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ACRONYMS AND ABBREVIATIONS

ACCRONYMS & DEFINITIONS
ABBREVIATIONS
CCR Core Competency Requirements

EAP Employee Assistance Program

IDP Integrated Development Planning

KPA Key Performance Area

KPI Key Performance Indicator

PDP Personal Development Plan

PMS Performance Management System

SDBIP Service Delivery and Budget Implementation Plan

ORTDM OR Tambo District Municipality

WSP orkplace Skills Plan

RSA Republic of south Africa

MFMA Municipal Financial Management Act

MSA Municipal Systems Act

CFO Chief financial Officer

MM Municipal Manager

SALGBC South African Local Government Bargaining Council

AG Auditor General

Local Economic Development

Member of the Mayoral Committee

Medium Term Revenue and Expenditure Framework

Portfolio of Evidence

Strategic Focus Area

Specific, Measurable, Achievable, Realistic, Timeframe

Service Level Agreement
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DEFINITION OF TERMS

Phrase
Competence

Objectives

Councillor

Input Indicator

Integrated

Development

Plan

Key Performance
Area

Key Performance

Indicators(KPI)

Baseline

Mayor

Municipal
Manager
Section
Managers

Section

Managers
Employee

Qutcome
Indicator

Output Indicator

Definition
Having the necessary higher education qualification, work experience
and knowledge to obtain at least a competent level of achievement

The objectives refer to the main activities or key focus area, which
make up a persona’ job and performance agreement and describe
what must be achieved

A member of a municipal council as elected in terms of Chapter 3 of
the Municipal Structures Act (Act 117 of 1998)

Typically cost related indicators. They measure what inputs have been
made towards achieving the objective and they are most relevant to
the day-to-day operations of a municipality. Examples include costs,
equipment, human resources, time, etc.

A plan aimed at the integrated development and management of a
municipal area as prescribed by Chapter 2 the MSA

Key areas of responsibility and developed to achieve the objectives set

Specific measurements that track progress towards the achievement
of an objective

The value (or status quo) of the indicator before the start of the financial
year or prior to the period over which performance is to be monitored
and reviewed. The base from which progress will be measured.

The mayor or executive mayor of a municipality as elected in terms of
Chapter 4 of the Municipal Structures Act (Act 117 of 1998)

A person appointed in terms of section 82 of the Municipal Structures
Act

An Employee appointed in terms of Sect. 56 of the Municipal Systems
Act 32 of 2000 and with whom the Municipal Manager concluded a
fixed term contract.

An Employee appointed in terms of Sect. 54 of the Municipal Systems
Act 32 of 2000

Any person, excluding an independent contractor, who works for the
Municipality and who receives, or is entitled to receive, any
remuneration.

These indicators measure the extent to which strategic goals or
outcomes are being met. OQutcomes are usually based on the results
of different variables acting together, for example, increased economic
activity as a result of improved water supply. They measure the effect
that the goals and objectives are having on the community

These indicators refer to “products” produced by processing inputs.
For example, the number of houses built or the number of electricity
connections made.
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Phrase Definition

Performance An annual agreement or contract entered into by two parties as
Agreement contained in section 57 of the MSA

T eI ERENMET] A part of the performance agreement which details the performance
objectives and targets that must be met and time frame within which
these must be met

Section A committee appointed by the municipal council in terms of section 79
Committee of the Municipal Structures Act (Act 117 of 1998)

Accounting Means the Municipal Manager appointed in terms of Section 82 of the
Officer Local Government: Municipal Structures Act, No. 117 of 1998

LI EGE A A municipal manager or acting municipal manager, appointed in terms
of section 54A of the MSA or a manager directly accountable to a
municipal manager appointed in terms of section 56 of the MSA. A
senior in terms of Circular No. 2 of 2014: Implementation of the Local
Government: Regulations of Appointment and Conditions of
Employment of Senior Managers: Government Notice No. 21 of 17
January 2014

ST - IRV An agreement between a municipality and an institution or person
Agreement mentioned in section 76 (b) in terms of which a municipal service is
provided by that institution or person, either for its own account or on
behalf of the municipality

STV IR The SDBIP gives effect to the IDP and budget of the municipality and
and =GN will be possible if the IDP and budget are fully aligned with each other,
I EIGERIEVTL as required by the MFMA as contained in MFMA Circular No. 13

Plan

Strategic A translation of priority areas into a results statement which is SMART
Objective (Specific, Measurable, Achievable, Realistic and Time-bound

Target A performance target {usually quantitative) is a planned level of
performance or milestone set for each indicator

Grievance Refers to a complaint or concern resulting either from an evaluation
outcome or the evaluation process

HOD Head of Department

Annual Report In relation to a municipality or municipal entity, means an annual report
contemplated in terms of Section 121 of the Local Government:
Municipal Finance Management Act

LUGIGIde-LEIEIIM The person appointed as Auditor-General in terms of Section 193 of
the Constitution, and includes a person-

(a) acting as Auditor-General

(b) acting in terms of a delegation by the Auditor-General; or

(c) designated by the Auditor-General to exercise

Employer The municipality employing a person as a municipal manager or as
manager directly accountable to a municipal manager and as

i
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Definition
represented by the mayor, executive mayor or municipal manager as
the case may be;

Financial Year The financial year of municipalities that start on 1 July and end on 30
June of each year

Portfolio s} Records that prove the validity, accuracy and completeness of
evidence achieved performance provided for audit purposes

Standard The description of recurring work that is to be conducted within a
Operating department, unit etc.
Procedure (SoP)

v
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1. DEFINITION AND OBJECTIVES OF PERFORMANCE
MANAGEMENT SYSTEM

1.1.Introduction

Performance Management is a strategic process, measuring implementation of the
organisation development and growth strategic management. In local government, the
strategic direction of a municipality is defined in its Integrated Development Plan (IDP).
Performance management therefore, equips leaders, managers, workers and
stakeholders at different levels with a set of tools and techniques for regularly planning,
continuously monitoring, and periodically measuring and reviewing the performance
of the Municipality in terms of indicators and targets for efficiency, effectiveness and
economy.

