayjediolunw ayj Jo sainpasoid Ateulidiosip ay) JO SWIS) Ul YIM }eap 8q Ishw 8pos) Sy} JO sayoeaig

9poH Jo sayoeaig- gl

"IoUN02 8y Jo Jexeads ay) 0] Jo U910 Jousdns e 0) Jajjew 8y} Hodal Aejep INOYNIM JSNL Joquisw JEe)s ay)
‘ap0Q sly} Jo Yyoeauq e usa( sey alay) 1ey) Buinsijeq Joj spunolf sjqeuoseal sey Ajjedioiunt e Jo JoquisLu Jels B JOABUSUMN

siaquiaw yejs jo Ainp Bunuoday z|

‘Juswisseley [enxas 0} Bugunowe uonoe Aue uo yiequwa jou Aew Ayjediolunw e Jo Jaquiaw ye)s

juswsseldey jenxag-LL

b jeuonniysuod Aue o} Juensind Jo Ayoedes
[eioyjo ue ul uey) Jsyjo ‘Ajjedioiunw sy} Jo |IDUNOD By} JO UOROSIS U Ul sjedioiped jou Aew Ayjedioiunw e Jo Jaquisw Jeys v

suono9|d ul uonedidiied oL

"poliad siy} Joye Auejes s Jsquisw Jje)s e wol) sjunowe Buipuelsino Aue jonpep Aew Ayjediolunw g pue ‘syjuow ¢ uey)
Jabuoj poued e 10) sebieyo seo1A1es pue sojes Joj A)jediolunw ay) 0} sieaule Ul 89 Jou Aew Ayjedidiunw e Jo Jaquisw yeis y

sleale jo JuswiAed ‘6

"ybu ou sey Jaquisw yejs jey) yoym o} Ayijedioiunw syy Aq pebeuew
JO psjjonuod ‘paumo jasse Jo Apedoisd Aue wolyy ueusq Jo ‘ainboe ‘oye) ‘esn jou Aew Ayjedioiunw e Jo Jaquisw yejs v

Auadoud 1ounosn -g



9
oS 1DNANOD 40 340D INAINL

"aul} sjerdoidde uy (9)

10 Isjjouaq Jayjo Jo seouemolje ‘Auejes ul uononpay (p)

:Jsod Jayjoue 0} Jojsuel] (9)

‘uonowaq (q)

‘syjuow aa4yy uey) Jjebuoj Aue oy Aed Jnoyum uoisuadsng (g)
—apnjoul Aew sdejs Aseundiosip Jayjo yong  (2)

¢yoealq e yons jo A)Iinb punoy usaq sey oypn
Jaquisw ye)s e jsujebe sdeys Ateunidiosip Jayjo Jo [essiws|p Joj punolb e s| 8po) Siy) JO yoeaiq (1)

sdays Areujdiosiq "vvlL



Ers

et s o SR SR T - L e =
THABO MOFUTSANYANA st rb#ﬂf{}&

STREET, OLD PARLIAMENT BUILDING, PRIVATE BAG X810, WITSIESHOEK 9870, SOUTH AFRICA
B/ 27 (58)-718 1036 @: +27 (58)718 1034 mmadmin@tmdm.gov.za/

OFFICE OF THE MUNICIPAL MANAGER

ANNEXURE “C”

» Financial Disclosure Form



FINANCIAL DISCLOSURE FORM




FINANCIAL DISCLOSURE FORM(CONFIDENTIAL)

I, the undersigned Mf" R\/\C’/i/‘“&gf?‘?l &Q}‘ b\ (-QVQD olbole :

DIQQ'XV" at Thabo Mofutsanyana District Local Municipality 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)

Number of shares / extent of financial interest Nature Nominal Value Name of

Company or entity

Number of shared value or
extent of financial interest

Nature

Nominal value

Company

2. Directorships and Partnerships
See information sheet: Note (2)

firm

Name of Corporate entity, partnership or

Type of business

Amount of Remuneration
or Income

2|Page



1. Remunerated work outside the Municipality (As sanctioned by Council)

Name of Employer Type of Amount of Council sanction
work Remuneration or confirmed:
Income Resolution
N L

[ [\

See information sheet: Note (3)

CONFIDENTIAL

2. Consultancies and retailer ships

Name of client

Nature Type of
activity

business | Value of

benefits
received

X
[\

JavA
[

See information sheet: Note (4)

5. Sponsorships
See information sheet: Note (5)

Source of sponsorship

Description of
sponsorship

Value of sponsorship




3.

