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1. Executive Summary

The purpose of this report is to present the Draft Reviewed Performance
Management Framework (PMF) to Council to be noted.

2. Service Delivery and Budget Implementation Plan - IGNITE

Management Services
Strategic Services

3. Compliance with Strategic Priority

Provision of democratic, accountable and ethical governance
4. Delegated Authority

None
5. Legal Requirements

Section 38 of the Local Government: Municipal Systems Act, 32 of 2000 (MSA)
Municipal Planning and Performance Management Regulations, 2001

6. Background

In terms of section 38 of the Municipal Systems Act No 32 of 2000 a
municipality must -
(a) establish a performance management system that is -
(i) commensurate with its resources;
(i) best suited to its circumstances; and
(i) in line with the priorities, objectives, indicators and targets contained in
its integrated development plan (IDP);
(b) promote a culture of performance management among its political
structures, political office bearers and councillors and in its administration.
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In terms of regulation 7(1) of the Municipal Planning and Performance
Management Regulations, 2001 a municipality’s performance management
system must entail a framework that describes and represents how the
municipality’s cycle and processes of performance planning, monitoring,
measurement, review, reporting and improvement will be conducted, organised
and managed, including determining the roles of the different role-players.

This framework therefore describes how the municipality’s performance
process, for the organisation as a whole will be conducted, organised and
managed.

The PMF differentiates performance management on three levels in the
Overstrand municipality namely organisational, individual and service provider
performance management.

Council adopted the initial Performance Management Framework (PMF) on 25
June 2014. This document is a review of the PMF.

Discussion

An operational evaluation resulted in a review of the Performance Management
Framework.

Sections were reviewed according to the following general explanatory note:

[ ] Words in bold type in square brackets indicate omissions from
existing enactments.

Words underlined with a solid line indicate insertions in existing
enactments.

Summary of the sections reviewed in the draft reviewed PMF are:

SECTION NAME PAGE/S
8.2.4 Formal performance reviews 20
8.2.5 Percentage related to the KPI rating scale 20
8.2.6 Monitoring and evaluation 21
8.2.7 Rating scale for KPI's 22
8.3.a Absence during the performance cycle 23
8.3.b Misconduct and suspension 23
8.3.c Employees on probation 24
8.3.d Managing performance that is not fully effective 24
8.5 Rewards and Recognition 25
9 Service Providers 25

9.2  Evaluating the Performance of Service Providers 26
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SECTION NAME PAGE/S
9.2.1 Prescribed procedures to evaluate service providers 26
10.2 Performance investigations 27
10.3 Internal Audit 28
10.4 Performance Audit Committee 28
Annexure 1 — List of acronyms 42

The draft reviewed PMF is attached as Annexure A.
Way forward
The draft reviewed performance management framework was circulated in the
March 2018 ward committee cycle for perusal and comments. After council
approval is obtained the draft reviewed document will also be open for public
comment in April 2018, along with the draft 2018/19 IDP review.
The public comments received will be incorporated in the Final reviewed
performance management framework to be presented for Council approval on
30 May 2018.

7. Financial Implications
None

8. Staff Implications
The draft reviewed document was compiled in-house.

9. Comments from other Departments, Divisions and Administrations
The departments of Human Resources, Contract Management and Internal
Audit provided inputs to the draft reviewed PMF on the sections relevant to

their functional areas.

The draft reviewed PMF served before the municipality’s internal Human
Resource Technical Working group in November 2017.

10.Annexures
Annexure A: Draft Reviewed Performance Management Framework (PMF)
RECOMMENDATION TO THE COUNCIL:

1. that the draft reviewed Performance Management Framework be noted; and
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2. that the local community be invited to submit representations in connection
with the draft reviewed performance management framework.

RESPONSIBLE OFFICIAL : R LOUW
L BUCCHIANERI
D VAN DER HEEVER
C ROETS

TARGET DATE FOR IMPLEMENTATION : NONE
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THIS MATTER SERVED BEFORE THE JOINT PORTFOLIO COMMITTEE ON
20 MARCH 2018, WHICH COMMITTEE RECOMMENDED AS FOLLOWS:

RECOMMENDATION TO THE COUNCIL:
1. that the draft reviewed Performance Management Framework be noted; and
2. that the local community be invited to submit representations in connection with

the draft reviewed performance management framework.

RESPONSIBLE OFFICIAL : R LOUW
L BUCCHIANERI
D VAN DER HEEVER
C ROETS

TARGET DATE FOR IMPLEMENTATION : NONE
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GENERAL EXPLANATORY NOTE:

[ ] Words in bold type in square brackets indicate omissions from
existing enactments.

Words underlined with a solid line indicate insertions in existing
enactments.
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Introduction

Performance Management (PM) is a process which measures the implementation of the
organisation’s strategy. In local government the strategic direction of a municipality is defined in
its Integrated Development Plan (IDP). PM is also a management tool to plan, monitor, measure
and review performance indicators to snsure efficiency, effectiveness and the impact of service
delivery by the municipality.

Purpose of the framework

in terms of section 38 of the Municipal Systems Act No 32 of 2000 a municipa
(a) establish a performance management system that is - '
(i) commensurate with its resources;
(i) best suited to its circumstances; and

(i) in line with the priorities, objectives, indicators and
development plan (IDP),

(b) promote a culfure of performance management am
bearers and councillors and in its administration.

fained in its integrated

political structures, political office

In terms of regulation 7(1) of the Municipal Pl
2001 a municipality’s performance manageme
and represents how the municipali

rformance Management Regulations,
m must entail 2 framework that describes
sses of performance planning, monitoring,
will be conducted, organised and managed,

ilitate the implementation of the performance management
ing process:

organisatién as a whole will be conducted, organised and managed.

Legal context
3.1 Municipal Systems Act No 32 of 2000

Chapter 6 deals with performance management. The following sections are applicable:
38: Establishment of performance management system
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39 Development of performance management system

40: Monitoring and review of performance management system

41: Core components

42: Community involvement

43. General key performance indicators

44 Notification of key performance indicators and performance targets
45: Audit of performance measurements

46: Annual performance reports

3.2 Municipal Finance Management Act No 56 of 2003

The following sections are applicable:
72: Mid-year budget and performance assessment
121: Preparation and adoption of annual reports

3.3 Municipal Planning and Performance Management Regulafi
Chapter 2 of the Regulations deals with performance managemen
following:
» Nature of performance management system
- Adoption of performance management system
- Setting of key performance indicators
« General key performance indicators
« Review of key performance indicators
- Setting of performance targets
» Monitoring, measurement and e

g:chapter covers the

cribe in detail how performance management is to be dong in
-for implementing performance management is in line with the

directly accountable to Municipal Managers of August 2006. Section 9 and Annexures A- B of the
regulation deal with the competency requirements for senior managers.

