ENTERED INTO BY AND BETWEEN THE
MADIBENG LOCAL MUNICIPALITY

DULY REPRESENTED BY THE
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NEO MAAPE

AND
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ACTING CHIEF FINANCIAL OFFICER

FOR THE
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ENTERED INTO BY AND BETWEEN:

The Municipality herein represented by Mr. Neo Maape in his capacity as the Acting Municipal Manager
(hereinafter referred to as the Employer or Supervisor)

And

Mr. T Lefutswe as Employee of the Municipality (hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

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) of the Systems Act, read with the Contract of Employment
concluded between the parties, requires the parties to conclude an annual
performance agreement.

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

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

The purpose of this Agreement is to:

2.1

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 in terms of the key performance indicators and targets
defined and agreed with the employee and to communicate to the employee

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.

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

This Agreement will commence on 01 July 2020 and will remain in force until
30 June 2021 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.
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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 one month after 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.

The Performance Plan (Annexure A) sets out-

Key Performance Areas that the employee should focus on.

Core competencies required from employees.

The performance objectives, key performance indicators and targets that
must be met by the Employee.

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

The performance objectives, key performance indicators 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 strategic objectives; key performance indicators; targets;
projects and activities that may include dates and weightings. A description
of these elements follows:

The strategic objectives describe the strategic intent of the organisation that
needs to be achieved.

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

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

The weightings show the relative importance of the key performance areas,
key objectives, and key performance indicators to each other.

The Employee agrees to participate in the performance management system
that the Employer adopts or introduces for the Employee, 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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comp

Leading competncies

“ Basic Service Delivery nd Infrastructure Development

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

The criteria upon which the performance of the Employee shall be assessed
shall consist of two components, Key Performance Areas and core
Competency Requirements, both of which shall be contained in the
Performance Agreement.

The Employee must be assessed against both components, with a weighting
of 80:20 allocated to the Key Performance Areas (KPA’s) and the Core
Competency Requirements (CCRs) respectively.

KPA’s covering the main areas of work will account for 80% and CCRs will
account for 20% of the final assessment.

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

The Employee’s assessment will be based on his/her performance in terms
of the key performance indicator outputs/outcomes 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:

Local Economic Development

Municipal Transformation and Organisational Development

Good Governance and Public Participation

Municipal Financial Viability and Management

Sati Rationale and Transformation

| | Ld|

The Municipal Manager’s responsibilities are also directed in terms of the
abovementioned key performance areas.

The Competencies will make up the other 20% of the Employee’s assessment
score. The competencies as prescribed by Regulation 21 of 2014 (Annexure
A) and the applicable weightings out of 100% are indicated below:

Strategic e Impact and Influence
Direction and e [nstitutional Performance Management
Leadership e Strategic Planning and Management

e Organisational Awareness

People
Management e Diversity Management

e Human Capital Planning and Development

¢ Employee Relations Management
» Negotiation and dispute Management
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Programme ¢ Programme and Project Planning and
and Project Implementation

Management e Service Delivery Management

e Programme and Project Monitoring and
Evaluation

Financial e Budget Planning and Execution
Management e Financial Strategy and Delivery

e Financial Reporting and Monitoring
Change e Change Vision and Strategy

Leadership e Process Design and improvement

e Change Impact Monitoring and Evaluation
Governance e Policy Formulation

Leadership e Risk and Compliance management

e Cooperative Governance

Core Competencies

Moral competence

Planning and Organising

Analysis and Innovation

Knowledge and Information Management

Communication

Results and Quality Focus

The Performance Plan (Annexure A) to this Agreement sets out :
The standards and procedures for evaluating the Employee’s performance.
The intervals for the evaluation of the Employee’s performance.

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

Personal growth and development needs identified during any performance
review discussion must be documented in a Personal Development Plan as
well as the actions agreed to and implementation must take place within set
time frames.

The Employee’s performance will be measured in terms of contributions to
the strategic objectives and strategies set out in the Employer’s IDP

The Annual performance appraisal will involve:

Assessment of the achievement of results as outlined in the Performance
Plan:

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.

Values are supplied for KPI’s and Activities under each KPA as part of the
Institutional Assessment. Based on the Target for an activity or KPI, over or
under performance are calculated and converted to the 1-5 point scale
automatically. These scores are carried over to the applicable employee’s
performance plan. During assessment, the employee has a chance to submit
evidence of performance where a disagreement.
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The applicable assessment ratings and scores will calculate a final KPA score.
Assessment of the Competencies:

Each Competency 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
Competency.

This rating should be multiplied by the weighting given to each Competency
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 Competency score.

