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PERFORMANCE
MANAGEMENT (PMS)
CASCADING POLICY
FRAMEWORK

OKHAHLAMBA LOCAL
MUNICIPALITY

This document outlines the details of the performance management policy framework for the
Okhahlamba. Processes to be followed in developing and implementing performance management
together with the detailed key performance indicators, the corresponding targets and timelines,
monitoring, measurement, review, reporting and improvement frameworks are covered.
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1. INTRODUCTION
Performance management is a holistic concept relating to the management approach and systems
implemented to monitor the performance within the organisation. It is established according to the
requirement of MSA S38 it caters for all the development, Implementation and it roll out performance
management within the municipality.
The main function of the Performance management is to ensure the municipality function and report
on the services provided to the stakeholders in accordance with the planning document of the
municipality Integrated Development Plan (IDP). Performance Management System in Okhahlamba
Local Municipality will be Organisational Performance Management System (OPMS) and Individual
Performance Management System (IPMS) and Evaluation Impact of Service Delivery (M&E). This
framework /Policy encompassing both OPMS and IPMS to be cascaded down to all municipal
employees.
2. OBJECTIVES OF THE STRATEGY
The following objectives will be achieved through the Performance Management System:
 To create a culture of best practice and encourage shared learning among all employees / officials
of municipalities;
 To ensure integration and alignment of programmes across municipalities, departments and
other spheres of government;
 Assist in clarifying the roles and responsibilities of Council, the Executive Committees, other
committees, officials and other stakeholders;
 To contribute to the overall improvement of the council’s governing systems;
 To deepen democracy and good governance within municipalities’ organisational sphere of
influence by involving communities;
 To guide decision-making and the allocation of municipal resources;
 To promote accountability and help develop meaningful intervention mechanisms;
 To guide change within the municipalities
 To enable the municipalities to plan, monitor, report, review and improve organisational,
departmental and individual performance; and
 Facilitate a performance culture and improve service delivery.
3|Page

3.

STRUCTURE OF THE POLICY FRAMEWORK

This policy framework is divided into the following sections:
 BACKGROUND: LEGISLATIVE AND REGULATIONS CONTEXT
 PERFORMANCE MANAGEMENT SYSTEM PROCESS SET-UP
 DEVELOPING THE PERFORMANCE MANAGEMENT SYSTEM
 IMPLEMENTING THE PERFORMANCE MANAGEMENT SYSTEM
 PERFORMANCE MANAGEMENT CYCLE
 IMPLEMENTATION OF INDIVIDUAL PERFORMANCE MANAGEMENT SYSTEM


3.1 BACKGROUND: LEGISLATIVE AND REGULATIONS CONTEXT



This section highlights the key legislation and policy directives in terms of which the
Performance Management Policy is developed. These are the Constitution of the Republic of
South Africa (Act 108 of 1996), the White Paper on Local Government (1998), the Local
Government : Municipal Systems Act, 2000 (Act 32 of 2000), the Local Government :
Municipal Finance Management Act, 2003 (Act 56 of 2003), the Municipal Planning and
Performance Management Regulations (2001), the Local Government : Municipal
Performance Regulations for Municipal Managers and Managers directly accountable to
Municipal Managers (2006) and the Local Government : Municipal Budgeting and Reporting
Regulations (2009).




3.1.1 The Constitution of the Republic of South Africa (1996)
The Constitution of the Republic of South Africa, 1996 provides in Section 195(h) that “good
human resource management and career development practices, to maximise human potential,
must be cultivated”.



3.1.2 White Paper on Local Government (1998)



The White Paper on Local Government (1998) states that integrated development planning,
budgeting and performance management are powerful tools which can assist municipalities
to develop an integrated perspective on development in their area. These tools enable a
municipality to focus on priorities within an increasingly complex operating environment
and diverse set of demands, and to direct resource allocations and institutional systems to a
new set of development objectives.

The White Paper on Local Government proposes a Performance Management System (PMS) as
an essential tool that would enable municipalities to –
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(a) Set clear and measurable indicators for development priorities, objectives and projects
identified in and during the integrated development planning process;

(b) Regularly monitor and review implementation of projects contained in the Integrated
Development Plan (IDP);

(c) Regularly report on performance to the community and other stakeholders; and
(d) Define processes for performance improvement.

