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DEFINITIONS  

Annual Report In relation to a Municipality means an annual report contemplated in section 121 of the Municipal Finance Management Act. 

Balance Scorecard Is a conceptual framework enabling an organization in clarifying its vision and strategy, thus effectively translating them into action. This 

performance management approach provides feedback around both the internal processes and external outcomes, essentially focusing 

on four indicators: Customer Perspective, Internal-Business Processes, Learning and Growth and Financials.  

Current Year Means the financial year which has already commenced, but not yet ended. 

Section 57/ 56 Employee Means a person employed by a Municipality as a Municipal Manager or as a Manager directly accountable to a Municipal Manager and 

for which there is a Performance Agreement. 

Evaluation Evaluation is a time-bound and periodic exercise that seeks to provide credible and useful information to answer specific questions to 

guide decision-making by staff/ managers and policy-makers.  Evaluation may assess relevance, effectiveness, efficiency, impact and 

sustainability of the institution and officials. 

Indicators Indicators are pieces of objective evidence, that tell us whether progress is, or is not being made in achieving goals. 

Input indicator Means an indicator that measures the costs, resources and time used to produce an output. 

Inputs  The resources, physical, financial or otherwise that contribute to the delivery of outputs.  In other words, “what we use to do the work.” 

Key Performance Area (KPA) This is the area in which the Municipality plays a role towards delivering services. These may include Infrastructure and Engineering, 

Community Planning and Safety, Strategic and Corporate Services, Social and Economic Development, Institutional Transformation, 

Governance and Financial Management, amongst others. 

Key Performance Indicators 

(KPI) 

Key Performance Indicators will be determined in respect of each development priority and objective. These indicators are subject to 

public participation and will be used by each Department as well as each municipal entity where applicable. These are quantifiable 

measures which show where performance currently is in relation to the baseline and the target. This describes the measure in a clear, 

simple and precise manner. 
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Local Community or 

Community 

In relation to a Municipality, means that body or persons comprising – 

the residents of the Municipality 

a) the ratepayers of the Municipality 

b) any civic organisations and non-governmental, private sector or labour organisations or bodies which are involved in local affairs 

within the Municipality. 

MEC for Local Government Means the MEC responsible for Local Government in a province. 

Monitoring Monitoring involves collecting, analysing and reporting on inputs, activities, outputs and outcomes in a way that supports effective 

management.  Monitoring, aims to provide managers, decision-makers and other stakeholders with regular feedback on progress in 

implementation, results and early indicators of problems that need to be corrected.  It usually reports on actual performance against 

what was planned or expected. 

Municipality When referred to as – 

a) an entity, means a Municipality as described in section 2; and   

b) a geographical area, means a municipal area determined in terms of the Local Government: Municipal Demarcation Act. 1998 

(Act No. 27 of 1998). 

Municipal Council or Council Means a municipal Council referred to in section 157(1) of the Constitution. 

Municipal Finance 

Management Act 

Means the Local Government: Municipal Finance Management Act, 2003, and any regulations made under that Act. 

Municipal Structures Act Means the Local Government: Municipal Structures Act. 1998 (Act 117 of 1998). 

Municipal Systems Act Means the Local Government: Municipal Systems Act, 2000 (Act No.32 of 2000). 
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Objective An objective is a projected goal that a person, system, or organisation 
plans or intends to achieve 

Outcomes Refer to the ultimate effects of government activities on society in the medium to long term.  These are the results of specific outputs 

for strategic goals identified in the IDP. 

Outcome indicator Means an indicator that measures the quality and or impact of an output on achieving a particular objective. 

Output indicator Means an indicator that measures the results of activities, processes and strategies of a program of a Municipality. 

Outputs Goods and services produced by the Municipality which are identified by the Performance measures.  Outputs may be defined as “what 

we produce or deliver”. 

Performance Audit Committee An independent committee appointed to assess the annual performance of the Municipality and report on the findings. 

Performance Agreement Means an agreement as contemplated in Section 57 of the Municipal Systems Act. 

Performance Plan 

 

Means a part of the performance agreement which details with the Measurable objectives (Outputs), Performance Measures (KPI’s), 

targets and activities that are aligned to the Scorecards. 

Political office bearer Means the Speaker, Executive Mayor, Mayor, Deputy Mayor or Member of the 

Executive Committee as referred to in the Municipal Structures Act. 