. Applicability of framework

This policy framework is applicable fo the Overstrand Municipality.



102 5 A
bfyz

Draft reviewed - 28.3.2018
Ferformance Management Framework : Overstrand Municipality

The Municipal Systems Act (2000} places the respongibility on the Councii o adopt a PMS, while
holding the Executive Mayor responsible for the development and management of the system.

The Executive Mayor delegates the responsibility for the development and management of the
PMS to the Municipal Manager of Overstrand Municipality. The Directors will be responsibie for
executing the PMS in their respective directorates according to the approved framework.

5. Objectives of a Performance Management System

5.1 Objectives

The objectives of the performance management system are described i
performance management policy and includs:

« Facilitate strategy development

» Facilitate increased accountability

s Facilitate learning and improvement
s Provide early warning signals

e Create a culture of best practices

e Facilitate decision-making

Performance management is aimed"é
Development Plans {IDP*

The perfofmance cycle for the Municipality runs from 1 July to 30 June in line with the financial
year and is an integral part of the IDP process.

The performance cycle can be summarised in the following diagram and each cycle will be
addressed in the remainder of this framework:
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Figure 1: Performance Management Cycle

Each of the above cycles can be explained as follows

» Performance Planning (Mar-Jan) ensuresithati:the strategic direction of the
Municipality more explicitly informs and aligns_the IDP with all planning activities and
resource decisions. This is the stag r&"Key Performance Areas and Key
Performance Indicators are designed to_address the IDFP objectives, national policy and
targets are set. _

« Performance Measurin oring {(Monthly and Quarterly) is an on-going

process to determine whetk ormance targets have been met, exceeded or not

met. Projections can also be“made during the year as to whether the final target and

future targets wi net. It occlifs during key points in a process — for example, on a

uation (Quarterly/ annually) analyses why there is under-
t “the factors were, that allowed good performance in a particular
-have not been met, the reasons for this must be examined and
on. recommended. Evidence to support the status is also reviewed at this
additional component is the review of the indicators to determine if they

» Performance review/auditing is a key element of the monitoring and evaluation
process. This involves verifying that the measurement mechanisms are accurate and
that proper proceduras are followed to evaluate and improve performance. According to
section 45, of the Systems Act, resulis of the performance measurement must be
audited as part of the municipality's internal auditing process and annually by the
Auditor-General. The Municipality have therefore established frameworks and structures
to evaluate the effectiveness of the municipality's internal performance measurement
control systems. Areas of weak performance identified at year-end must be addressed
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during the following years planning phase.

6.2 Key Steps in Performance Management

The key steps in implementing the performance cycle are as follows:

1. IDP consultation and strategic processes to determine
a. Strategic Objectives aligned with the National Agenda and local needs
b.  Establish the Municipal Key Performance Areas (KPA’s)

Capital project priorities for budgeting purposes is aligned with municipal “$trategy and
approved methodology

Start with budget processes

N

Obtain baseline figures and past year performance
Set multi-year performance target dates
Determine steps/pians to achieve budget and KPl's

©CoOoNS R W

Assign organisational KPl's to direclorates and membe

10.Prepare individual performance agreements aligne
management) :

13.Evaluate performance on individialk.(1/2.vearly) and organisational levels (monthly and
quarterty) '

14. Compilation of various perform
15. Auditing of performance reported
16. Appoint oversight ¢ i
17.Submit year-end re|

portfolio of evidence( POE'S)
ée to analysé and prepare report on improvement of performance
‘to various stakeholders

The above steps will be lained in more detail below.

7. Organisational Performance
71 In’ég ted Development Planning (IDP)

Althaugh IDP is not described in detail in this framework, it is important to provide some level of
background as performance start during the IDP process.

An Integrated Development Pian (IDP) is an inclusive and strategic plan for the development of
the Municipality which links, integrates and co-ordinates plans, aligns resources and forms the
framework on which annual budgets must be based on. The IDP also addresses the National
and Provincial Strategies.

104 D A

glyl
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In terms of Section 34 of the Municipal Systems Act, 2000: A Municipal Council must review its
Integrated Development Plan —

¢ Annually in accordance with an assessment of its performance measurements
» To the extent that changing circumstances so demand; and
» May amend its IDP in accordance with the prescribed process.

An Integrated Development Plan is therefore the principal strategic instrument guiding all
planning, management, investment, developmental and implementation decisions. taking into
account input from all stakeholders and reflects on:

» The profile of the municipal area including the economic and spatial data_,

« The Municipal Council’'s vision for the long term development of the mi

» An assessment of the existing level of development and performance

» The Council's developmental priorities and strategic objectives

» The Council's development strategies

» A spatial development framework

» Sectoral plans

o Disaster management plans

+ The Council's operational sirategies

» Prioritised action plans / projects / capital projec

¢ A financial plan )

e The key performance mcllcators and
soorecard)

rgets {multi-year municipal

7.1.1 IDP Process

The IDP process i
provides a high level,
responsibifities should
Council.)

S doct ented in the annual process plan that must be adopted by

Figure 2: IDP process flow
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The relationship between IDP and Performance Management is therefore legislated and
regulated. The Performance Management System serves to measure the performance of the
municipality on meeting its Integrated Development Plan.

7.2 The Service Delivery Budget Implementation Plan (SDBIP)

The IDP process and the performance management process must be seamiessly integrated. The
IDP fulfiis the planning stage of performance management. Performance managemeant in turn,
fulfils the implementation management, monitoring and evaluation of the IDP.

Organisational performance is the first step to seamlessly integrate the IDP and perfo ance

w, where and
when the strategies, cobjectives and normal business processs - the: municipality will be
implemented. It also allocates responsibility to directorates to deliverthe services in terms of the
{DP and budget. '

raphs below and submiited to the

The SDBIP needs to be prepared as described in th
' roved. The Executive Mayor needs

ecessarily be accountable for performance on
sonducting measurements of that indicator, analysing
perior who in turn will report to the Municipal Manager and

anagement and provide an overall picture of performance for the municipality as
ng performance on its strategic priorities. Components of the top-layer SDBIP

s One-year detailed plan, but should inciude a three-year capital plan
s TFhe 5 necessary components includes:
s Monthly projections of revente to be collected for each source
o Expected revenue to be collected NOT billed
« Monthly projections of expenditure {operating and capital) and revenue for each vote
o Section 71 format {Monthly budget statements)
» Quarterly projections of service delivery targets and performance indicators for each vote
o Non-financial measurable performance objectives in the form of targets and
indicators
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o Output NOT input / internal management objectives

o lLevel and standard of service being provided to the community
* Ward information for expenditure and service delivery
» Detailed capital project plan broken down by ward over three years

Please refer to section 12 on the development of key performance indicators for assistance on
how to develop indicators and fargets.