3.1.3

Municipal Systems Act, 2000 (Act 32 of 2000)

The Local Government: Municipal Systems Act, 2000 as Amended, requires municipalities to –

(a) Promote a culture of performance management among their political structures, political
office bearers, councillors and administration;

(b) Administer their affairs in an economic, effective, efficient and sustainable manner;
(c) Establish mechanisms to monitor and review its performance management system;
(d) Set appropriate key performance indicators as a yard stick for measuring performance,
including outcomes and impact;

(e) Set measurable targets with regard to each of those development priorities and objectives
identified in the Integrated Development Plan (IDP);

(f) Establish processes and systems to correct organizational underperformance;
(g) Establish a process of regular reporting to council, other political structures, political office
bearers, members of staff, communities and appropriate organs of state;

(h) Subject the results of performance measurements to auditing processes conducted by the
internal audit unit and the office of the Auditor General; and

(i)

Prepare an annual report for each financial year reflecting on – municipal / service
provider’s performance, development and service delivery priorities for the next financial
year and measures taken / to be taken to improve performance.

Code of Conduct for Municipal Staff Members (Schedule 2 to the Municipal Systems Act,
2000 (Act 32 of 2000)
The Code of Conduct for Municipal Staff members – as contained in Schedule 2 to the MSA –
dictates that a staff member in a municipality must participate in the overall performance
management system of the municipality, as well as the staff member’s individual
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performance appraisal and reward system, in order to maximize the ability of the
municipality as a whole to achieve its objectives and improve the quality of life of its residents.
3.1.4
Local Government: Municipal Planning and Performance Management
Regulations (2001)
The Minister responsible for local government prescribed the General Key Performance
Indicators (GKPIs) through regulations. Municipalities are required to annually report on these
GKPIs. These indicators focus on –

(a)

Service Delivery;

(b)

Local Economic Development;

(c)

Municipal Transformation and Development;

(d)

Financial Viability; and

(e)

Good Governance and Stakeholder Relations.

3.1.5
Municipal Performance Regulations for Municipal Managers and Managers
directly accountable to Municipal Managers, 2006
In order to ensure that institutional performance is properly linked to individual performance,
the Minister responsible for Local Government published the Local Government: Municipal
Performance Regulations for Section 57 Managers. These regulations seek to –

(a) Provide a uniform framework for governing the relationship between the employee and the
employer;

(b) Entrench a culture of improved performance;
(c) Set uniform standards to monitor and improve municipal performance;
(d) Provide principles for managing and rewarding performance; and
(e) Proactively identify performance barriers and provide targeted support.
3.1.6


Municipal Finance Management Act, 2003 (Act 56 of 2003).

The MFMA prescribes as follows with regard to the Service Delivery Budget Implementation
Plan:



The municipality must have a SDBIP for implementing its delivery of municipal services and
annual budget, which indicates the following:
 Projections for each month of revenue to be collected;
 Projections for each month of operational and capital expenditure (by vote);
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 Service delivery targets and indicators for each quote.


The MFMA further prescribes time frames for approval and submission of SDBIP and also
provides for the review of the SDBIP after the budget adjustment.

The accounting officer of a municipality must, by 25 January of each year –

(a) assess the performance of the municipality during the first half of the financial year taking
into account –
i the municipality’s service delivery performance during the first half of the financial
year, and service delivery targets and performance indicators set in the service delivery
and budget implementation plan;
ii the past year’s annual report and progress on resolving problems identified in the
annual report.

(b) Submit a report on such assessment to – the mayor of the municipality; the national treasury
and relevant provincial treasury.
3.1.8

Municipal Budget and Reporting Regulations, 2009

These regulations applies to municipalities and municipal entities and secures sound and
sustainable management of the budgeting and reporting practices by establishing uniform
norms and standards for ensuring transparency, accountability and appropriate lines of
responsibility.
3.2 CASCADING THE PERFORMANCE MANAGEMENT SYSTEM TO ALL EMPLOYEE LEVELS
The Performance Management Systems developed by Okhahlamba municipality focuses on
Organizational and Individual or employee performance management, as well as evaluation of impact
made by service delivery initiatives.
•

A performance evaluation system is a systematic way to examine how well an employee is
performing in his or her job. If you notice, the word systematic implies the performance
evaluation process should be a planned system that allows feedback to be given in a formal—
as opposed to informal—setting.