Overall rating:

An overall rating is calculated by using the applicable assessment-rating
calculator. Such overall rating represents the outcomes of the various
weighted ratings contained in the performance Plan which represents the
outcome of the performance appraisal.

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

Description
Performance far exceeds
the standard expected of
an employee at this level.

Outstanding
performance

Performance is
significantly higher than
the standard expected in
the job.

Performance
significantly above
expectations

133 - 166

Performance fully meets
Fully effective the standards expected in 100 - 132
all areas of the job.

Performance is below the
standard required for the
Performance not fully | job  in  key  areas.
effective Performance meets some
of the standards expected
for the job.

Performance does not
meet the standard
expected for the job. 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.

Unacceptable
performance

6.7

6.7.1

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

Executive Mayor
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Chairperson of the performance audit committee
Member of the executive committee
Mayor or Municipal manager from another municipality

The manager responsible for performance management system of the
municipality must provide secretariat services to the evaluation panels
referred to in sub-regulations (d) and (e).

The performance of each Employee in relation to his/her Performance
Agreement shall be reviewed within the month following the quarters as
indicated with the understanding that reviews in the first and third quarter
may be verbal if performance is satisfactory:

First quarter : July — September 2020 (October 2020)
Second quarter : October — December 2020  (January 2021)
Third quarter  :January — March 2021 (April 2021)
Fourth quarter : April —June 2021 (July 2021)

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

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

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.

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.

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

The Employer shall:

Create an enabling environment to facilitate effective performance by the
employee.

Provide access to skills development and capacity building opportunities.
Work collaboratively with the Employee to solve problems and generate

solutions to common problems that may impact on the performance of the
Employee.

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.

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.

The Employer agrees to consult the Employee timeously where the
exercising of the powers will have amongst others —
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A direct effect on the performance of any of the Employee’s functions.

Commit the Employee to implement or to give effect to a decision made by
the Employer.

A substantial financial effect on the Employer.

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

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

A performance bonus of between 5% to 14% of the all-inclusive annual
remuneration package may be paid to the Employee in recognition of
outstanding performance to be constituted as follows:

130-133.8 5%
133.9-137.6 6%
137.7-141.4 7%
141.5-145.2 8%

145.3 - 149 9%

150-153.4 10%
153.5-156.8 11%
156.9 —160.2 12%
160.2 - 163.6 13%

163.7 — 167 14%

In the case of unacceptable performance, the Employer shall:

Provide systematic remedial or developmental support to assist the
Employee to improve his or her performance.

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.

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 the MEC for local
government in the province within thirty (30) days of receipt of a formal
dispute from the employee, whose decision shall be final and binding on both
parties. The decision of the mediator (Mayor) shall be final and binding on
both parties whose decision shall be final and binding on both parties.

Any disputes about the outcome of the employee’s performance evaluation,
must be mediated by MEC for local government in the province, within thirty
(30) days of receipt of a formal dispute from the employee. The decision of
the mediator shall be final and binding on both parties whose decision shall
be final and binding on both parties.
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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.

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.

3

AS WITNESSES:

o LA~
' L

AS WITNESSES:

N\TNCWAL MANAGER

Page 9 of 25

=\



V JYNXIANNY

ol

(DNILOV) 4321440 TVIONVNIL 43IHD

AMSL1N437 OTON3HSL 1IN

404

NV1d IDNVINHO443d



N
\

v
VN

GZ 1o L1 obed

sal101eusiS

"JjuswaJinsealp 40} Juswalels uoljeledsd

"(s¥DD) syuswalinbay Adusyedwo) auo0)  T'E

pue ‘(sydyl) sealy aouewsopad Ay ‘T'E
:p4e22402§

1921440 [eldURULS JBIYD Y3 JO SaM[IqIsuodsay

JUsWaa.3y a3y} jo asodind

1UaU0)



Gz Jo Z1 obed

*S311IAI19 /S31INP SAIIRJISIUIIPE PUB S324NOSBL UBWNY WUOkRAd (Y

-ASa1e415 puE UOISIA [RjUSWdolaAap pue [euonesiuedio Juawa|dwi pue dojansg (8

‘saonoead pue suoijesado [eueuly Ayieay ainsud 0} sassadodd pue saunpadoud ‘sapdijod ‘swaisAs ulejulew pue ‘Joyuow ‘dojeaap 10341 (4
Juswaseuew |epuUBUL pue Juswadeuew uleyd

Ajddns ‘u01393|]02 anuUaAaJ ‘QuawaSeuew 1gap ‘JudsWZeueW Ysed ‘Juipodad [e1oueul) ‘sisAjeue ‘Guipunodde ‘Suile3png ziA sysel Jaylo w.ogidd (®