The following diagram illustrates the establishment, components and review of the municipal
scorecard (Top Layer SDBIP):

INPUT DOWNERSHIP

Submitted fo Coundit to
review

CWNERSHIP

Figure 3 Top Layer SDBIP

7.2.2 Preparing the Tl. SDBIP

The financial sheels must be drafted in terms of the approved budget. The structure of the
financial sheets is prescribed by MFMA Circular 13, is self-explanatory and all the columns should
be completed for each line item. It is however important that the cashflow projections are
calculated based on the planned spending / revenue collection for each manth.
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The capital projects sheet should be completed with the planned start and end dates as the
performance will be measured in terms of these dates. The projects should also be assigned to
wards. The cashflow per capital prOJect should also be aligned with the planned monthly spending
targets.

The Top Layer KPI's must be prepared based on the following:

« KPI's should be developed for the programmes / activities identified toraddress the
Strategic Objectives as documented in the IDP. The KPI’'s must be aligned. with the
national and municipal KPA's.

« KPl's identified during the IDP and KPI's that need fo be reported fo
stakeholders should be included in the TL SDBIP to confirm alignmen

KPI's should be developed to address the reqmred National Agenda

be translated into KPI's and to be inciuded in the TL SD
with the Strategic Objectives, and the national and munic
The risk reglster should be rewewed to |dent|fy the 1

municipality.

In the instance where a ta ' b:e achieved during the current financial year, the
target should be i ter years.

o These targets skbulé  set after available resources and past year performance has been
considered.

scorecard must be submitted to the Executive Mayor within 14 days after the
hudget has been approved. The Executive Mayor needs to consider and approve the SDBIP
within 28 days after the budget has been approved. The scorecard must be updated after the
adjustment estimate has been approved and any changes to the scorecard must be submitted to
Council with the respective motivation for the changes suggested, for approval.

Important note: The Executive Mayor should review the document for compliance, alignment and
adherence to the Council's Agenda as Municipal Manager and Directors will use the TL SDBIP as
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a basis for reporting on performance to the Executive Mayor, Council and the public. The
performance agreements of the senior management team will also be based on this document.

7.2.4 Update actual performance

The TL SDBIP will in most instances update automatically with the actual resuits reported in the
departmenial SDBIP. The SDBIP / PMS Officer needs to review the resulis, update the resulis

that require a manual update and document the final performance comments in the relevant
columns.

targets set. In order to measure the outcomes of the KRU
evidence (POE's) should be evaluated and documented.

It is important to note that the municipal manager needs
processes o provide the POE’s for reporting and audi

7.2.5 Quarterly reviews

|-d":"%ngage in an intensive review of municipal
-_-Qrecards and the mumclpai scorecard as reported

On a quarterly basis, the Execu

quarterly reviews should thus culminate in a comprehensive annual review of performance in
terms of all the scorecards.

The Executive Mayor will need to ensure that targets committed to in the municipal scorecard are
being met, where they are not, that satisfactory and sufficient reasons are provided and that the
corrective action being proposed is sufficient to address the poor performance.

13fy2
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The review shouid also focus on reviewing the systematic compliance to the performance
management system, by direclorates, departments, Portfolioc Councillors and the Municipal
Manager. The review will also include:

= An evaluation of the validity and suitability of the Key Performance Indicators
and recommending must any changes.

o An evaluation of the annual and 5 year targets to determine whether the targets
are over staled or understated. These changes need to be considered.

+ Changes to KPI's and 5 year targets for submission to council for approval. (The
reason for this is that the original KPFs and 5 year targets would have
published with the IDP, which would have been approved and adopte by ;
council at the beginning of the financial year.)

e An analysis to determine whether the Municipality is pen‘ormlng adequately
under-performing.

It is important that the Executive Mayor not only pay attention o p
good performance. It is expected that the Executive Mayor will ack :
where directorates or departments have SUCCBSSfU"y met targ
scorecards.

performance but also to
adge good performance,
irectorate/departmental

7.2.8 Council Reviews

At Ieast annually, the Executive May will

annual performance report will fo

& municipality’s Annuai Report as per sectlon 121 of
the Municipal Finance Management '

7.2.7 Public Reviews

The Municipal Syst ms
to be given the opp rtd

t as:well as the Municipal Finance Management Act requires the public
review municipal performance. Section 127 of the MFMA requires

7.2.8 Adjustments to KPl's

KPI's should be adjusted to be aligned with the adjustment estimate (incl. capital projects) and the
reason for the adjustment in the indicator / target should be submitted in a report to Council. The
KPI's can only be changed on the slectronic PM system after Council approval has been
obtained.
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Please note that KPI targets may not be adjusted downwards. Refer to the Framework for
Managing Programme Performance Information in this regard. The approval documents should be
safeguarded for audit purposes,

7.3 Directorate/Departmental scorecards

The directorate and departmental scorecards {departmental SDBIP) will capture the performance
of each defined directarate or department. Unlike the municipal scorecard, which reflects on the
strategic priorities of the municipality, the SDBIP wili provide detail of each outcome for which top
management are responsible for, in other words a comprehensive picture of the perfcrmance of
that directorate/sub-directorate. It will be compiled by senior managers for hisfher directorate

SDBIP:

Figure 4: Deparimental SDBIP

7.3.1 Preparing the Departmental SDBIP’s

KPI's should be developed for Council, the office of the Municipal Manager and for each
Directorate. The KPI's should:
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» Address the TL KPI's by means of KPI's for the relevant section responsible for the KP1.

» Include the capital projects KPI's for projects that relates to services higher than R200 000.
KPP's for furniture and equipment should be grouped as one KPi per directorate. The
targets should to some extend be aligned with the cashflow budgets and project plans.

o Add KPI's to address the key departmental activities.

o Fkach KPI should have clear monthly targets and should be assigned to the person
responsible for the KPY'. KPI's should be SMART.

should be spread amongst the aforementioned in terms of National and Local Agen .

Please refer o section 12 on the development of key performance indicate - nce on
how to develop indicators and targets- '

7.3.2 Approval of Departmental SDBIP

The SDBIP of each Directorate must be submitted to the mu nager for approval within

28 days after the budget has been approved.

7.3.3 Update actual performance

An evaluation of the validity and susiain
performance results of each target shaile
to measure the input/output of the KP
(POE’s) should be evaluated and d
KPI by documenting the following info

“the KPl's should be deone and the actual
__}f'fand evaluated on a monthly basis. In order
the =per'formanc;e results and perfermance evidence
F:Fhe KPl owners should report on the results of the
ation on the performance system:

¢ The actual resuitin j&rins of the ta?fget set.