•

Evaluation refers to a periodic process of gathering data and then analyzing or ordering it in
such a way that the resulting information can be used to determine whether the organization
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or program is effectively caring out planned activities, and the extent to which it is achieving
its set goals and objectives..
3.2.1 Individual Performance Management System (IPMS)
The approach to be used is the development of key performance areas for each employee to be
in line with the strategic objectives of the organization and the strategic objectives relevant to
the department, the signing of the performance agreements and developing the work plans for
each employee in line with the job descriptions, setting of performance targets, review of
performance measures and targets and the assessments of the performance of each employee in
terms of the set targets are issues covered in this section.
3.2.2 Why does the Individual Performance Management System (IPMS) matters in the
organisation.


Reinforces good job performance.



Helps improve unsatisfactory job performance.



Makes sure employees and managers understand each other’s expectations.



Allows employees and managers to create goals, as well as plans to achieve those goals.



Improves communication between managers and staff members.



A performance evaluation system is a systematic way to examine how well an
employee is performing in his or her job. If you notice, the word systematic implies the
performance evaluation process should be a planned system that allows feedback to be
given in a formal—as opposed to informal—setting.



Evaluation refers to a periodic process of gathering data and then analysing or ordering
it in such a way that the resulting information can be used to determine whether the
organization or program is effectively caring out planned activities, and the extent to
which it is achieving its set goals and objectives..

3.2.3 Evaluation of Impact of Service Delivery
This section contains the possible criteria to be used in the identification of service delivery areas
for impact assessment, as well as the development of an Implementation Plan for Evaluation of
Impact.
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3.3 PERFORMANCE MANAGEMENT CYCLE
The performance cycle in fig 1 below depicts the four phases in the performance
management cycle.
Figure 1 : Performance Management Cycle
Phase 1:
Planning

What is the employee to do this year
(Performance Agreement and
Performance Plan)

(July)

Phase 4:
Rewarding

PERFORMANCE
MANAGEMENT CYCLE

(Jul/Aug)

Phase 2
Couching

How well is the
employee
doing

(ongoing)

What recognition will the
employee get for
significant and
outstanding performance
Phase 3:
Reviewing

Identify poor
performance

(quarterly)

How well has the
employee done ? (End of
4th quarter)

Development of formal
performance improvement
plan together with employee
Providing support and training
if necessary

3.4

INDIVIDUAL PERFORMANCE AGREEMENTS

Section 57(1)(b), (4A), and (5) of the Local Government: Municipal Systems Act requires
municipal managers and managers reporting directly to municipal managers to enter into
performance agreement. Section 3(e), Schedule 2 of the Local Government Municipal Systems
Act, requires that all staff members must participate in the individual performance
appraisal and reward system if such exists, in order to maximise the ability of the
municipality as a whole to achieve its objectives and improve the quality of life of its residents.
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A performance agreement is an agreement between an employer and the employee that – (a)
outlines employers expectations of the employee’s performance and (b) establishes
procedures for assessment of the employee’ performance against agreed criteria. The
performance agreements to be entered into by all municipal employees will –


Specify key performance areas as set out in the work plan;



Monitor and measure performance against targeted outputs;



Establish a transparent and accountable working relationship; and



Assess compliance with performance expectations.

These Performance Agreements define the municipality’s performance expectations of all
employees. Significantly the work plans which are an integral part of the Performance
Agreement are informed by institutional outputs and targets as captured in the municipality’s
Integrated Development Plan (IDP) and Service Delivery and Budget Implementation Plan
(SDBIP).
Individual performance agreements are to be signed as follows:
i.

The municipal manager as the head of the administration will annually enter into a
performance agreement with the municipality (represented by the mayor).

ii.