1.2.Purpose and Objectives of the Policy

In terms of Section 38 of the Local Government: Municipal Systems Act, 2000 (Act 32
of 2000) (MSA) requires municipalities to:

a) Establish a Performance Management System that is:
i. commensurate with its resources;
ii. best suited to its circumstances; and

ii. in line with the priorities, objectives, indicators and targets that are
contained within the Integrated Development Plan.

b) Promote a culture of performance management among its political structures,
political office bearers and councillors and in its Administration; and

¢) Administer its affairs in an economical, effective, efficient and accountable
manner.

In terms of regulation 7(1) of the Local Government: Municipal Planning and
Performance Management Regulations, 2001 states that “A Municipality’s
Performance Management System entails 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 different role players”.

As such, the purpose of this Policy Framework is to:
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Give effect to the performance management system as
prescribed by the Municipal Systems Act;

Provide an overarching framework for managing performance
in the ORTDM; and

Provide a foundation from which to steer the process of performance
management through the phases of planning, monitoring, measurement,
analysis, reporting and review on both the operational and individual level.

The main aim of the Performance Management Policy is to provide a clear
overview and description of the Performance Management System
amalgamated with the following objectives:

To provide clarity on the Performance Management System within the
municipality.

To guide for the implementation and functioning of both the organizational
and Individual Performance Management System.

To task individuals with regards to Performance Management.

To give effect to the legislative obligations of the municipality in a
transparent and focused manner.

To incorporate the performance management processes applicable to
directors and how these relate to link with the system in a holistic,
institution wide policy.

To provide a firm foundation from which steer the process of performance
management through all phase of implementation and devolvement.

To link the IDP, the budget and a performance management system in a
cycle of prioritized, affordable and accountable municipal planning and
effective service delivery involving all staff and the local community.

1.3.Legal/Statutory Framework

This Performance Management Policy Framework has been developed in accordance
with the prescriptions of promulgated local government legislation, regulations and
other guidelines. Specifically, the following are relevant to the development of this
Performance Management Policy -

Constitution of the Republic of South Africa (1996)

White Paper on Local Government (1998) and Batho Pele (1998)
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The Local Government: Municipal Structures Act No. 117 of 1998 and its
amendments

The Local Government: Municipal Systems Act, No. 32 and its amendments
(MSA)

The Local Government: Financial Management Act, No. 56 of 2003 and its
amendments (MFMA)

The Local Government. Municipal Planning and Performance Regulations,
2001 revised

The Local Government: Municipal Performance Regulation for Municipal
Managers and Managers directly accountable to Municipal Managers, 2006

Local Government. Regulations on Appointment and Conditions of
Employment of Senior Managers, 2014

Public Administration Management Act 2014 / Gazette No0.38374. Government
Notice No.1054

Notice 464: Directive: Performance information public audit act (2007)

MFMA Circulars: (11: Annual Report / 13: SDBIP / 32: Oversight Report / 88:
Rationalisation of Planning & Reporting Requirements)

MFMA Circulars: (42: Funding budget / 54: Municipal budget / 63: Annual
Report Update)

National Treasury: 2007 Framework for managing performance information
The King lll & IV Reports

Public Audit Act, 2004 (Act 25 of 2004)

1.4.Scope and Application

The scope of the Policy Framework is applicable to:

Senior managers of the ORTDM (in terms of Circular No. 2 of 2014:
Implementation of the Local Government; Regulations of Appointment and
Conditions of Employment of Senior Managers: Government Notice No.
21 of 17 January 2014); and

Employees of the ORTDM (fixed-term employment contract empioyees
and permanent employees) subject to the relevant regulatory prescripts.



Reviewed Performance Management Policy/ Framework 2025/26

2. APPROACH TO PERFORMANCE MANAGEMENT

2.1.Role of Performance Management System

The major role of the Performance Management System is to achieve the performance
objectives of the institution. This is supported by the following supporting objectives:

To raise the work performance of individuals to a higher level and to develop
the capacity and ability of the ORTDM to sustain performance.

To improve individual accountability and responsibility for individual
performance, as well as development.

To identify underperformance and to implement and justify the resultant
corrective follow-up actions.

To plan, monitor, measure, review and report on the organisation’s
performance at both and organisational and individual level.

To translate the vision, mission and IDP into clearly measurable outcomes,
indicators and performance levels that define success, and that are shared
throughout the Municipality and with its customers and stakeholders;

Provide a tool for assessing, managing, and improving the overall health and
success of business processes and systems,

To facilitate increased accountability;

To enable a shift from prescriptive and simply audited oversight to an ongoing
and compliance based strategic partnerships involving communities, and other
stakeholders.