‘uoijelusWa|dwi s3I SUISSISA0 puB dd| Y1 Y1IMm dul| ui eaJe [edpiunw ayy ulyum AsaAljap 221AI9S 24n3oNJIselyul Joj swwesFoud e uidojanaQ (p
198pnq s Ayjeddiunip

ay1 Jo uoneiuaws|dwi pue uoijeledasd syl ur pue syunodde yueq s AljedIUniA Y3 JO UOIBIISIUIIPE B Ul J3JYO guizunoday ay3 1sissy (2

"€002 40 95 VINHIN $O SWwIa1 Ul 1921440 SulRUNODY dY3 03 pausdisse sainp pue s1amod o Suis|pIaxa 3y} uo 4321340 Sulunoddy dyl uIsiApy  (q

‘901130 Aunseas] pue 198png ay3 jo a8ieyd ur AjpAnessiuiwpy (e

:3UIMO||04 3Y1 10} B|qisuodsal si Juswiiedaq ayi jo peaH se Auoeded siy ul Ja2IQ [eloueUld §31YD BYL

1221440 [e1DUBULY JBIYD BY3 JO SAIH|IqIsuOdsaY °Z

"Je3A |eroueul4 0Z/6T0T @Y1 Joj Aujedidiuniy ayi jo
AjaAipadsal (d1gas) ueld uonejuswajdwi AaAldQ 921A48S pue 198png [enuuy ‘(ddl) uejd Juswdojaaaq palessalul 8yl Aq pawlojul si pue ‘papuswe
se 000Z 40 TE "ON PV ‘WY SWaisAS [edidlun|A :JUBWUISA0D [BI0T dY3 JO 9§ UOIIIS JO SjusWaLINbaI 3y} O JuBWI|YNY Ul S| JSpUNaJay pajieIsp ueld
3JUBWLIOLA BYL "J99140 [elduBUIS J31YD 3Y3 Aq s198.e3 pausisse Ajeai10ads aouewopiad ay3 uo SUOI1L309dX3 S,|12UNO) SBUI|INO UB|d SdUBWIOHS SIYL

JUaWaaJ8y 9y} jo asodind T



Gz Jo g1 obed

Tzoz sunr
(TL YIN4IN) T20Z dunfAq 0€ Aq 1e2A 3y3 10}
jJuawadeue|n yodai pa||iq Jo Junowe pa||iq 3unowe Jo % e
anuanay |eloueuly 9% B Se pa129||0d Se pa3103]|0d ANUAABY S'T9
:10329.1Q JuUesIssy Alyauoi %E6 %E6 %08 %SL 3NUBA3I JO %56 %09 q 1902y ot soLg Agajens
Tcoce
(T2 YWAN) TZ0T dunf 0g aunr og Aq pasiel
juswadeue|n uodal Aq pasiel anuanai anuanai 193png
EIUELEN |eldueuly 198pnq Sunessdo Sunzesado [e1031 JO % v'19
:10128.1Q JURISISSY Alyauony %E6 %09 %6V %SC |B301 JO %E6 %09 qT90CY S yold A3s1en8
(T YN4W) T20C TzOT duUNf
uodal aunr og Aq juads 0€ Aq juads 123png
198png [eidueuly 193pnq Suniesado Sunesado [e3103 40 % €19
-10123.1Q JUeISISSY Alyauoin %56 %SL %08 %ST |10} JO %S6 %007 q S9v'cy S £ old Agayens
T20C
Tcoz 3unf aunf o€ Aq pasaisidal
juswadeue 0€ Aq paiassigal juagipui SuiApjenb
anuanay 493151321 juasipui SuiAyenb ||e Jo 98e1uadIad 19
110123417 1Ue}SISSY juasdipu| %00T V/N V/N V/N l1e JO %00T %00T V/N L zolg A3eiens
uoday duljjig “TzZ0z 3unr o€ Aq
+Hodal "120T 3unf o€ sa1ed Apadoad wouy
jJuswadeue| | uollel|duodal Aq sa1es Auasdoud pajelauad anusnal Jo
anuanay | |04 uolienjea 10 Juswadeuew (%) u1 ssauas|dwo) TT9
:Jopauigiuelsissy | AusuenDd %001 %00T %00T %001 uo pagind %00T %00T w 69€Y € | oLd AS:aens
9 1v0D
SIINODLNO LIdNV ANV ALITIGVIA TVIONVNIZ IAOUdINI SIDILVYLS
ALITIGVIA TVIDNVNIE TVdIDINNIN :4OLYIIANI 3INVINYOIY¥3d A3 TVNOILVN
S1IDYVL S13I9YVL S1394VL S1354VL
(30d) JONVINYO4Y4Id | IDONVINHO4Y¥3d | IDONVINHO4Y3Id | FIDNVINHOIHId
NOSY3d JON3AINI YILYVND it YILYVND quE YILYVYND an HILYVYNO 1T 13D4vVL YOLVOIANI V05
319ISNOdS3y 40 017104140d S139YVL IDNVINHO4HId ATHILYVND TVNNNY 12/0202 aNIasve 13oang SLHOIIM FINVINYOIH3d AN JI93LVYlLS