The output/outcome.of achieving the KPI.

The calculatioriiof th faq_tuallu performance reported. (If %)
The reasons if t set was not achieved.

»

7.3.4 Nionthly reviews

The Directorates will review their performance at least monthly and report their performance in
terms of the SDBIP to the Municipal Manager and the respective Portfolio Councillor. Degision-
makers should be warned immediately of any emerging failures to service delivery so that they
can intervene if necessary. It is important that Directorates use these reviews as an opportunity
for reflection on their goais and programmes and whether these are being achieved. The Portfolio
Committee should have a standing agenda item to discuss at their monthly meetings. The SDBIP

Larreypre A

Jaf 43
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report submitted should be used to analyse and discuss performance. The Portfolio Councillor
and the senior management team should report on an overview of performance at the following
Mayoral Committee. Changes in indicators and targets may be proposed at this meeting, but can
only be approved by the Executive Mayor, in consultation with the Municipal Manager.

7.3.5 Adjustments to KPI's

KPI's should be adjusted to be aligned with the adjustment estimate and the reason for the
change in KPI's should be documented in a report to the Executive Mayor for approva

Additional KPl's can be added during the year with the approval of the municipali
approval documents should be safeguarded for audit purposes.

individual Performance

qrefore important to link
oth at the same time, but

The performance of a municipality is integrally linked to that of __
organisational performance to individual performance and to manag
separately. '

Although legislation requires that the municipal manager, and managers direclly accountable to
the municipal manager, sign format performance contracts, it is also a requirement in terms of this
framework that all employees have petformance plans. These must be aligned with the individual
performance plan of the head of the directorate and job descriptions. In this way all employees are
working towards 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 {heir performance plans and job descriptions.

The following diagram i{lli]st -.\s the individual performance management processes:

OWNERSHIF

Figure §: Individual performance management processes

Arnnexwe A

{3
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The Benefits of Individual Performance are to:

¢ Ensure alignment of individual goals and objectives with that of the organisation
and to co-ordinate efforts in order to achieve those goals.

« Understand what is expected from the incumbents, by when it is expected and to
what standard is expected

« Understand the incumbent's key areas of accountabiiity.

» Determine whether or not performance objectives are being met.

« Make qualified decisions within the incumbents level of competencies

s Avail the incumbents of learning and development opportunities to competantly
meet their performance targets.

8.1 Individual scorecards (Municipal Manager and Section 56 Managers)

of August 2006
rectly to the Municipal
ing directly to the Municipal
Regulation in Government

The Local Government Municipal Systems Act 2000 and Regula

Manager) require the Municipal Manager and the Manage
Manager to enter into annual Performance Agreements in ade

competency requirements for senior manage
Manager and other Section 56/57 Manage

renewed annually
Performance,

The management of the performance process for the municipal manager and the Section 56/57
managers will be in terms of R805 of 2006 and the Regulation in Government Gazette 37245, of
17 January 2014 {Local Government: Regulations on Appointment and Conditions of Employment
of Senior Managers, Annexures A and B). Performance will be reviewed quarterly of which the mid-
year and year-end performance will be formal evaluations,
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8.2 Individual scorecards (rest of staff}
8.2.1 Management (Post level Task-14 to 19)

The data obtained from Directorate scorecards (detailed SDBIP), will provide the user with the
respective Individual performance contracts for managers reporting to the s57 managers.

Perfermance Plans are agreed with each employee in job grades task 14-19 as pa f his { her
carger development plan and could include the following:

¢ Qualifications — a record of formal and informal {raining and experienc

» Job functions - key focus areas for the year.

o Career goals - long term and intermediate career goals.

e Key performance indicators linked to the SDBIP — KPI's i
responsibility of the respective manager and KPl's align '
manager

that are the
description of the

he ratings per level need to be determined by the
:gach financial year and agreed with the employer or

The agreements must be finaﬂlfsed by August every year and be agreed and approved by the
respective senior manager.

unctions - key focus areas for the year.
» Career goals - long term and intermediate career goals.
¢ Performance agreed for all employees on a specific job level.

¢ Performance agreed with the individual empioyee unique to the employees daily tasks and
aligned to the individuals job description.

e Performance indicaiors should be designed to ensure effective and efficient service
delivery (valee-for-money).

» Training or other skills development needs of the employes.
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The agreements must be finalised by August every year and be agreed and approved by the
respective employee and supervisor.

8.2.3 Skills Development Plan |

The skills development plan needs to be compiled / updated with the information obtained from
the performance agreements and the development plans. The Human Resources: Training and
Development Department together with the respactive fline manager is responsible to facilitate the
implementation of the skills development plan subject to funding and prioritisation of training
needs.

8.2.4 Formal performance reviews

be done by the respective supervisor [at least bi~annually] quarterly and
employees. The objective review should be based on actual perfc
evidence. The supervisor and employee needs io prepare for:ih

review.

The reviews should be completed by end February fi
for the period January to June.

Please note that perfformance and growth is:
employees should ensure that his / 8] :
is an on-going process and should:t

ipalityis electronic performance management system all performance resuits relate to
pefcentages.

: effective) relates to percentage range of 92-99%. The rating of 4 relate to
100% and 5 relate to percentage higher than 100% which indicate performance above what is
regarded as fully effective. Similarly ratings 2 and 1 relate to percentages lower than 100% which
indicate performance below what is_regarded as fully effective. The maior rating_intervals and
related percentages are shown_in the table below:
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Relaied

8.2.6 Monitoring and evaluation

The key performance indicators (KPI's) and performance targets must be monitore
basis and formal evaluation and rating on the five —point scale below must be d
basis. The directors are responsible for the monitoring and evaluation of th
managers) and other staff members reporting directly to directars.

-en a quarierlv
ion heads (line

During the monitoring and evaluation sessions the actual nerforman_ce of eéach-employee must be
capiured on the municipality's electronic performance managemen database together with the
reasons_for_underperformance (if any) and_interventions -where necessary. In_the event of

employee’s scoring 4 and above progof of evidence must be p d fer audit purposes.