Managers directly accountable to the municipal manager will enter into performance
agreement with the municipality (represented by the municipal manager).

iii. Employees will enter into performance agreement with the municipality (represented by the
respective Heads of Departments).
iv. Commencement and duration of the Performance Agreement: Employees will enter into
performance agreements each financial year. The agreements must be concluded on or before
31 July of each financial year. The parties to the performance agreement will review the
provisions thereof annually (during the month of June).
Newly appointed employees shall complete their Individual Performance Agreement within
the first two months of appointment.
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Within that time, there should have been enough induction and acclimatisation to the new
environment to enable judgements about what it will take to deliver a good service for that
year.
3.3.1

PERSONAL DEVELOPMENT PLAN (PDP)

A PDP shall be developed and completed by all employees. The Human Resources Section of
Okhahlamba municipality will provide the template for developing the PDP, and it shall be
attached to an individual employee’s performance agreement.
3.3.2

PERFORMANCE REVIEWS

The performance reviews of Employees will be conducted annually basis.
3.3.3

PERFORMANCE EVALUATION SYSTEM

The criteria upon which the performance of employees will be assessed consist of two (2)
components:

(a) the performance will be assessed against KPAs which counts for 80% of the total
assessment;

(b) the performance will be assessed against Core Competency Criteria which counts for 20
% of the assessment.
Employees will be assessed on the extent to which objectives under each KPA have been
achieved. A score of 1 to 5 should be allocated to each KPA (depending on extent to which the
objectives have been achieved). The detailed description of the rating levels is contained in
Section 27(4) of the Regulations.

3.3.4

MANAGEMENT OF EVALUATION OUTCOMES

The evaluation of an employee’s performance will form the basis for –

(a) Rewarding outstanding performance; and
(b) Correcting unsatisfactory/poor performance.
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In the case of unsatisfactory/poor performance, the Okhahlamba Local Municipality shall
provide systematic remedial or developmental support to assist the employee to improve
his/her performance.
3.4 PERFORMANCE MANAGEMENT PLANNING, IMPLEMENTATION AND REVIEW
3.4.1 PLANNING CYCLE OF THE PMS
The planning cycle of the performance management system will run at the same time of the
integrated development planning process and the development of the SDBIP. Timeframes will
be according to the adopted IDP process plan for the year.
In view of the interrelatedness of the IPMS and the OPMS a consolidated Performance
Management Process Plan will be developed annually for implementation.
3.4.2

PMS IMPLEMENTATION AND REVIEW

The Municipal Manager, Management, PMS or M&E Unit will coordinate the implementation of
the Performance Management System. In ensuring that the review process is carried out, Senior
Managers and line managers/supervisors will constantly monitor and assess performance
targets (using the provided templates developed by the PMS/M&E unit.
This will be done to ensure that –

(a) There is a proactive identification of structural constraints and trends of underperformance,
and development of alternative courses of actions to remedy the situation;

(b) Performance reports submitted to council, communities and other appropriate state organs,
are of high quality.
3.4.3 IMPROVING PERFORMANCE
Municipalities should constantly strive to improve on good or excellent performance. Poor
performance needs to be improved as a priority. In order to do this, it is important that the causal
and contributing reasons for poor performance be analysed. Performance analysis is going to be
performed in order to identify poor performance. Municipal Managers will implement the
appropriate response strategy to improve performance.
The following table shows some of the potential areas of poor performance in terms of the OPMS
and the corrective strategy that the municipality will consider to remedy the situation.
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AREA OF POOR PERFORMANCE
Poor systems and processes
Inappropriate structures to deliver services
Inappropriate organizational culture
Absence of appropriate strategy
Lack of skills and capacity
3.4.4

STRATEGY
Systems and process improvement initiative
Organizational restructuring
Change management and continuous
education
Revision of strategy by management
Training and outsourcing additional capacity

REPORTING ON PERFORMANCE

In order to comply with the provisions of the Local Government: Municipal Systems Act (2000)
and thereby entrenching a culture of public accountability as encapsulated in the Systems Act,
Performance Personal should compile and submit a performance report to Municipal Manager
annually.
(a) The content of Individual Performance Assessments should clearly and directly devolve
from and be related to the department’s strategic/operational plan and the plans of the
specific unit for the coming year. In practice this entails that departments should aim to
have their plans prepared prior to the commencement of the financial year. This will enable
relevant and appropriate Individual Performance Assessments to be developed for all
employees
(b) Individual performance assessments should therefore, be informed by and, in turn, inform
the evaluation and review of organisational and unit achievement over the preceding
period. Reviews of achievement against departmental strategic objectives and business
plans should coincide with individual annual performance reviews, to enable individual and
organisational performance to be more effectively linked.
3.4.5

PUBLICATION OF PERFORMANCE REPORTS

The annual report is required by legislation and will be made available to the public.
Municipalities must frequently inform stakeholders of their performance, depending on
resources and capacity through accessible media means and other forms.