(SVd)) Seauy aduewlopad 49y 'T°¢€

-piedalods ‘g




Gz 10 ¥| abed

oV 0}
uolssiwgns
Jo jooud pue
SluaWale1S
|eloueuly VSOV 03 paniwgns
|enuuy pa|1dwod sjuswalels
jJuawadeue 0z/610C Sdv |eloueUld [ENUUY
|eroueuld pausis 0zozisn3ny TEAg | 6T0Z/8TOT 02/6T0€ 40 JaquinN TT9
11019311Q UEISISSY Jo Adop v/N v/N V/N T pa1IWqgns S4v T [euld w /Yy S ol oLlg ASa1e11S
Teotc
uoinjosay Ae\ T€ Aq |1oUuno)
j12UNo) Tz0T AeN 01 paniwqns 393png
pue 193png 1€ Aq 1DUn0) 01 Jeuld Tz0z/020T
328png 1z/020C pa1wqgns 393png | 1a3png jeury 0 JaquInN
11019241 uelsIssy | |eul4 jo Ado) T V/N V/N V/N |euld Tz0¢/020T 0¢/6T0¢ od 9 6014
Te0c
uolinjosay yaJey 1€ Aq [1ouno)
[ouno) T20C Yaien 03 paniwgns 398png
pue 128png 0€ Aq [12uno) 03 199png 14ela 1202/020T
193png 12/020¢ paniwqns 323png yeig 40 JaqWINN 0T'19
:Jo12241q JueISISSY | yeuq jo Adod v/N T v/N v/N 1eiq 1202/020T 07/6102 oM 9 golg ASa1e.1s
0z0oz aunf
0€ Aq uswaiess
|Bldueuld [enuuy Tz0z aunf o€ Aq
lusuwialels ul 9s0jasiq |1Puno) |1ouno) 01 payHwgns
jJuswaseuep |ernpueuly >Q pauopuod SUOIIBIASD ||B uo
|edueuly |enuuy suoneinsp spoday Jo JaquinN 6’19
11032311 JuUelsIssy pausis V/N V/N v/N T ||e uo yoday T oM € Lol9 A3a1ens
siapua] 1702
papiemy Tz0oz 3unf o€ Aq aunr o€ Aq (Hanpe
j0 J91s139y (uaape o as0|2 jo 10 950|2 JO 93P WOy
+yoday 21ep Wouj shep 06) shep 0g) polad pijea
juswadeuey Alauenp pouad pijea sy ay1 ulyym pais|dwod
uleyd Aiddns | ureyd Aiddns uryum paze|dwiod s19pua) Jo ageluadiad 9'T'9
11030241 JuUelsISsY pausis %001 %001 %001 %001 siapus} %00T %007 0.4 St 9019 A3arens
S139YVL S13YvL S13DYvL S1394vL
(304d) JONVINYOL4YH3Id | IDNVINHO4Y¥Id | IDNVINHO4YId | FIONVINHOLHId
NOSYH3d JDN3AIN3 HYILYVNO yi HYILYVNO qu€ HYILYVNO ane YILUVNO 4T 13948VL YOLVDIaNnI V05
319ISNOdS3Y 40 OI104140d S13DYV1 IDINVINYO04YId ATHILHYND TYNNNY 12/020¢ ANI3asva 135ang S1HSOIIM FONVINYO4Y3d AN J1931VilS