During the quarterly evaluation sessions the ralir{
perfermance management system databass. ¢

‘must.also be caplured electronically on the

Executive Mayor Municipal Manager

Directors

Senior Managers and Staff members reporting |
to Directors

Municipal Manage

Managers

Staff members

Table 1. Electronic sign off by pariies
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8.2.7 Rating scale for KPI's

Requlation 27 {4} (c) of the Municipal Performance Regulations for Municipal Managers and

Managers directly accountable to Municipal Managers, 2008 prescribes the following five point
scale for the purposes of rating employees’ performance in respect of KPI's:

Qutstanding
Performance plovee af thls Ievel
Employee has achieved above fully effef;tlve

R
significantly
above effectwe resuits aqainst

Jance criteria_and indicators

expectations

5 T Bl affasiivs
inithe PAsand Performance Plan _
2 Performance;__ Parformance is below the siandard required for the job in
not full keV‘“areas Performance meets some of the standards;
_ expecied for the job. The reviewfassessment indicates that
effective 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 emplovee
has achieved below fully effective results against almost all |
of the performance criteria and indicators as specified in the
PA and Performance Pian. The employee has failed fo !
demonstrate the commitment or ability to bring performance
up to the level expected in the job desgpite management

efforts to encourage improvement.

Table 2: Rating scale for KPI's
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8.3 Circumstances that impact on performance evaluations

a) Absence during the performance cycle

It an employee is on leave or on sick leave for a month or more, it should not impact on_the
performance of the employes. The employee should receive the rating as previous evaluation.

Section 6 of the Employment Equity Act prohibits unfair discrimination against emgloyees on
the grounds of disability or illness.

i. Staff Movements (same level transfer)

ponsibility to

Vel vacating the post have to be
If the employee changing jobs is a

control should be completed prior t6:-his/her movement.

When an emplogéb is_iransferrsd to_another department, a progress review
discussion will be “éor or_the current performance cycle prior to the

employee Ieavmq the depa artment. In the case of supervisors, regardless of the

reason _for ir departuFé they will be reguired to assess their staff prior to
departurs;

b) Misconduct and suspension

1) Decisic 15 perta ___mnq to performance rating should be based on an employee’'s actual
“perfol manee In the event of alleged misconduct, some guestions need tg be posed.

What was the nature of the misconduct (e.g. financial, management)?

as the person found quilty or not?

o [ffound guiity, what was the nature of the sanction {(e.q. discharge, suspension)?

» Did the misconduct and/or sanction impact on performance?

« Was the employee suspended for a prolonged period?

2) Each case should however be judged on its own merit, If a misconduct charge, and

for the_hearing, andfor any sanctions have a serigus negative impact on_an employee's
performance, it would be difficult to motivate for awarding a 3-rating or_higher and

therefore the granting of a performance incentive.
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c) Employees on probation

The perdformance of the employees on probation should be evaluated quarterly and the
assessment form should be submitted to HR.

d} Managing performance that is not fully effective

(i} Poor work performance should be dealt with in terms of the pracedural requirements of the
Labour Relations Act schedule 8. Line managers are first required to identify and:work with

the employee to develop a plan to address performance_that is not fully effective. Line
mangers can consider the following to overcome performance shortfalls:

(a) Personal counseling

{b) On-the-job mentoring, training and coaching

(c) Restating/explaining the performance
performance requirements standard.

8.4 Appeals process
8.4.1 Section 56/57-

The Appeals process a
and performance coy

sed. in R805 of August 2006 and as agreed in the employment
:ts of the Section 56/57-Managers will be applicable in instances where
ith their final performance evaluations.

follow the municipality's normal grievance procedures.
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8.5 Reward and Recoghition

8.5.1 Performance improvement award

Due to the draft Cost containment regulations issued by National Treasury in February 2018, time
off will be the only performance awarded to top achievers. "'

The vear-end rewards will be finalized during September and will be based ol
gvaluation for the period 1 July to 30 June. Individuals achieving 100% or mor
recognition at Council meeting. '

performarnce
wili" be given

8.6 Roles and Responsibilities

In the Overstrand Municipality individual performancg: 7 is coordinatad by the Human

8. Service Providers

A municipal service can be pro
Agreament in terms of Section
provider. The Municipality is respon
agreement, including the p:
the Municipal Systems ‘Act.

cipality by entering into a Service Delivery
the:zMunicipat System Act with an external service
for monitoring and assessing the implementation of the
rmance “of the service provider in accordance with section 41 of

This secticn sets out the framework on monitoring and reporting on the performance of service
providers in terms of Chapter 8 of the Municipal Systems Act and Chapter 11 (Section 116(3)) of
the Municipal Finance Management Act. Performance of suppliers gets further elaborated in the
Contract Management Policy, paragraph 12.

The performance management of suppliers is supported by the Collaborator system, which sends
out performance reviews tasks, on a monthly basis on the 25", (The Collaborator training manual
is available on the system).

9.1 Notification of Service Providers

All service providers or prospective service providers must be informed of newly adopted system
of:

¢ an assessment and reporting of the service provider's performance;



122 A” A
2hbi2

Draft reviewed - 28.3.2018
Performance Management Framewaork ;| Overstrand Municipality

= setting of performance criteria in terms of the tender, (SCM specification Phase), the
required deliverables and service level agresment;

s the use of the service provider performance reports when evaluating service providers for
registration, pre-gualification, selective tender list, expressions of interest or awarding of a
contract; and

« the exchange of information on service provider performance reports between government
units/departments.

9.2 Evaluating the Performance of Service Providers

The Council must approve the thresholds (size and types of service provider contrac!
to comply with the requirements of this policy. The thresholds that need to be revi
include: (Monthly performance reviews gets supporied by the Contract Management :

s Contracts larger than R200 000 and

» Contracts where the service providers is required to deliver go
through the SCM System)

services (Procured

The service provider must sign a service ievel agreeme appiicable, indicating the
services to be delivered (as set out in the specifications during CM process), the timeframes
and the evaluation methodology. The service prowders perfor ance must be assessed in the
context of the project as a whole (KPI's to be establishe | g the SCM specification phase of
procurement). The respective roles and obligati f the Municipality and service provider under
the contract must be taken into account

9.2.1 scribed procedures to evaluate service providers

The following procedures need to be followed:

¢ The requirements of this policy must be included in the coniract of the service provider.

s The performance of the service provider under the contract or service level
agreement must be assessed monthly by the reporting officer and gets reported by the
Contract Management Cffice to the relevant directors and accounting officer.

¢ The assessment must be completed in the contract management system.
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¢ The Reporting Officer must complete the Service Provider Assessment on the contract
management system at the end of each month and on compietion or termination of the
contract.

» The quarterly assessment and reporting must be completed within 15 working days after
the end of each quarter. (Refer to the Contract Management Policy, paragraph 5.5.3).

¢ The Reporting Officer must provide a copy of the assessment to the Service Provider at
the end of each guarterly assessment period and on completion or termination of the
contract.

e Supply Chain Management Unit (Contract Management Office) will review:the quarterly
Service Provider assessments within 20 days after the end of each quarie
summary report to Coungil.