Quarters  Means any of the following periods in a financial year: 

(1) 1 July to 30 September;          (2) 1 October to 31 December; 

(3) 1 January to 31 March; or         (4) 1 April to 30 June. 
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Scorecard  Is an evaluation device that specifies the criteria that stakeholders will use to rate performance in satisfying their requirements. 

Municipal Scorecard: Five (5) Year Scorecard. 

Organisational Scorecard: Annual (Year under review) Scorecard with Quarterly Targets. 

Departmental Scorecard: Annual (Year under review) Scorecard with Quarterly Targets for Municipal Manager and Managers reporting 
to the Municipal Managers’, Departments/Votes. 

Service Delivery and Budget 

Implementation Plan 

Means a detailed plan approved by the Mayor of a Municipality in terms of section 53(1) (c) 

(ii)  of the Municipal Finance Management Act for implementing the 

Municipality’s delivery of municipal services and its annual budget, and which 

must indicate – 

a) projections for each month of – 

1) revenue to be collected, by source; and 

2) 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) of the Municipal Finance Management Act. 

Target Target to be achieved for that indicator over the specified timeframe. 
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1. INTRODUCTION  

The Municipal System Act (MSA) of 2000 mandates municipalities to establish Performance Management Systems, and the Planning and Performance Management Regulations 
of 2001describes the municipality’s Performance Management System as consisting of a framework that articulates and represents how the municipality’s cycle and processes 
of performance planning, monitoring, measurement, review, reporting and improvement will be conducted, organised , managed and to determine the roles of different 
stakeholders. Furthermore, the MSA Municipal System Act 32 of 2000 and the Municipal Finance Management Act of 2003 (MFMA) requires that the 5-year strategy of a 
municipality, the Integrated Development Plan (IDP), must be aligned to the municipal budget and  be monitored through the  annual Service Delivery and Budget Implementation 
Plan (SDBIP). Thus, the IDP, the budget and the municipality’s performance systems are linked. In relation to these provisions, the performance management of Section 57 
Managers must be aligned with the implementation of the Integrated Development Plans, and this is now regulated in terms of the Municipal Performance Regulations 
for   Municipal Managers and Managers Directly Accountable to Municipal Managers.  

Performance management is a process which measures the implementation of an organization’s strategy. At the local government level, this has become an imperative, with 
Local Economic Development, Municipal transformation and institutional development, Good governance and Public Participation, financial Viability and Basic Service Delivery 
and Infrastructure Development being the key performance areas in terms of the Local Government Developmental Agenda. Performance management provides the mechanism 
to measure whether targets to meet its strategic objectives that are set by the municipality and its employees, are met. National government has also found it necessary to 
institutionalize and provide legislation on the performance management process for local government.  

In 2013 the Council of Ngwathe Local Municipality approved the Performance Management Framework. This Policy Framework has never been fully implemented since then. 
However the processes of developing, implementation and reviewing Integrated Development Planning (IDP) have been taking place as normal. 

 This document therefore serves to review and update of the framework adopted in 2013, with a view to aligning it with current legislative and policy framework in introducing a 
performance management policy framework that encompasses a Performance Management System (PMS) to be adopted by the municipal council. The Policy Framework will 
reflect the linkages between the Integrated Development Plan (IDP), the Budget, the Service Delivery and Budget Implementation Plan (SDBIP) and the Performance 
Management System (PMS) of the municipality. This document will therefore incorporate recently promulgated legislation and policies, present an updated version of the 
Municipal Scorecard Model and the 5 perspectives, different levels of scorecards and the relationship of these levels and outline the roles and responsibilities of different 
stakeholders. As required by the Municipal Systems Act,32 of 2000 and the Planning and Performance Management Regulations, 2001. It sets out the following: 

 The objectives of a performance management system;  
 The principles that will inform the development and implementation of the system;  
 A preferred performance model that describes what areas of performance will be measured by the municipality;  
 The process by which the system will be managed;  
 Auditing of the municipality’s performance;  
 Compliance to critical dates and timelines;  
 The roles and responsibilities of different stakeholders; and  
 The process of managing individual performance. 
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2. POLICY AND LEGAL CONTEXT FOR PERFORMANCE MANAGEMENT 

Legislative enactments, which govern performance management in municipalities  are found in the Batho Pele Principles; the White Paper on Local Government; 
Municipal  Systems Act, 2000; Municipal Planning and Performance Management Regulations 2001; Municipal Finance Management Act 2003; Municipal Performance 
Regulations for Municipal Managers and Managers Directly Accountable to Municipal Managers, 2006; the Framework on Managing Performance Information and lastly the 
Directive: Performance Information Public Audit Act, 2004 published under  Notice 646 of 2007.   