G2 J0 G| abed

%08 = s3uly3d M

LINS 03
uoissiwqgns
30 j00.d Tzoz =unfog
pue uoday TzOZ 3unrog Aq Ag 1INS 03 pa3pwqns
Ajjauenp L1IAIS 03 panylwgns spoday Aldeuenp
juswsadueyuy | juawadueyul suoday Aluauenp juswadueyu3
ELVELEN| anuanay Juswadueyul 9NUaAaY JO JaquinN
11010941 JUeISISSY pausis 14 € 4 T 9NUBA3Y X 7 M3N 0.4 4 51 old
020z JaquanonN
19197 padojanap pauiene 0z0t 0€ Aq awo21InQ
Suipoday | luswaseue ue|d aWo02IN0 JaquianoN 0€ Aq 3awo2InQ 1pny panosduw
jeldueuly | [euld [eidusn uody pny upny paulene awodinno Hpny ue }o juawuleny
:1019811Q JUEISISSY loypny V/N 150d 02/610¢ paiijeny v/N MpNy palyienD Jawiepsia 0.4 8 vl olg AS=ens
ainypuadxa JayenD 19enD Jayenp Jauenp
Sunesado JO pud Jo pua 1O pud jo pus
|e1o] 1suiede Aq 193png Aq 198png Aq 193png Ag 193png
S3IINIDS Sunesadp Sunesadp Sunesado Sunesado 1202 Tz0z dunr o€
pajoeuo) [e301 JO % |e10] JO % |e10l Jo % |e101 40 % aunf o€ Aq 198png Aq 188png Sunesado
Jo Junowe e SB SJINIDS B SB S9JIAIRS e Se S92INISS e Se S3JINIBS SunesadQ |e301 [B10L JO % B s
ainypuadxy | [e1o1 jo Jaded pa3oesuo)d pa1desuo) pa1oesuo) pa10esuo) 10 % B Se S9IIAIBS %S $92IAIDS PIILIIUOD
110129110 JUBISISSY Supiom %S S %b S %ES %TS pa1oBNIUO) %S S uey3 ssa 0.4 z €1 oLg ASa1ens
uolln|osal
[1ouno) 120z Aenugad Tzoz AMenugad 8z Aq
pue 323png 8¢ Aq |1ouno) 198png [12UNo) 03 PAIHWIGNS
198png | swswisnlpy 01 panjwqns paisnipy 198png sjuswisnipy vT'T'9
11012341Q JUBlSISSY joAdop v/N T V/N V/N 198png paisnipy T 02/610C 0.4 € 71 oLg A3ajens
uolIn|osal
[12uno) Tzoz dunf 12351321 120z 2unf og
pue 131513y o€ Aq pajidwod 19sse paxiy Ag pajidwod 1335189y
uawaldeue 1955y paxid4 19351834 19sse jueldwo) 1955y paxi4 jueldwo)
|esodsiq 13 s1355Y ueldwo) paxiy ueldwo) dvio dvyD Jo JaquinN €T'T9
:1010841Q JURISISSY | VY9 pausis T V/N V/N V/N dviy9 XT 0z/610C w ey St 11 oL9 A3=1ens
EDXLAR S13DYVL S139YVl S1354VL
(304d) JONVINHO4Y43d | FINVINHO4YId | FONVINYO4Y3d | IDNVINHOLHId
NOSY3d JON3AIAT ¥ILYVNO it YILYVYND qu€ Y¥ILYVND ane YILUVYNDO 45T 1394V1L YOLVIIANI V0D
319ISNOdS3y 40 01104140d S139YVL IDNVINYO4YId ATHILYVND IVANNY 12/0202 ANIN3asve 135ang SIHODIIM FONVINYOAYId AN JI931VYlS




-
2 Jo 91 obed
Teoc
aunr o€ Aq s,0d 120¢
12351821 03 payiwqns aunf Qg p|ay s8unssw
aJuepuane spoday juswaseuew
pue sanuiw Sduewlopad 91e1030311Q JO JaquinN
o4 pausis J013S vV 4 6 9 € XTT 4 T 61 018
Hpny
01 pajjwqgns Jauenb
uoday ssas8oud Atana jo pua 120z 3unf o€ Aq
pue ue|d uondy Aq passaippe ssalppe s8uipulj Jpny
sduipuly ypny sgutpul ypny |eusaiu| jo a8ejuadiad
040 [eulaiu| paudis %00T %00T %00T %00T |eutalu] %001 4" T gl old
6T0C
J3QWIAON
0€ Aq
@]elo1daliqg 0c0¢
|y Joj J3qWIBAON 0€ 0707 1oqWanoN
s3uipuiy ypne Aq @1e40108.1Q 0€ Aq 2140302110
Jeah uoud 3y} Joy s3ulpuly 9y} Jo4 s3ulpuly
40 (% u1) ey }pne JedA soud jipne JeaA Joud jo
uolinjosay 40 (% u1) a3ey (% u1) @18y UOIIN|OSBY
04D | wmodasypny oV V/N v/N %00T V/N uonnjosay %00T %00T 1 L1 old
FESTEEN] 120z aunf
uonnjosay 0€ Aq pajusawajdwii
[12UN0) |3y} woly SuOoI3N|OsSaJ [12UN0) 3|qedidde yum
uonnjosay UOHCNEG_QE_ UC_UUQW 21e103123.1Q aul| ul SwaisAs
dly193ds suonnjosai J0 98ejuadiad |Aljes)siuiwpe
o4 $SD $10e.1x3 %00T %00T %00T %00T [12un0) %00T %00T T 91 0149 pasueyu3
1ININNYIA0D 1¥I01 40 SIWILSAS IHL NI IDNIAIINOD AIAOUdIAI o) Lo
J1D3LVYILS
NOILVdIDILYVd J119Nd ANV IDNVNYIAOD AOOD ‘HOLVIIANI IINVINHOIHId AIN TVNOILVN
S1IDYVL S139YVl S1IDYVL S139Yvl
JONVINYO4H3d | FIDNVINHO4H3d | FONVINHO4YId | FDNVINHOLHId
NOSY¥3d (30d) 30N3AIN3 YILYVND it 4314VND o€ H31¥VNO anl YILUVND 4T 1394vVL YOLVIIanI
318ISNOdS3H 40 01104.140d S13DYVL IINVINYOHId ATHILHVND IVYNNNYV 02/6T02 ANIN3sva 1395dang SLHOIIM FINVINYO4HId A~ TVOD JIDILVYLS