To identify and address the required skills and competencies required for staff
to contribute towards achieving organisational objectives through continuous
learning and improvement;

To provide staff with the opportunity to actively manage their own performance;

To recognise and reward those employees who meet the policy criteria for
reward;

To facilitate all performance reporting by the organisation;
To act as an early-warning system;

To facilitate decision-making; and
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« To adequately provide for community consuitation and the opportunity to have
a clearer insight in the performance of the municipality.

2.2.Components of Organizational Performance Management

Performance management at a municipality is executed on three separate, but inter-
related components of performance, which also needs to be linked through the
performance management system.

2.2.1. Strategy Implementation

A Municipality must measure its success in achieving the strategic objectives of the
municipality through the implementation of the IDP. This is known as strategy
implementation and therefore it measures municipal performance at the strategic level.
It informs the organisation of what it is doing, the right things to produce, the desired
outcome or impact through its operational actions t0 achieve its vision. 1t focuses on
measuring the on-going and long-term operations of the organisation, linked with its
annual operational plan i.e. the Service Delivery Budget implementation Plan
(SDBIP). The SDBIP is a management, implementation and monitoring tool, which
guides the Administration on the commitments made in the 1DP.

In addition, the SDBIP details activities relating to programmes within the municipality
regarding the what, where, by whom and when activities will be performed.

2.2.2. Operational Service Delivery

It is important that the council and management have access to the appropriate
information for considering and making timeous interventions to uphold or improve
the capacity of its delivery systems refating to the functional services they are
rendering.

The performance of any municipality as a service delivery mechanism is fundamentally
determined by factors enabling it to perform its Constitutiona! and functional statutory
mandates. It is important that causal and contributory factors for performance
excellence at the municipality be measured to determine performance
gaps timeously with the objective to respond with appropriate remedial interventions.

2.2.3. Individual Performance

Individual Performance Management deals with performance on the level of the
individual employee. Individual performance targets are aiso formulated during the
business planning process. Staff performance provides council and management
with appropriate information on the behaviour of staff and outcomes in the
workplace. Reviewing staff performance at regular intervals will provide the council
and management with appropriate information performance gaps or excellence.
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3. KEY DOCUMENTS FOR PMS

3.1.Integrated Development Plan (IDP)

The Local Government Municipal Structures Act, 117 of 1998 (MSA) defines the 1DP
as “a plan aimed at the integrated development and management of a municipal area”.

The

IDP is thus the principal strategic instrument guiding all planning,

management, investment, development and implementation decisions, taking into
account input from all stakeholders.

The IDP:

Links, integrates and co-ordinates plans and takes into account proposals for
the development of the municipality (section 25 (a);

Aligns the resources and capacity of the municipality with the implementation of
the plan (section 25 (b);, and

Forms the policy framework and general basis on which annual budgets must
be based (section 25 (c).

The role of the IDP is to guide and inform planning and long-term development
through the setting of clear strategic and development objectives.

Section 26 of the MSA provides for the core components of the IDP, which are:

The municipal council's vision for the long term development of the municipality
with special emphasis on the municipality’s most critical development and
internal transformation needs (section 26 (a);

An assessment of the existing level of development in the municipality, which
must include an identification of communities which do not have access to basic
municipal services (section 26 (b); The council's development priorities and
objectives for its elected term, including its local economic development aims
and its internal transformation needs (section 26 (c);

The council's development strategies which must be aligned with any national
or provincial sectoral plans and planning requirements binding on the
municipality in terms of legislation (section 26(d);

A spatial development framework which must include the provision of basic
guidelines for a land use management system for the municipality (section 26

(e);
The council's operational strategies (section 26 (f);

Applicable disaster management plans (section 26(g);



Reviewed Performance Management Policy/ Framework 2025/26

« A financial plan, which must include a budget projection for at least the next
three years (section 26(h), and

« The key performance indicators and performance targets determined in terms
of section 41. (Section 26 (i).

The IDP is therefore a strategic five (5) year strategic plan that guides the
behaviour and decisions of a municipality.

3.2.Budget

The municipal budget is a key feature of the municipality as it provides amongst others,
the resources from which services will be provided, maintained and upgraded -
information very important to every citizen.

In terms of the Municipal Finance Management Act No.56 of 2003, (MFMA) the annual
budget of a municipality must be a schedule in the prescribed format (section 17),
namely:

 Setting realistic anticipated revenue for every revenue source,
« Appropriating expenditure for budget year under different votes;

« Setting indicative revenue per revenue source and projected expenditure for
two (2) financial years following the budget year;

« Setting estimated revenue and expenditure by vote for current year and actual
revenue & expenditure for financial year preceding the current year;

e Any statement required by section 215 (3) of Constitution;
o Budget must be divided into capital- and operating budget;

o When the budget is submitted to council for approval in terms of section 16 (2),
the budget must be accompanied by the following documents:

- Draft resolution;

- Measurable performance for revenue for each source and vote;

- Projection of cash flow for budget year by revenue source per month;
- Amendments to 1DP;

- Amendments to budget related policies;

- Particulars of municipal investments;
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Prescribed budget information on municipal entities under sole or
shared control of municipality;

. Particulars of proposed new entities or entities in which municipalit
intends partake; '

_ particulars of proposed service delivery agreements, including
material amendments to existing agreements;

. Particulars of proposed grants;

. Proposed costto the municipality of political office bearers, councillors
of municipality, municipal manager, chief finance officer {CFQ), each
senior manager and staff receiving remuneration package greater or
equal to senior manager,

- Proposed cost for budget year 0 municipal entities (sole or shared)
regarding salary of board of directors, CFO and each senior manager;
and ’

- Any other prescribed supporting documentation.