Although it is not considered necessary to go into detail in respect of all the legislation it is important to give a brief overview of the most important legislative provisions set out 
in:     

 The Municipal Systems Act , 32 of 2000  
 The Municipal Planning and Performance Management Regulations, 2001  
 The Municipal Finance Management Act, No. 56 of 2003; and  
 The Municipal Performance Regulations for Municipal Managers and Managers Directly Accountable to Municipal Managers, 2006.  

Extracts of some relevant policies and legislation that governs municipal performance management is attached in Appendix I of this policy framework. Summaries of very 
important provisions relating to organisational performance management are thus set out hereunder.  

A. The Local Government: Municipal Systems Act , 32 of 2000  

Chapter 6 of the Municipal Systems Act (2000) provides briefly that a municipality must:  

 Develop a performance management system; 
 Promote a performance culture; 
 Administer its affairs in an economical, effective, efficient and accountable manner; 
 Set Key Performance Indicators (KPI’s) as a yardstick for measuring performance;  
 Set targets and monitor and review the performance of the municipality based on indicators linked to their IDP;  
 Monitor, measure and review performance at least once per year; 
 Take steps to improve performance; 
 Report on performance to relevant stakeholders; 
 Publish an annual performance report on performance of the municipality forming part of its annual report as per the Local Government: Municipal Finance Management 

Act, 2003;    
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 Incorporate and report on a set of general (sometimes also referred to as national) indicators prescribed by the Minister responsible for local government; 
 Conduct on a continuous basis an internal audit of all performance measures;  
 Have their annual performance report audited by the Auditor-General; and  
 Involve the community in setting indicators and targets and reviewing municipal performance.  

 Section 55 to 58 of the Act outlines the provisions on the employment and functions of the Municipal Manager and Managers directly accountable to the Municipal Manager.  

B. The Municipal Planning and Performance Management Regulations of 2001  

 In summary the Regulations provide that a municipality’s PMS must:   

 Entail a framework that describes and represents how the municipality’s cycle and process of performance management, including measurement, review, reporting and 
improvement, will be conducted; 

 Comply with the requirements of the Systems Act; 
 Relate to the municipality’s employee performance management processes and be linked to the municipality’s IDP ; and  that:  
 A municipality must:  

o Set key performance indicators (KPI’s) including input, output and outcome indicators in consultation with communities;  
o Annually review its KPI’s; 
o For each financial year set performance targets; 
o Measure and report on the nine nationally prescribed KPI’s;  
o Report on performance to Council at least twice a year; 
o As part of its internal audit process audit the results of performance measurement; 
o Annually appoint a performance audit committee; and 
o Provide secretarial support to the said audit committee.  

C. The Local Government: Municipal Finance Management Act, 56 of 2003 (MFMA)  

 The Municipal Finance Management Act, 2003 also contains various important provisions relating to performance management. In terms of the Act all municipalities must:  

 Annually adopt a service delivery and budget implementation plan with service delivery targets and performance indicators; 

 When considering and approving the annual budget,  set measurable performance targets for revenue from each source and for each vote in the budget; 

  Empower the Mayor or Executive Committee to approve the Service Delivery and Budget Implementation Plan and the Performance Agreements of the Municipal 
Managers and the Managers directly accountable to the Municipal Manager; and 

 Compile an annual report, which must, amongst others, include the municipality’s performance report compiled in terms Section 46 of the Systems Act.  
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The Municipal Systems Act and the Municipal Finance Management Act require that the PMS be reviewed annually in order to align it with the reviewed Integrated Development 
Plan (IDP). As a direct consequence of the reviewed organisational performance management system it then becomes necessary to also amend the scorecards of the municipal 
manager and section 57 managers in line with the cascading effect of performance management from the organisational to the departmental and eventually to the employee 
level.  

D. The Municipal Performance Regulations for Municipal Managers and Managers Directly Accountable to Municipal Managers, 2006 

 This legislation regulates the management of the Section 57 employees of a municipality by providing an outline of employment contracts, performance agreements, 
performance plans, employee development and empowerment measures and performance evaluation processes. These regulations further provide criteria for performance 
assessment and the 5-point rating upon which performance of an individual need to be scored during the assessment and evaluation.  
 