» In the instance of under-performance:

o The Municipality will facilitate support interventions to service
identified areas of underperformance. (refer to the Contract M nt Policy -
Dispute resolution). '
o Service providers who have been identified as under-p
must be informed of these support interventions.
o The impact of support interventions must be mg
o Corrective action should be documented’f’?"in w

fion and system should _comply with section 166 of
the Municipal Finance Management:Act and Reguiation 14 of the Municipal Planning and
Performance Management:Regulations (2001).

10.2 Performance investigations

The Executive Mayor or JAPAC (Joint Audit and Performance Audit Committee) [Performance
Audit Committes] should be able fo commission in-depth performance investigations where
there is either continued poor performance, a lack of reliability in the information being provided or
on a random ad-hoc basis. Performance investigations should assess

o The reliability of reported information
¢ The extent of performance gaps from targets
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® The reasons for performance gaps
. Corrective action and improvement strategies

While the internal audit function may be used to conduct these investigations, it is preferable that
external service providers, who are experts in the area to be audited, shouid be used. Clear terms
of reference will need to be adopted by the Executive Mayor for such investigation.

10.3 internal Audit

Section 165 of the MFMA reqguires that each municipality must have an internal audit unit however
such function may be outsourged. '

Committee] JAPAC,

The audit should include an assessment of:
e The functionality of the municipality’'s performance N
¢ The adherence of the system to the Municipal Sys m
s The extent to which performance measurements are reliable

10.4 Performance Audit Committeep

formance Management Reguiations require that
committee consisting of a minimum of three members,
t empioyees of the munlcmality Ne Councillor may be a
1all also appoint a chairperson who is not an employee.

The MFMA and the Municipal Planning and
the municipal council establish a
where the majority of members are
member of an audit commitiee. Councif:

' lities the option to establish a separate performance audit
provides only for a single audit committee. The operation of this
‘[section] regulations 14 (2) and 14(3) [of the regulations].

The Regulations give
commitiee wherea
audit committee is

According to the regulations, the performance audit committee must

review the quiarterly reports submitted to it by the internal audit unit.
tew the municipality's performance management system and make recommendations in
gard to the council of that municipality.

e at iéést twice during a financial year submit an audit report to the municipal council .

It is further proposed that the audit committee be tasked with assessing the reliability of
information reported.

In order to fulfil their function a performance audit committee may, according to the MFMA and the
regulations,
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* communicate directly with the council, municipal manager or the intemal and external
auditors of the municipality concerned,

+ access any municipal records containing information that is needed to perform its duties or
exercise its powers;

¢ request any relevant person to aitend any of its meetings, and, if necessary, to provide
information requested by the committee; and

e investigate any matter it deems necessary for the performance of its duties and the exercise
of its powers.

11. Performance Reporting

and slibmitted to the portfolio

be generated from the glectronic performance management yst
committees and the senior management team. i

11.2 Quarterly reports

Reports to report on the performance in terms.of t DBIP should be generated from the
electronic system and submitted to Council. h| report should also be published on the municipal
website.

11.3 Mid-year assessment

The performance of the first 6 months the financial year should be assessed and reported on in
terms of section 72 jof MFMA. This assessment must include the measurement of
performance, the identifiéation

KPI's, if necessary. T

performance comments field for reporting purposes.

11.5 Annual Report

The annual report should be prepared and submitted as per MFMA Circulars 11 and 63.
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12. Design of Key Performance Indicators and Targets

Key performance indicators are measurements that indicate what needs to be done to
measure progress in implementing the sirategic objectives of the municipality. Indicators are
important as they:

Provide a common framewaork for collecting data for measurements and reporting.

¢ Translate complex concepts into simple operational measurable variables.
e Enable the review of goals and objectives.
o Help provide feedback to the municipality and staff.

Identify the gaps between IDP sfrategies and the operational plans
depariments.

Performance targets express a specific level of performance that the Mu
is aiming to achieve within a given time period.

12.1 Key performance information concepts

During the process of designing indicators and targets; it is

key concepts:

P rta it to understand the following

Performance A performance management fram y

Management and processas of parformance pl mﬂnltonng, measurements, review, reporting and
ducted, orga ;sed hid. managed, including determining roles of the

Performance T ‘set of tools and techniques to plan regularly, monitor,

Management sriormance of the organisation and individuais.

System (PMS5) '

Organisational
Performance
Managemeni

individual
Performance

“contri ute t¢ the success or failure of the Municipality! Crganisation. Each individyal will have
erformance objectives, targets and standards that are linked to objectives of hisfher Division,
Blepartment and Munlnlpalliy

Cle ty defining 5-year Strategac Plan cf a Nlumcapallty
IDP should be reviewed annuaily or as required.

Performance | o o

Area Kay areas of rasponsibility and deveioped to achieve the objectives set

{KPA)

Objective Statement about whal ou{comes we want to achieve. All componenls of tha IDP need to be

transiated into a set of clear and tangible objactives. The statement of objectives requires a
tangible, measurable and unambiguous commitment. In setfting objectives, the municipality will
need to:

Carefully consider the resulls desired.
Review the precise wording and intention of the objactive.
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. Avoid overly broad resulls statements.,
o Be clear about the scope and nature of change desired.
» Ensure that objectives are ou’ecome and impact focused.

Core
Competencies

Every employee, no matter at what Ievel or withln what funclion, is required to demonstrate a

number of behaviours and skill that are considered core to achieve the objectives of the
municipafity.

Priorities The IDP delivers produc'(e"eeeh as a set of delivery .erioﬁﬁee and obj&ﬁﬁes, a set" oflnlemal
transformation: strategies, prioritles and objectives, identified projects that contribu the
achievement of lhe above objectives and a financiat plan.

Indicators Measures whlch tell us whelher we are making progress towards achieving our objjectivi
setting key performance indicators the following criteria were taken into consideration.

. Focused and Specific: Indicaters should be clearly focused and stated
unamhbiguously.

. Measufable An indicator shoukd by definition contain a unit of

]
the objective being measured it is also important that th
chosen should be contextually relevant to the So th A’{r

' Reflable: Relability Is the degree to which rep: suUres, under exactly the same
conditions will produce the same result.

° Simple: Good indicators will be simple, - nicate such that their relevance
is apparent. ._
Mmtmlse peivarss conssquences

Key

Performance

Indicators

{KPl)

h requiras baseline information for the measurement of performance
is measured against targets, not demographics)

7 :se are Indicators that measure whal 1t cosls the municipality fo purchase the essentials for
producing desired outputs (economy), and whether the municipality achieves more with less, in

* resources terms (efficiency) without compromising quality. The input indicators are indicating

what we need to do the work and may be the amount of ime, money or number of people it took
the municipality to deliver a service,

Output
indicators

.-.6-e.{co.me
Indicators

processes.