When preparing the annual budget, the mayor must take into account the 1DP, take
reasonable steps 10 revise the IDP in terms of realistic revenue and expenditure
projections for future years and take into account the national budgst, relevant
provincial budget, governments fiscal and macro-economic policy, as well as
agreements in terms of Division of Revenue (section 21 (2)).

The budget must be approved by council before the start of the budget year (section
24 (1) (@) & (b). A municipality may revise an approved annual budget through an
adjustment budget (section 28), usually by the end of January.

3.3.Service Delivery Budget implementation Plan (SDBIP)

The IDP denotes the high-leve! strategic plan of the municipality. Once approved, the
IDP needs to be executed over its term. The budget gives effect to the Stl'at'egic
priorities taken up in the 1DP of the municipality. The SDBIP is the instrument used to
perform this management, implementation and monitoring activities in the
municipality.

in accordance with section 53(1) (¢} (i), the SDBIP is a detailed plan approved by the
mayor of the municipality for implementing the municipality's delivery of municipal
services and its annual budget, which must indicate:

a) Projections for each month of-

(1) Revenue to be collected, by source; and
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(ii) Operational and capital expenditure, by vote;
b) Service delivery targets and performance indicators for each quarter; and

c) Any other matters that may be prescribed, and includes any revisions of such
plan by the mayor in terms of section 54(1) (c).

The MFMA requires that a draft SDBIP be submitted to the Mayor not later than 14
days after the approval of the budget. The mayor must then approve the SDBIP no
later than 28 days after the approval of the budget in accordance with section 53(1)
(c) (ii) of the MFMA.

3.4.Individual Performance Plans

Once organisational objectives have been set, it is possible to cascade these down to
the relevant departments, and individuals. In local government, municipal employees
fall into two broad categories:

a) Senior managers (Municipal Manager including managers reporting
directly to the Municipal Manager); and

b) Non-senior managers.

Senior manager means a municipal manager or acting municipal manager, appointed
in terms of section 54 (a) of the MSA, and includes a manager directly accountable to
a municipal manager appointed in terms of section 56 of the MSA. Senior managers
must enter into employment contract with the municipality on assumption of duties and
the regulations give a detailed guide on the elements of an employment contract.

Non-senior employees are employed on a permanent basis and are governed by the
provisions of the South African Local Government Bargaining Council (SALGBC).

Individual performance plans are developed for both Senior and Non-Senior
managers. These plans include indicators and targets, which will be measured over a
financial period.

4. ORGANISATIONAL PERFORMANCE MANAGEMENT

At this level the performance of the municipality is measured and managed against
the progress made in achieving the strategic objectives as set out in the Integrated
Development Plan (IDP). This is done on the basis of the Key Performance Indicators
set for each of the IDP objectives.
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The measures set at this level should be strategic and mostly long-term with an
outcome and impact focus. The IDP has a five-year time span and the measures set
at this level must be captured in an organisational / top layer SDBIP.

4.1.Elements of Performance Management
4.1.1. Performance Planning

Performance planning commences with the development or review of the Integrated
Development Plan, at the beginning of the term of council or as part of the annual
review of the IDP. The IDP in fact constitutes an important part of the PMS and it is
important to integrate the work done during the review of the IDP into the PMS and to
ensure that the PMS is an extension of the IDP. PMS is the tool that is used for
monitoring the implementation of the IDP. The municipal Council will, as prescribed in
its IDP process plan, adopt:

e The PMS framework;
¢ The municipal scorecard which outlines IDP priorities and objectives;

e Service Delivery and Budget Implementation Plans {(SDBIPs) which outlines
municipal initiatives, programmes, projects, services, key performance
indicators, performance targets and budget summaries.

The municipality must involve the community in the development of the performance
management system, setting of KPIs and performance targets in accordance with
section 9 and 15 of the Local Government: Municipal Planning and Performance
Management Regulations, 2001.

4.1.2. Implementation

The actual implementation and operation of the PMS occurs simultaneously with the
implementation of the IDP. The implementation of the IDP over a single financial year
is given effect through the Service Delivery Budget Implementation Plan (SDBIP),
performance contracts of the Municipal Manager and other S56 Managers. The
Service Delivery Budget Implementation Plan (SDBIP) is the implementation tool used
to align the budget to the IDP. The focus of the SDBIP is both financial and non-
financial measurable performance objectives in the form of service delivery targets
and other performance indicators.

The SDBIP is essentially the management and implementation tool which sets in-year
information, such as quarterly service delivery and monthly budget targets, and links
each service delivery output to the budget of the Municipality, thus providing credible
management information and a detailed pian for how the Municipality will provide such
services and the inputs and financial resources to be used.

10
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The key performance areas and indicators of performance contained in the
organizational SDBIP are cascaded into departmental SDBIPs, and further into
individual plans which ensure the appropriate alignment between organizational and
individual performance.

4.1.3. Measurement

Measurement occurs when value is ascribed to costs, resources and time used to
produce output using input indicators. It indicates the extent to which municipalities
activities and processes produced outputs in accordance with the identified output
indicators. It measures the total improvement brought about by outputs in accordance
with outcome indicators.