Gifts and hospitality from a source other than a family member

Gift or Hospitality Description | Value
N A
WaRIa

See information sheet: Note (6)

Description Value Source

T/
A
(
7. Land and property
See information sheet: Note (7)
Description Extent Area Value
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CONFIDENTIAL

OATH/AFFIRMATION

1.

THOORLE LettA  (Gamau

| 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: «
7"\\e,f>
(ii) Do you have any objection to taking the prescribed oath or affirmation?
Answer:
Vo
(iii) Do you consider the prescribed oath or affirmation to be binding on your conscience?
Answer:
Q>

| certify that the deponent has acknowledged that she/he knows and understands the
contents of this declaration. The deponent utters the following words: “I swear that the
contents of this declaratuon are true, so help me God.” / “| truly afﬁrm that the contents of the

declaration ar . The signature/mark of the dega ety in my
presence

/o 0.2 0 R4
Commlssmner of Oath /Justice of the Peace 2023 -07- 2 0 :*

Full first names and surname: BOHLOKONG

(Block letters)

Designation(rank):

SHAC

Ex Officio Republic of South Africa

Street address of institution:
KOMO XAUDQ Stvase Esomoconc.ﬁ
Date: 223 -G~ 2. O Place: E)K’.‘-h’\CCO\Q EAFPS

,
~—

CONTENTS NOTED: MUNICIPAL MANAGER

DATE: 20 l(,'(‘/ ¢Te,

S|Page



CONFIDENTIAL

INFORMATION SHEET FOR THE GENERIC FINANCIAL DISCLOSURE

FORM

The following notes are a guide to assist with completing the Financial

Disclosure form (Annexure E):

NOTE 1: Shares and other financial interests

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

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

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

» The name of that entity.

NOTE 2: Directorships and partnerships

Designated employees are required to disclose the following details with

regard to

directorships and partnerships:

e The name and type of business activity of the corporate entity or
partnership/s; and the amount of any remuneration received for such
directorship or partnership/s.

e Directorship includes any occupied position of director or alternative
director, or by whatever name the position is designated.

¢ Partnership is a legal relationship arising out of a contract between two
or more persons with the object of making and sharing profits.

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

Designated employees are required to disclose the following details with
regard to \

Remunerated work outside the public service:

* The type of work;

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

» The amount of the remuneration received for such work.

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

NOTE 4: Consultancies and retailer ship

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

Consultancies and retailer ship:

* The nature of the consultancy or retailer ship of any kind;

* The name and type of business activity, of the client concerned; and

* The value of any benefits received for such consultancy or retailer ship.
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NOTE 5: Sponsorships
Designated employees are required to disclose the following details with
regard to
Sponsorships:
* The source of the sponsorship;
» The description of the sponsorship; and
* The value of the sponsorship.

NOTE 6: Gifts and hospitality from a source other than a family member
Designated employees are required to disclose the following details with
regard to
Gifts and hospitality:
+ A description and the value and source of a gift with a value in excess of
R350.00;
* A description and the value of gifts from a single source which cumulatively
Exceed the value of R350.00 in the relevant 12 month period; and
* Hospitality intended as a gift in kind.

Designated employees must disclose any material advantages that they received
from any source e.g. any discount prices or rates that are not available to the general
public. All personal gifts within the family and hospitality of a traditional or cultural
nature need not be disclosed.

NOTE 7: Land and Property
Designated employees are required to disclose the following details with
regard to their ownership and other interests in land and property (residential
or otherwise both inside and outside the Republic):
* A description of the land or property;
* The extent of the land or property;
* The area in which it is situated; and

*» The value of the interest.
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