Gz Jo L) obed

Suipus Suipus Suipus Suipus
Jauenb AJana | Jsuenb Asans | uauenb Asoas | uanienb Asans Tz0z unf
JO UY1g ayd 10 Y35 3yl JO Yig ay3 1O Y35 ay3 0€ Aq Suipua Jauenb
Aq 1un SN Aq 3un SN Aq 1un SNd Aq 3un SN Suipus sapenb AJ3n3 1O Yis ay3 Aq
uolissiwqgns Jo 0} pawqns 01 papiwqgns o3 parywgns | o1painwgns | Asand Jo Yis ayl J1UN S 01 pPAIHWINS
4004d pue spodai s,30d $,30d s,30d $,30d Aq uun SAd 03 §,30d + syodal
dduewIopdd + suodai + suodal + suodau + suodal paniwgns s,30d SINId 40 JaquInN
0 pausis SN X ¥ SINd X € SINd X T SWd X T + spodal SINd ¥ MaN T fzold
10T 10T
1disoal aunr o€ Aq SN aunr og Aq NN 03
1usawWwadpajmou|de 0} pajjwigns paniwaqns spodas gzg
SIAd pue suodal gzd Alyauow 40 JaquinN
042 | vodau gzg pausis 41 6 9 € Alyauo x 2T M3N C [AX X K:|
10T
aunf Og Aq swely
awn paquosaid 170z aunf o€ Aq swely
uiym sindul aw) paquasald ulyum
uodal enuuy syndus podal |enuuy
1diada1 Jo pue d19as pue d1gas ‘¥e8png
juswspajmoude ‘}98png ‘dal ay3 ‘dd] Y1 Jo uoissILgNs
yim uoissiwgns JO uolssiwqgns 28ejuadiad
o4 40 jooud pausis %001 %001 %001 %00T %001 %001 C lzold
Teoc
aunr o€ Aq s,0d 120z dunf g
03 payjwqns Aq s,0d 01 paanwqgns
suoday spuoday @Juew.opad
QJuewlionad >_.hwutm3,0
Aldepenyp |eauswpedsqg 2oueldwod
epuady |eyuawpedaq Jo JaquinN anne|si8a)
04D Jd j0 Ado) 12 € 14 1 X %00T (4 0zold Supnsu3
S1394¥VL S1394VL S1354¥vLl S139dVL
IDNVNYO4Y¥Id | IDNVINHO4YId | IDNVINHO4YHId | IDNVINHOLYHId
NOSH3d (30d) 30N3AIA3 HILYVNO i YILYVNO qu€ ¥31LYVND ane YILUVNO 4T 1394V1 YOLVIIANI
319ISNOdS3Y 40 01104.140d S139YV.1 IDINVINYO4HId ATHILHVYND IYNNNV 02/6T02 ANN3asve 135ang S1HDIIM FONVINHOIYId AIN- V09 JI193LVYLS