4.1.4. Monitoring and Evaluation

Monitoring is a continuous process of measuring, assessing, analysing and reporting
the progress on the implementation of KPI's and achievement of targets by internal
departments and the municipality. Monitoring information serves as an early warning
indicator which enables management to take immediate and appropriate actions
where it appears that there is underperformance. Departments must continuously
monitor current performance against the set targets for those indicators that lie within
their area of accountability.

Evaluation is a periodic assessment of our KPls with regards to their efficacy, validity,
suitability and impact. It determines why there is underperformance, and what factors
contributed to underperformance or good performance in a KPIl. The municipality must
develop mechanisms, systems and processes for monitoring and evaluating
performance.

4.1.5. Review

Review includes assessment of the system itself, the framework, targets and
performance targets of the departments and performance measurement of
employees. It identifies the strengths, weaknesses, opportunities and threats of the
municipality in meeting the KPI's, targets and general KPI's. It also measures the
economy, efficiency, effectiveness in the utilization of resources and impact in so far
as performance indicators and targets set by the municipality are concerned.
Performance improvement and adjustment is based on review. The municipality
should ensure that the community participates in the review process.

4.1.6. Performance Reporting

Performance Reporting entails regular reporting of performance to management, the
performance audit committee (audit committee in the case of ORTDM), council and
the public. Performance must be reported in terms of the MSA, MFMA and the
circulars and regulations issued in terms of the aforementioned legislation. These

11
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reports include monthly reports, Quarterly reports, mid-year assessment and annual
Performance Report.

4.1.7. Performance Auditing

The Municipal Planning and Performance Management Regulations, 2001, requires
municipalities to develop and implement mechanisms, systems and processes for
auditing the results of the performance measurements as part of its internal auditing
processes. This is meant to ensure that performance information collected by the
municipality is verifiable, reliable and correct.

41.7.1. Internal Auditing

The Regulations provides that the internal audit activity must include assessments of
the following: -

« The functionality of the municipality’s performance management system,

» Whether the performance management system complies with the relevant
provisions of the Municipal Systems Act;

e The extent to which the municipality's performance measurements are reliable
in measuring performance.

e On a continuous basis, audit the performance measurements of the
municipality; and

» Submit quarterly reports on their audits to the Municipal Manager and the Audit
Committee.

41.7.2. External Auditing

The results of performance measurement must be audited annually by Auditor
General.

4.1.7.3. Performance Audit Committee

The Regulations further provides for the creation of a Performance Audit Committee.
The O.R. Tambo District Municipality uses Audit Committee to also perform functions
of Performance Audit Committee

4.1.7.4. Physical Performance Verification

Physical verification is an important aspect of performance management. It entails
physically inspecting and assessing projects and interventions to ensure conformance
and accuracy of the reported performance. It is important that the Corporate
Performance Management and Reporting section do not solely rely on official reports

12
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and evidence from the departments. Therefore, the section must from time to time
conduct physical verification of reported performance to ascertain validity and
accuracy against the reported performance.

5. INDIVIDUAL PERFORMANCE MANAGEMENT

Individual Performance Management is a strategic human resources process aimed
at attaining organisational objectives. Itis a vital process of enhancing the contribution
levels of individuals to be in line with, priorities, objectives, indicators and targets
contained in the ORTDM's IDP.

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. The legislative mandate for measuring individual
performance is found in section 57 of the MSA, which requires that the Municipal
Manager and Managers who report directly to the Municipal Manager, to sign
performance contracts, which must include performance objectives and targets. These
must be practical, measurable and based on KPIs as set out on the IDP.

5.1.Section 54 and 56 Employees

The performance agreements of the Municipal Manager and those managers reporting
directly to the Municipal Manager, is the cornerstone of individual performance
management. In terms of Section 57 of the Municipal Systems Act these employees
are required to sign a performance agreement within a reasonable time after assuming
duty and then within one month after commencement of the new financial year. The
performance agreement should be informed by the deparimental and municipal SDBIP
and the content of the performance agreement should include the following:

¢ The legal agreement to be signed by the employer and the employee

» A performance plan containing key objective, key performance indicators,
performance targets (outputs) and the weighting of each output.

e A personal development plan that identifies the competencies and other
development needs of the employee, as well as interventions to improve these.

The criteria upon which the performance of the employee must be assessed consist
of two components, both of which must be contained in the performance agreement.
The employee must be assessed against both components, with a weighting of 80:20
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allocated to the Key Performance Areas (KPAs) and the Leading Competencies (LCs),
respectively. Each area of assessment will be weighted and will contribute a specific
part to the total score. KPAs covering the main areas of work will account for 80% and
Leading Competencies will account for 20 % of the final assessment.

5.2. Performance Evaluations

The performance of the employee in relation to his/fher performance agreement must
be reviewed quarterly, with the understanding that reviews in the first and third quarter
may be verbal if performance is satisfactory. Individual performance evaluations will
similarly as per the SDBIP evaluations be conducted quarterly within 30 days after
each quarter. Formal evaluations will be done bi-annually and should be concluded as
follows:

e Period (1 July — 31 December): Due 28 February annually

e Period (1 January — 30 June): Due 28 February annually (after the AGSA has
issued the final audit report).

5.3.Evaluation Panel

The table below outlines the structure of the evaluation panel for the Municipal
Manager and employees reporting directly to the Municipal Manager:

Evaluation of the Municipal )
Manager 1. Executive Mayor
2. Chairperson of the audit committee
3. Member of the Mayoral Committee
4. Mayor (and/or Municipal Manager) from another
municipality
Evaluation of the employees o
reporting directly to the 1. Munl|C|paI Manager ) .
Municipal Manager 2. Chairperson of the audit committee
3. Member of the Mayoral Committee
4. Municipal Manager from another municipality

The evaluation panel will only sit, based on the structure above, for the annual
evaluations.