4 IMPLEMENTATION OF INDIVIDUAL PERFORMANCE MANAGEMENT


The performance of a municipality is integrally linked to that of staff. It is therefore
important to link organisational performance to individual performance and to manage
both at the same time, but separately. In this way all employees are working towards
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a common goal. It is however the responsibility of the employer, to create an
environment, which the employees can deliver the objectives and the targets set for
them in their performance plans and job descriptions.

4.1 FORMAL PERFORMANCE REVIEWS
Although performance is managed on a daily basis, formal performance reviews should be done
by the respective supervisor at once s year. The objective review should be based on actual
performance and performance evidence. Individual Employee’s Performance will be reviewed on a
annually basis within two weeks before the evaluation of a unit (directorate or section) to which the
employee belongs.
The supervisor and employee needs to prepare for the review and discuss the performance during
a focussed performance meeting. The review should be documented, and feedback should be
provided during the review. Performance should be moderated per department per post level /
group level after the performance evaluation of all staff has been finalised. The moderation should
be conducted in terms of the performance management manual to ensure objectivity and fairness.
Unacceptable performance needs to be addressed and action plans to improve the performance
must be prepared and agreed with the employee who did not perform. Performance against the
action plans must be reviewed quarterly.

Level

5

4

3
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Table 2: Scoring suggested by the Regulations (2006)
Terminology
Description
Performance far exceeds the standard expected of an
employee at this level. The appraisal indicates that
the Employee has achieved above fully effective
Outstanding
results against all performance criteria and
performance
indicators as specified in the PA and
Performance plan and maintained this in all areas of
responsibility throughout the year.
Performance is significantly higher than the standard
expected in the job. The appraisal indicates that the
Performance
Employee has achieved above fully effective results
significantly
against more than half of the performance criteria
above expectations
and indicators and fully achieved all others
throughout the year.
Performance fully meets the standards expected
in all areas of the job. The appraisal indicates that
Fully effective
the Employee has fully achieved effective results
against all significant performance criteria and

2

1

Performance not
fully effective

Unacceptable
performance

indicators as specified in the PA and Performance
Plan.
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
Performance does not meet the standard
expected for the job. The review/assessment
indicates that the employee has achieved below fully
effective results against almost all of the
performance criteria and indicators as specified in
the PA and Performance Plan. The employee has
failed to demonstrate the commitment or ability to
bring performance up to the level expected in the job
despite management efforts to encourage
improvement.

4.2 RECOGNITION OF OUTSTANDING PERFORMANCE

4.2.1. Year End Awards
The year rewards will be finalized during August and will be based on the performance
evaluations for the period 1 July to 30 June.
Rewards will be as follows:

4.2.2. Promotion
Employees who consistently perform well will be given more responsibility and promoted
where opportunities arise.

4.2.3 Special Opportunities
Special opportunities will be created such as special study opportunities and exchange
programmes that could benefit high performing employees.
4.3 ADDRESSING POOR EMPLOYEE PERFORMANCE
4.3.1 Refresher Tannings
Special opportunities wi ll be created such as refresher trainings for employees.
4.3.2 Find the root cause
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The HR and Performance Office will have chat with the employees when it’s come poor
performance, sometimes something’s is always behind the poor performance therefore
assuming is not good for the organisation.

4.3.3 Motivation
More inspiration and motivation will be provided to the employees to boost the organizational
moral.

5. EVALUATION AND IMPROVEMENT OF THE PERFORMANCE MANAGEMENT SYSTEM
The Municipal Systems Act requires the municipality to annually evaluate its performance
management system. It is proposed that after the full cycle of the annual review is complete, the
performance management team will initiate an evaluation report annually, taking into account
the input provided by directorates. This report will then be discussed by the Management Team and
finally submitted to Council for discussion and approval.
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