Gz Jo g abed

(sy09) syuswainbay Aousjedwo) 8100 °Z'¢

%02 = s8unysiom

siseq Alzanenb siseq
Uuo pajiAul uaym AlJopenb uo pauaul
19315189y pue se s3unasin uaym pue se s3ullasn
9dUBPUINY JNY OV JWY Qv 3duepusne
pue sanuln J0 @duepusnie CEAUERICR|
40 5335 pausdis %001 %001 %001 %001 %001 Ltzold
Teoz sunt 120z aunf og Aq @140
0€ Aq 32140 %Sy ys1y 01 panIwgns
wodaul ysid pausis 01 psniwqgns spoday sty
pue uolssiwgns syoday ysiy Alyuo\ JO JaquinN
040 | 30400id pausis I € 9 3 Alyauow x 7T M3N T 9z old
Jauenb
Jauenb Jad J3d pajuawajdwi
Hoday pauawa|dul uonesiw
JUBWISSASSY uonesiiw sty a8ejuadiad
04 sy pausls %001 %007 %001 %007 st 4O %00T 1% T sz 0ol9
TZ0Z *unfog
1915183 Aq juswyuedsp Tz0zZ dunf
3duepuajie pue Y3 ulym 0€ Aq 3uswpedap
sanujw paudis pa3onpuod Y31 Uulyum pajdnpuod
‘epuade 3uieaw ssauaieme ssaualeme uoljuanald
[ejuawpiedap uorjuanaid pneusy a8ejuadiad
040 jo saido) %001 %00T %001 %001 pnelj %001 %001 T yrold
S13DYVL S139YVL S1394VL S139Yvl
JONVINYOL4Y43d | IDNVINYO4¥3d | IDNVIN¥O4YId | IDNVINYOYId
NOSY3d (30d) 30N3AINT ¥ILYVND wib HYALYVYND qu€ Y3LUVND ane HILYVND 1T 1394VL YOLVOIANI
319ISNOdS3Y 40 01104.040d S13DYV1 IDNVINYO4HId ATHILHVYND 1VNNNV 02/6T02 ANI3sve 13oang SLHDIIM FDNVINYOIYId AIN- V0D JID3LVYLS




GZ 40 61 obed

(%0¢€) SIION3LILINOD FH0D

%01

80UBUISA0S) 8AlRI2d00)

(52

juswabeuepy adueldwo) pue sy

uonejnwio4 Aoijod

diysiapeaT 20UBUIBA0D

%S

uonenjen g buloyuopy 1oedw| abuey)

~

1uawanoldw| pue ubisag sse20.d

KBajens pue uoisia abueyn

diysiepea ebuey)

%0¢€

0l

Bullojiuopy pue buipoday [eloueuld

Kianijeg pue Absjesg |eloueul4

Gl

uonnoaxg pue buluue|d 18bpng

Juswiabeueyy |eloueuld

%S

~

suonen|en] pue bulojuow joafold pue swwelbold

Kianijaq pue Aianijeq 9o1M8S

uonejuswaldw] pue Buluueld jo8foid pue weiboid

juswabeuely
108lold pue weibold

%S

juswabeuely ayndsig pue suonenoban

Juswabeuely suonejay aakojdw3g

juswabeuep Alsianiq

(o Vol Bl B ol

juswdojanaq pue buiuue|d |ended uewnyH

Jjuswabeueyy aidoad

%S|

Ssaualemy |euoneziueblo

juswabeuey pue buiuue|d oibsjeis

Juswisbeue saoueWwliolad [Buonnsuy|

AN(WO|M|O

aouanju| pue Joedw|

uonoaliq oibajens

(%02) S3IONILIJINOD ONIAVI1

biam
Aauajedwion
18301

Jybam
Aouajadwon
Buiaug

Aouajadwos Buiaug

Kouajadwon




Gz 10 0z obed

or \%\5;

Adhojdw3 ayy , Anjeddiuniy
|e207 Suaqipeln 9y3 o aaAojdwa ayy e &QD?&& :(uonneusisaq) &?ﬁe&N\Nﬁ; :(ssweu [|ny) /g paidadoe pue paudis

-

“:99A0jdw3 jo aunleudis

,Aohojdwz aya ,, Aujeddiuniy
|e207 MCOQ__UN_\/_ ay: MC_HCOmw._QmL >_SU freesssascessnsnnses rereanses \W \ ............. UACO_HmCm_meV Qwh,\ﬁv\ ”Amwrcmr_ __Dt >Q Uwuawuum pue _owcm_m
A1) 18 e Elearad k5|
= IR aw\ W =N

....................... ....“Lm>O_QEM QIH .._.O QLJHNCM_W

sauoleusis ‘g

‘suoljesado [euoidipsun( s Juswyedaq ay3 uiyim suun ayl Aq pawuogiad yiom ayy Joy
9]geIuno0d2e pjay a4 [|Im 3ys jeyl paSpajmoudde os|e J03dadid dYL ‘luswiiedaq ayl ul SUOP JOM 10} 3|qeljunodde p|ay 39 03 pue s}nsaJ papuaiul ay}

analyoe 01 a|qissod AjeSa| S 12y} ||e Op O3} pue ‘Ue|d JUBWIOLID SIY} JO SIUSIU0D Y1 JO aieme Aj|ny 9q 03 sate|dap Agqaiay JadIQ [eldueuld a1y) 3yl

sa.inse’a|A 40} Juswajels uoijeiepaqg ‘v

% 0l 0l snoo4 Aljenp pue sjnsay
% S S uonesIunNwwo)