The performance assessment results of the municipal manager must be submitted to
the MEC responsible for local government as well as the National Minister
responsible for local government, within fourteen (14) days after the conclusion of
the assessment.

5.4. Management of Evaluation Outcomes

14



Reviewed Performance Management Policy/ Framework 2025/26

The levels of achievement for the section 54 and 56 managers upon evaluation will be
based on the following for Key Performance Areas:

‘Level | Terminology | Description

Outstanding
Performance

"Performance far exceeds the standard expectedo an

employee at this level. The appraisal indicates that
the Employee has achieved above fully effective
results against all performance criteria and indicators
as specified in the PA and Performance Plan and
maintained this in all areas of responsibility throughout
the year.

Performance
significantly
above
expectations

Performance is significantly higher than the standard
expected in the job. The appraisal indicates that the
Employee has achieved above fully effective results
against more than half of the performance criteria and
indicators and fully achieved all others throughout the
year.

Fully Effective

Performance fully meets the standards expected in all
areas of the job. The appraisal indicates that the
Employee has fully achieved effective results against
all significant performance criteria and indicators as
specified in the PA and Performance Plan.

Not Fully
Effective

Performance is below the standard required for the job
in key areas. Performance meets some of the
standards expected for the job. The review /
assessment indicates that the employee has achieved
below fully effective results against more than half the
key performance criteria and indicators as specified in
the PA and Performance Plan.

Unacceptable
Performance

Performance does not meet the standard expected for
the job. The review / assessment indicates that the
employee has achieved below fully effective results
against almost all 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.

For the evaluation of Core Competency Requirements, the following leveis of achievement
will be used:

| Level | Terminology | Description

15
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Superior Has a comprehensive understanding of local government
operations, critical in shaping strategic direction and
change, develops and applies comprehensive concepts
and methods

Advanced Develops and applies complex, methods and
understanding. Effectively directs and leads a group and
executes in depth analyses.

Competent Develops and applies more progressive concepts,
methods and understanding. Plans and guides the work
of others and executes progressive analysis.

Basic Applies basic concepts, methods and understanding of
local government operations. But requires supervision
and development interventions.

5.5.Performance Rewards

A performance bonus may be granted to an employee in recognition of performance
based on the Performance Management Regulations of 2006. Section 8 of the
regulations state that a performance bonus, based on affordability, may be paid to the
employee, only after:

An evaluation of performance in accordance with
the provisions of Regulation 23;

The approval of such evaluation by the municipal council, and

The annual report for the financial year under review has been tabled and
adopted through an oversight report by the municipal council.

As per the Performance Regulations, the s54 and s56 Managers will be able to qualify
for performance bonuses according to the following score:

| ]

Performance Calculator Score | Bonus %

166% and above

162% - 165% 13%
158% - 161% 12%
154% - 157% 11%
150% - 153% - 10%
146% - 149% 9%
142% - 145% 8%
138% -141% 7%
134% -137% 6%
130% -133% 5%
129% and below None
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The performance rating calculator shall be used to calculate total scores for awarding
performance to the performance bonus:

KPA (Key
Performance Areas)

Weight x Final Score per KPA =V x 80% = Total Score
for each KPA
Add up all KPA Scores to get a total sum of W

CCR (Core Weight x Final Score per CCR =Y x 20% = total Score
Competency for each CCR

Requirements) Add up all CCRs Scores to get a total sum of Z
Final Score W + Z = Total score {percentage).

17



Reviewed Performance Management Policy/ Framework 2025/26

5.6.Addressing Poor Employee Performance

5.6.1. Employees on fixed term performance related contracts

The municipality will base its actions against a poorly performing Section 54 and 56
Manager on the midyear and annual performance review processes. Having set
performance targets in the form of a performance agreement at the beginning of the
year in July as per the Regulations, during the midyear review if a manager achieves
a score of less than 60%, an appropriately
designated person within the municipality will, together with the manager concerned,
develop a Remedial and Developmental Support Plan within 30 days of the midyear
performance review to assist the employee to improve his/her performance. The
design of the plan will be such that there should be performance improvement within
6 months of its implementation. The plan will clearly specify the responsibilities of the
employer as well as the responsibilities of the employee with regards to its
implementation. If after 6 months, during the end-year performance review, the
manager concerned still achieves a score of less than 60% and the municipality has
evidence or proof that it met its responsibilities in terms of implementing the remedial
and developmental support plan, the municipality will consider steps to terminate the
contract of the employee on the grounds of poor performance or operational
incapacity.

5.6.2. Steps to Improve Performance where targets are not met

a) In a case where targets are not met by the department in the Performance
Agreement and the Service Delivery Budget Implementation Plan
o The Quarterly Service Delivery Budget Improvement Plan Provides for
corrective measures where targets are not met.
o The Report is sent to the Management Committee, to the portfolio
committee, the executive committee and council
o The department needs to ensure that adequate resources are provided
for and the target remains until are met.

b) In the case of unacceptable performance, the employer shall -

o Provide systematic remedial or developmental support to assist the
employee to improve his or her performance;

o After appropriate performance counselling and having provided the
necessary guidance andf/or support and reasonable time for
improvement in performance, and performance does not improve, the
employer may consider steps to terminate the contract of employment
of the employee on grounds of unfitness or incapacity to carry out his or
her duties.