These are the indicators that measure whather a set of aclivilies or processes yield the desired
products — effectiveness indicators. They are usuaily expressed in quantitative terms and
respond to what we have produced. These indicators relate to programme activities or

These are the mdicators that measure the qualkity as well as the lmpact of the

products/programmes in terms of the achievement of the overall chjectives. In terms of quality,
they measure whether the products meet the set standards in terms of the perceptions of the
beneficiaries of the service rendered. In terms of impact, they measure the net effect of the
products or services on the overall obiective, Outcome indicators relate to programme abjectives




Performance Management Framework : Overstrand Municipality

128 A#wwAm

2
- =2/ Y
Draft reviewed - 28.3.2018

we wish {o achleve.

p

Actlvity The process or activities that use a range of inputs to preduce the desired outputs and ultimately
indicators outcomes. It therefore responds to the guestion “what we do”
Impact The results of achieving s| .eciﬁc oufcomes, such as reducing poverty and craating jobs
Indicators g 3p ’ g poverty g JobS.
Dlrect Data coliectad mainly by managament information systems viz.,
indicators « Quantity
+ Quality
+ Cost/Price
» Timelines
+ Start and end times
¢ Distribution
» Adequacy
s Accessibility
Opinion-
based Data coliected through surveys
indicators

Relationship
lndlca{om

Calculated using a combination of direct and other da

Targe‘t

The level of performance (orciesuredslate of pr
achieved within a specified time period. (Value

Baseline

source and
frequency

Measurement

SMART

Genefral
reportlng

fo!lovﬂng general key performance |nd:cators are prescribed in terms of sect]on 43 of lhe )
M nicipal Systems Act, 2000: These Indicators must appear on the Organisational
Scorecard (TL SDBIP) in addition to all the KPI's which have been set by the Municipality.

General Key Performance Indicators

1. IThe percentage of households with access to basic levet of water, sanitation,
electricity and sclid waste removal

2. [Fhe percentage of households eamning less than R1 100 per month with access to
ffree basic services

3. [The percentage of a municipality's capital budget actually spent on capital projects
identified for a particular financlal year in ferms of the municipality's {DP.

4, [The number of jobs created through the municipality's local economic development

initiatives Including capital projects
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5. [The number of peopte from employment equity targets groups employed in the three
highest levels of management in compliance with a municipality's
approved employment equity plan.

6. [The percentage of a municipality's budget actually spent on implementing its
workplace skill plan.

7. Financial viability as expresgsed {refer regulation {10){g))

{ Debt Coverage
A=B-C
D
Where-
“A” represents debt coverage
“B” represents total operating revenue received
‘C” represents operating grant
“D" represents debt service payment (i.e. interest + redemption),
financial year,;

{if) Service Debtors to revenue
A=B
(¥
Where-
“A" represents outstanding serv

to revenue
btors

Table 3: Key perform

Setting indicators

In setting mdlc tors it is important that one understand the key performance concepts described
above (pér:10) and the relationship between the core performance information concepts illustrated
below.
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| Flen, budgéet and

What we f implemonl

Figure 6: Relationship between the core performance information concept;

13. Performance Management System

dmitiister organisational and individual
sedio its full extent. The manuals how to
can be generated from the system should be
v-and effectiveness.

Overstrand municipality adopted the Ignite System t
performance and the system should therefore be i
use the system is available online. The reports
utilised for reporting purposes to allow.far coRsists

14. Performance Pr__pcess

The following proces .
processes. These proce:
processes.

s summarise the key operational and individual performance
aps:should be read with the seclions dealing with these performance

130 Prrsrore A
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14.1 Top Layer SDBIP

Appraved
{nl

Draft
Budget

Risk Ragizter

fagistation and
palicias

Process

Review source
dot's

Identify
Objectives

]

Oesign KPI

=

Link KF to
objeclive

Link KPl to Wat.
KPA

Link KPIto Nal
Qutcome

Calculate
targets

Asaign KPH e
stmanager

Determine
bageling

Datarmine
performance
standard

Caletiate guter
yeartargets

Document POE

Financial Rata

Mafnbenanes

Process

Populale
finanelal daia

Agree cap.
project
thrashold

L.

Daslgn KP|

fani

Calculate
largets

Assign to staff
meamber

Finallse SDBIF

Werkthopwith
mgmnt

T
Meyor 14 days
nfter budget

Pprova
Meyor 28 days
atter budgat

Table at
Counil

Puiiish on
website

Manitor 2nd Gitly update Paor
reviaw 4 with acteal |-# padormance: [¥ Prepare report SSESJ.L:F ¥ p:‘;f:;t:"
perfarmance parfarmance Carrsctiva nticn

Mid-yaar
Review

14.2 Departmental SDBIP

Update after
approval

Dapartmentat

Responsibilitiss

Yaar-end review

Risk Reglster

S 505 fo ol
and document
aclions for poor

I Legislaﬁonsnti \
paolicies

Top Layer
S0DBIP

+

Freview source
doe's

dentify
activitias 1o
manfor

—

Design KPI

Link KPIto
objeclive

Link to TL
SOBF KPI

Link Kl ko Mat
KPA & Critcome

Calkculate
targels

Aszign KP o
staf member

Datermine
baseline

Datenmine
performance
standard

s

Set monthly

Daocument POE targets

ncint Data

Design Capial
project KPI's

Asgign KPPk
staffmember

Calculate
targets

Assign to s1aff
member

[-»1 Finaliss SDBIP

Workshop with
mgrent

municipal
snanager for

Apoprovel by Mt
28 clays aftar
budget appraval
Lo

Menitor and Maonthly update Poot Prepare Submit to Submit ta
ravisw b with actual - parfarmance: |- ma nihlp report - WManagemen] |- Portfolio
perfornance perfurmance Carraciive aclion v rep Comimities Commitiee

Monthly

Review

Ruecognise good
peiformencs

Agree on
carrective aclion
for pear

Figure 8: Departmental SDBIP process map
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14.3 Individual Performance

P
PastYear
Performance
Bleview

Deparimanial Job

spDaP Beseription

|dentify kay Dacument actians
Process REVI:\::;:UI‘CG i achvilies ! ﬁ“"ﬁg: I!‘:b - cg:::mg::h - D:::::::It ::;r ™ toeddresscarear
responsible for une 9 p goals