Juswabeuep
% S g uoneuwiou] @ abpsjmouy
%G¢C G'¢C uolleAouu| pue siskjeuy
% S'C Gg'¢ Buiziuebip pue buluue|d
% G g aouajedwo) [elop




G2 0 Lz abed

"

Y/ b/ g | U

/ i

Jo sdwwesdold Suiuies|
a14199ds Ajlpuap] *(uodnaisul

$9s4N0J

pue asuepino ‘Suiydeo)

‘Bulioluadp ‘SBuluiedy) saAn1)23[qo/s|eod
uoneing $3S0) pajewils] saAneu] yuawdojanag 9oualadx3 4o a8pajmou) ‘s||I)S Sujuaea | Jea, |enueuld
SNOISNIAYILNI 40 SVIUV
..................................................................... m ..Ww.GJ\U....-.\..ﬁ.w&....é...ﬂ.u..mﬁw.ﬁ.rm.”."\..ﬁ..ﬁj..\.ﬂw:\%ﬂ...m.........n.\.r.\mﬁ.\-u.v.NM.,lﬂv"WZO_.F<U_H=|—<:HU --ZNZ&DU
...................................................................... s sNOLTYNDISIA et ) NI LMY A
DI by YRSl Guy G 5dTICp
Q..-..m.m.-\.)\.w.@.\.w. uwoou WN>O|—&_>_N -.......-...........-.--..-\./U.M.WM‘WNN\MU.H\.I.M’W: ......... namv m_>_<z ....-..“U-“-%GM.WUH-V.\‘NWN“.::“: UNS—<Z¢DW

8 JYNXINNY

NV1d LN3INdOTINAIA TYNOSYH3d



G2 J0 2T abed

---uc--n-\.-----u ,----
Qﬁw\\wQ\,\Q.ﬁmo
Aahojdwg ayy , Anjedidiunpy
|eao7 SuaqipelA 9y1 Jo a3Aojdwia ayy et T\N\N\, FQQN :(uoneusisaq) .ﬁﬁPb& : QJN\ * :(ssweu __:t q pa1dadoe pue pausis
/
ERESNRT RN 4.1 .\.\L......mw\»o_QEm 4O 24meusis

/

...... % \\u@v\x@wpmo

uolleang

$150) pajewis]

$954N0J
Jo ssawwessoud Suiuies|
ai19ads Ajiauap| *(uoizonaisuj
pue suepino ‘Suiydeo)
‘Buniojuay ‘Sujuiedy)
saAnlleniu] Jusawdo|anag

SaA1393[qO/s|e0o
ouaadx3y 1o adpajmouy ‘s||DS Sujuaea | Jea |epueuly




ANNEXURE

MADIBENG LOCAL MUNICIPALITY

FOR THE

FINANCIAL YEAR:
1 JULY 2020 - 30 JUNE 2021

Strictly Confidential
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CONFIDENTIAL
Annexure C

I, the unders;gned(surname and initials) Z/M Tz ,/I"L;
|| (Postal address) 4 {0 ém)() /é / éﬁ

INETE LA MAU Fvolen gy 0223

(Residential address)__2.$ b ’ﬁeéb‘gw"(“ (S €, )AHN%W Beo #ic
W JRcesfel ] 02 L

(position heid) __ AT 1149 o

(Name of Municipaiity) (Y251 LE NG JolP L M/I/L/U///ﬁ?ﬁ'l-/ 7E5)

Tell_0/2 |8 G221 Fax:

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

1. Shares, securities and other financial interests (Not bank accounts with financial institutions.)

2. Interest in a trust

731- Fﬂmm ‘s?
ML P/LOWELZJ“) Tﬁwg
T94 éﬁﬁ?)’—ﬁ TPvs7

3. Membership, directorships and partnerships

lﬁﬁ/‘qﬂ 7N!>w.\ [1465.6/-/,561/7’0/‘464 /f(,/ﬁuoa,oy
£7 F)NNOAD}MI/}S AnoN e AL et LS
sl‘f [rofet Ty pPIPofEFTy £5W/"W/

il 4. Remunerated work outside the Municipality (Must be sanctioned by Council)

CONFIDENTIAL

|| Signature by Municipal manager: /

1l 5. Consultancies, Retainerships and ReAions hips
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6. Subsidies, grants and sponsorships by any organisation

7. Gifts and hospitality from a source other than a family member

/V S

8. Land and property

Aoz

HENOLO LEFUTSWE
CHIEF FINANCIAL OFFICER (ACTING)

DATE: 0-4/09,/ 2022
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