18
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5.7.Appeals process

5.7.1. Section 54/56 Employees

The Appeals process as prescribed in R805 of August 2006 and as agreed in the
employment and performance contracts of the Section 54/56 Managers will be
applicable in instances where they are not in agreement with their final performance
evaluations.

6. MANAGEMENT OF PERFORMANCE OF THIRD PARTIES

6.1. Performance Management of Municipal Entities

Performance of municipal entities as required by Section 87 of the Municipal Systems
Act will be managed as follows:

¢ Municipal Entities to submit three year annual and one-year quarterly
performance targets to the ORTDM as part of the annual budgeting process.

¢ These targets must be included in both the business plans and SDBIP’s of the
municipal entities.

o These targets will annually be approved by the ORTDM as part of the budget
process.

o These targets will constitute the performance level agreement between the
ORTDM and the entities for the year.

¢ Quarterly reports providing actual performance against the targets must be
submitted to the Mayoral Committee and to the Council.

¢ Actual performance for the year will be included in the consolidated Parent
Municipality’s annual report.

Municipal Entities have been established to further the service delivery aims of the
ORTDM. The relationship between ORTDM and the entities should therefore
positively contribute towards the joint service delivery aim. A Service Level
agreement shall be entered into between ORTDM and the municipal entities in line
with good governance principles.

6.2. Performance Management of Externat Contractors/Service Providers

A municipal service can be provided by the Municipality by entering into a Service
Delivery Agreement in terms of Section 76(b) of the Municipal System Act with an
external service provider. The Municipality is responsible for monitoring and
assessing the implementation of the agreement, including the performance of the
service provider in accordance with section 41 of the Municipal Systems Act.
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The service level agreement must serve as a reference tool in respect of obligations
attached to the contractual relationship between the Municipality and the external
service provider/contractor. The service level agreement must be attached to a fixed
timeline and must indicate the starting date, end date and performance milestones,
set in line with the Municipality’s framework for the development of key performance
indicators and targets.

Service providers employed to complete projects specified in the IDP are, by
implication, monitored through the SDBIP and PMS, due to the fact that a budgeted
amount is agreed for the work. Likewise, for outsourced functions, the official identified
to be accountable for the relevant function remains, at all times, responsible for the
performance of the function concerned though his/her own performance plan.

The Project Managers must conduct physical verification of infrastructure projects
before authorizing payments. A sample of 10% will be verified by Monitoring and
Evaluation and in collaboration with Internal Audit.

Non-performance/non-delivery of contractual obligations must result in the payment of
services being withheld by the Municipality, the contract terminated and the service
provider/contractor blacklisted.

7. ROLES & RESPONSIBILITIES

The roles and responsibilities of the various role players are covered in legislation. It
is important to understand the roles and responsibilities of the different stakeholders
and role players in the various processes that together constitute the framework of the
PMS.

It is important that the accountabilities, relationships, and priorities of the various
stakeholders be set to ensure that there is a complete understanding of the
participation, consultation and involvement of all stakeholders for maximum inputs
into, and success of the PMS.

The following table provides a synopsis on the roles of the major role players in the
PMS.

Stakeholder/Role Legislative
Roles and Responsibilities
Player Reference
Council e Adopt the PMS policy and approve the | Section 39 of the
IDP; MSA
e Adopts changes to the IDP,| Section 54 of the
organisational indicators and targets; MFMA
« Approve performance rewards for
section 54 & 56 managers; and
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Stakeholder/Role
Player

Roles and Responsibilities

Consider the Annual Report through the
adoption of an oversight report.

Legislative

Reference

Section 129 of the
MFMA

Executive Mayor

Manage the development of the
municipality’s performance management
system;

Assign responsibilities in this regard to
the Municipal Manager;

Submit the proposed system to the
Municipal Council for adoption;
Approves the Service Delivery Budget
Implementation Plan (SDBIP) which
articulates the performance information
of individual performance agreements of
the Municipal Manager and Managers
directly reporting to the Municipal
Manager,

Define the specific role and area of
responsibility of each political structure
and political office bearer of the
Municipality and of the Municipal
Manager,;

Signs performance agreement including
measurable key performance indicators
and targets for the Municipal Manager;
Facilitate the establishment of a
performance evaluation committee
Facilitate formal performance evaluation
of the Municipal Manager; and

Tables quarterly, mid-year and annual
reports to council.

Section 39 and 53 of
the

MSA

Chapter 7 of the
MFMA

Members of the

Supports the Executive Mayor to review
and monitor the implementation of the

Mayoral
IDP and the PMS
Committee
{(MMC's)
Municipal e« Manages the development and | Section 39 of
Manager implementation of the IDP; the MSA
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Stakeholder/Role Legislative
Roles and Responsibilities
Player Reference

+ Manage the development of the
municipality’s performance management
system;

* Monitor the implementation of IDP and
Performance Management System,
identifying risks early;

¢ Drafts SDBIP and submit to the EM for
approval;

¢ Signs performance agreements,
including measurable key performance
indicators and targets for Senior
Managers;

¢ Facilitate formal performance evaluation
of the Senior Managers (Directors);

¢ Ensure regular monitoring,
measurement, analysis of performance
information and ensure performance
reporting is done in terms of legislation;