Ideniify SDBIP
KFI's

Deacide an Sed
rmanagerial measLrament
KFl's criteris

Caleulate
weights

Agras on

responsibie for additional KPY

Staff approval Identify SDBIP Document Set Document Firalise
KPI's [—n - -2 measuremant —w parsanal —»
by end Auvgost KFI's critaria devalogmantplan agreemant

responsible for

portommance sanana Lo SO e
plan cantant s @ needs

JuEL L)
587 CQuanerty 2 verbal & 2 Farnmal: 360 Year-gnd
4 patformance repais |5 Formal review
Performance reviews ™| formal reviews [ 7] revisw on CCR's | 7] forpreperation waek | ' by eommittes ] a::r::?::::sas
losdnim_ ]

" P Staff prepara for Manzger reviey _— Yenr-end
?:: Izw: " perormance perfarmance and PE::::::;’]E u;n;tssl:;fls caloulate and
g raview darims m approva rewards

Figure 9: Individual performance process map

15. Role and Responsibilities of Stakeholders

In the Overstrand Municipality the overall performance management coordination resides within
the Directorate Managemeént Services; but the functional responsibility for individual and
organisational performance is gplit with the Human Resources Department being responsible for
individual performance the Strategic Services department for organisational performance.

ble :setj out a summary of the roles and responsibilities of the varicus
he PM&Within each of the management components:

The following.
stakeholders in

Executive Mayor ; o Fagilitate the development of a Optimum and equitable service
tong term Vision regarding |1DP delivery.
and PMS

¢ Mayor is responsible for the
performance and need to approve
the SDBIP and submit the annual
parformance report to Council

s Approval of municipal manager

performance plan and evaluate
.and report on municipal
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Mayoral Committee

IDP and PMS,

Portfolio Councillor

Suppon to the Executive Mayor

Provide strategic awareness and
manage the development of the

Promotes publlcawarenass and

satisfaction.

Monitor the impiamentaﬁon of the
strategy

Review and moritor the
implemeantation of the IDP and the
PMS

Evaluate performance of senior
management, whers applicable

Fac“itates the meESSéf o

benchmarking and coliab

ather municipalitles.

Gouncil

Adopt the PMS policy and
approve the IDP

Approve performance rewards
Oversight role to ensure that

performance management
pmcesses are momtcred

Table 4: Stakehoiders - Administrative Oversight

Wuniclpal Manager

Communicate with the Executive
Aayor and Senior Management
“aam.

Clarifies goals, targets and work
expectations of the executive
management team, other senior

| managers, line managers and

individual employees.

Senior Management Team

Manage Departmental and
individual performance

Review and raport on
performance

implement the departmental
business { operational plans and
maonitor the Individual
Performance Plans.

individual Employees

provider evaluations)

Reponmgmﬁc&, (for senm:e

Facilitates the identiﬁca.l'.i-.c;h"afm

training and development needs at
different levels in the municipality.

. Pdees anob}mtwabasm upon

which to reward good performance
and correcting under performance.

Execute individual performance
plans.

Menitor and assess work done or
service provided as per the
service dalivery agreemenl or
contract

Report on the performance of the

service provider

Line Departments

Mechanism for early warning
indicators to check and ensure

complnance

Ensure qualfty and eﬁectwe

performarnice of service pravidsers.




Draft reviewed - 28.3.2018

Avineye A

38

Performance Management Framework : Overstrand Municipality

Supply Chain Management

Table 5: Stakecholders- Implementers

» Manage the psrformance
monitoring process of service
providers

» Report on contract
management and service
provider performance to Councit
quartetiy

+ Raport to Council annually cn the
performance of service providers

» Investigate and report on the
impact of the interventions on
areas of underperfcrmance as
part of the quarterly and annually
repaort.

» Review the policy and process
annually,

+ Liaise with depariments on
interventions for under-
performing areas.

performance,

+ Addresses weak performance
timecusly.

¢ Effactive reporting.

+ Enhances service delivery and

Internal Audit -

o Assess the funciionality, integsi
effectiveness and legal .
compliance with the PMS3

yhances the credibility of the
MS and the IDP.

* Enhances the status and role of

Internal Audit.

i Committess

Representative Forums / Ward:

hform the identification of
community priotities.

= Public involvement in service

delivery of the municipality.

Audit legal compliance and
performance processes

Provide a platform for the public /

communities to inform and
communicate with Council.

Provides waming signals of under-

performance which can provide pro-

active and timely interventions.

Independeant ovearsight on legal

compliance.

Provides waming signals of under-

performance.

Oversight

Table 6: Stakeholders — Oversight

Review Annual Report and suggest
correclive action to address shortfalls

| Improved performance

28/3
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16. 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 afier the full cycle of the annual review is complete; the
Municipal Manager will initiate an evaluation report annually, taking into account the input

provided by directorates and departments. This report will then be discussed by the Management

following:

» Poor systems and processes.
s [nappropriate structures.
s Lack of skills and capaci
« |nappropriate organisation
s Absence of appropri

ble solution for an inappropriate structure.
mprovement will remedy poor systems and processes.

ion of strategy by key decision-makers can address shortcomings in this regard.
° Consmleratson of alternative service delivery strategies should be explored.

Performance analysis is a requirement in order to identify poor perfformance. The Municipal
Manager will implement the appropriate response strategy 1o improve performance,
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17. Conclusion

it is important to note that a PMS is dynamic and will change and develop over time to refiect the
unigue features of the municipality. The municipality environment is no exception to this
phenomenon and this policy framework lends itself to improvement and positive changes with
even more focused alignment to its objectives and performance levels.
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Annexure 1

List of acronyms

AG : Auditor General

CCR : Core Competency Requirement

iDP : Inlegrated Development Plan

JAPAC : Joint Audit and Performance Audit Commitiee
KPA : Key Performance Areas

KPI : Key Performance Indicators

LED : Local Economic Development

MEC : Member of the Executive Council
MFMA : Municipal Financial Management Act
MSA : Municipal Systems Act

MTEF

PDP
PMS
FPOE
SALGA
SDBIP
SFA

SLA
SMART
TL SDBIP
WPSE

zMe;‘ure;nble, Achievable, Realistic, Time-frame
rvice Delivery Budget Impiementation Plan
Work Place Skills Plan
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Annexure 2

References

e  Constitution of the Republic Of South Africa (1996) __
D Local Government :Municipal Systems Act ( M3SA) 2000 and its amendments

o  Government Gazette :Regulations gazette No.7146

»  Municipal Financial Management Act { MFMA) No.56 of 2003

»  Municipal Structures Act 1998

> National Treasury : 2007 Framework for managing performance |
o«  White Paper on Local Government (1998)
Batho Pele {1998)

employment for senior

pal Maniagers and Managers directly
5:6f 2006)

e MFMA Circular 42 Eiindif
s  MFMA Circular 63;

+ Notice 46 Direg

rand Aunicipality Performance Management System Implementation Policy, 2008
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