Senior e Assisting in providing strategic direction

Managers/HOD’s and developing strategies and policies
for the organisation;

e Assist the Municipal Manager with the
development and implementation of the
IDP;

e Ensure that performance agreements
are inclusive and that mandatory KPI's
are included as per legislative i
requirements;

o Ensure that performance information
complies with the SMART principles and
audit standards of the Auditor General;

e Ensure that accurate, reliable and
evidenced performance resuits are
provided for performance measures on a
quarterly basis;

e Ensures that evidence to support the
performance achievements is collected,
stored and submitted for internal and |
external audit purposes, |
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Stakeholder/Role
Player

Roles and Responsibilities

Sign performance agreements, including
measurable key performance indicators
and targets for immediate subordinates
(Unit/Sectional Heads / Managers); and
Conduct formal bi-annual performance
evaluation of immediate subordinates
(Unit/Sectional Heads / Managers).

Legislative

Reference

Unit/Sectional
Heads

Ensure that performance agreements
are inclusive and that mandatory KPI's
are included as per legislative
requirements;

Ensure that performance information
complies with the SMART principles and
audit standards of the Auditor General;
Ensure that accurate, reliable and
evidence-based performance results are
provided to the relevant director for
performance measurement on a
quarterly basis;

Ensures that evidence to support the
performance achievements is collected,
stored and submitted for internal and
external audit purposes;

Sign performance agreements, including
measurable key performance indicators
and targets for immediate subordinates;
and

Conduct formal bi-annual performance
evaluations of all employees within the
unit/section.

Performance
Management Unit

Render municipal wide support with the
drafting of institutional and departmental
SDBIP;

Coordinate and ensure good quality of
performance reporting and reviews on an
ongoing basis;

Ensure conformity to reporting formats
and verify the reliability of reported
information, where possible; (Pre-Audit
of performance information); and
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Stakeholder/Role
Player

Roles and Responsibilities

Legislative

Reference

The Municipal Manager must review
overall performance quarterly while the
PMS Manager/Officer should support
him/her in verifying the performance data
and prepare the quarterly organisational
performance reports for submission to
Mayco and Council.

Employees

Implement the departmental SDBIP’s)
Execute individual performance Plans
Execute individual work plans

Manage all information and evidence
required for performance measurement

Internal audit

The results of performance
measurements must be audited as part
of the Municipality's Internal Auditing
processes; and

Must submit quarterly internal audit
reports on their audits to the Municipal

Section 45 of the
MSA

Manager and the Audit Committee. MPPR 14(c)
Audit Committee Review the quarterly reports compiled by { MPPR
the Internal Audit; and 14.4(a)
Review the municipality's performance
management system and report to the
Council.
Auditor General The results of performance | MSA §.45
measurements must be audited annually
by the Auditor-General; and
An audit report must reflect an opinion or | Public Audit
conclusion on the reported information | Act S.20
relating to the performance of the
Municipality against predetermined
objectives.
Municipal Performs oversight over the executive [MSA .79
Oversight functions of council and to ensure good
Structures governance in the municipality
(MPAC, Portfolio
Committees)
Community / MSA S.42

Ward

The local community must be involved in
the development, implementation and
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Stakeholder/Role Legislative
Roles and Responsibilities

Player Reference
review of the municipality’s performance
management system, and, in particular,
in the setting of appropriate key
| performance indicators and performance
targets

Committees

8. PERFORMANCE MANAGEMENT STANDARD OPERATING PROCEDURE

Standard Operating Procedure (SOP’s) within the context of Performance Information
and Portfolio of Evidence, is a written description of steps for all significant activities
relating to the practice of Management of Information. SOP’s should accurately reflect
good information management practices, be sufficiently practical and be usable in the
municipal environment. Good management practices relate to general aspects of
performance management functions including data collection, compilation, analysis,
storage, data processing, record storage, handling of urgent data requests/needs,
management of the devices, tools, appliances used to manage data.
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Reviewed Performance Management Policy/ Framework 2025/26

9. COMPLIANCE, IMPLEMENTATION AND REVIEW OF THE FRAMEWORK

9.1. Compliance

e The O.R Tambo District Municipality Council have the final authority to
approve or disapprove this framework;

e The current framework remain in force until the reviewed Performance
Management Policy/ Framework is approved by the Council;

» The Reviewed Performance Management Policy/ Framework is binding,
and it is the responsibility of all relevant stakeholders to read and
understand it;

* Violation of the Policy shall constitute an offence and may lead to
disciplinary action; and

* The policy come into effect as from 01 July 2025 until the next review.

9.2. Implementation
e The policy existence will be communicated through the municipal website;

e The implementation of the policy will be monitored on an annual basis

9.3.Link to other Policies
e Budget related Policies

» [ndividual Performance Management Policy;

9.4.Implications of The Policy
o Intended Consequences;

o Unintended Consequences;

9.5.Policy Provisions/Statements

Nothing in this Policy diminishes the obligations, duties or accountabilities of the
employee in terms of his or her employment contract, or the effects of existing or
new reguiations, circulars, policies, directives or other instruments.

9.6. Interpretation of this Policy

¢ The interpretation of this framework/policy must be in line with relevant
and regulatory framework (see section 1.3)

¢ The authority to give a final interpretation of the policy when there is a
disagreement is the Municipal Manager.
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9.7.Review
¢ The policy will be reviewed annually;

10.AUTHENTICATION

Date of adoption;

Council Resolution Number;
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