E. LG: MFMA: Municipal Regulations on Minimum Competency Levels, 2007 
  

           Regulates uniform financial competences to improve financial management and viability of municipalities. 
 

F. LG: Regulations Regarding the Participation of Municipal Staff Members in Municipal Elections, 2011 
 

           Regulates the participation of municipal staff in elections. 
 

G. LG: Disciplinary Regulations for Senior Managers, 2011 
 

           Set uniform procedures for management of discipline for senior managers. 
 

H. Municipal Systems Amendment Act 7 of 2011 & Regulations 
 

     Setting of uniform standards for all municipal staff and duties, remuneration, benefits and other terms and conditions of employment  
           of municipal managers and managers directly accountable municipal managers.  
 

I. The White Paper on transforming Public service delivery (BATHO PELE 1988) 
 
The white paper on transforming public service alludes to 8 Batho Pele principles which are: 

      Consultation 
People should be consulted about the level and quality of the public service they receive, where possible should be given a choice of the services to be rendered. 
Service standards 
Communities should know what standards of service to expect 
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Access 
All citizens should have equal access to services to which they are entitled. 
Courtesy 
All citizens should be treated with courtesy and consideration. 
Information 
Citizens should be given full and accurate information about the services they are receiving. 
Openness and transparency 
Citizens should know how departments are run, how resources are spent and who is in charge of which service. 
Redress 
If a promised standard is not delivered, citizens should be offered an apology, a full explanation and a speedy and effective remedy. 
Value for money 

3. OBJECTIVES OF PERFORMANCE MANAGEMENT  

The general objectives of managing performance are, inter alia to:  

3.1. Facilitate increased accountability 

The PMS should provide a mechanism for ensuring increased accountability between: 

 The citizens of the Local Municipality and the Municipal Council; 

 The political and administrative components of the Municipality; and 

 The Office of the Municipal Manager and each municipal department. 

3.2. Facilitate learning and improvement 

The PMS must also provide a platform for learning and improvement. It should enable the Municipality to assess which approaches and methods are having the 

desired impact and in this way enable the Municipality to make the necessary improvements that will lead to more effective service delivery. It should form the basis 

for monitoring implementation, evaluating and improving the IDP.  
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3.3. Provide early warning signals 

The PMS should provide managers and supervisors at all levels, the Municipal Manager, Portfolio Committees and the Council with early warning of performance 

targets that are not going to be reached and thus adversely affecting the implementation of the IDP. It is important that the system informs decision makers of areas 

of delivery that are lagging behind so that they can intervene and take corrective action as required. 

3.4. Facilitate decision making 

The PMS should provide suitable management information that will allow for efficient, effective and informed decision making, particularly on the allocation of 

resources.  

The objectives listed above are not exhaustive, but briefly summarize the intended benefits of the PMS that is to be reviewed and implemented. These intended 

objectives, together with other criteria, should be used to evaluate the PMS at the end of each financial year. 

4. PRINCIPLES OF PERFORMANCE MANAGEMENT 

 
The following principles are proposed to inform and guide the review and implementation of the Impendle Local Municipality’s PMS: 

4.1. Simplicity 

The system must be a simple user friendly system that enables the Municipality to operate it with its existing resources with the involvement of external stakeholders. 

4.2. Politically driven 

The legislation requires the PMS to promote a culture of performance management in the political structures. It further states that Council must manage the development 

of the PMS and assign responsibility in this regard to the Municipal Manager. Once developed, Council must adopt the PMS . This means that Council is the owner of the 

system and must therefore oversee the implementation and improvement of the system and in the process inculcate a culture of performance improvement as is required 

by the Municipal Systems Act. 

4.3. Incremental implementation 

One of the most important lessons learnt by municipalities that have developed and implemented successful PMSs is that it is an incremental process. They point out that 

the most important thing to do is to start measuring and reporting performance and not to carry on developing the “best” system – start with a basic system, implement it 
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and then improve it incrementally. It is not possible to transform overnight from close to non-compliance to international best practice. In practice it is only possible to 

move gradually towards a high performance organisation. 

4.4. Transparency and accountability 

The process of managing performance should be inclusive, open and transparent. Citizens should know how departments within the municipality are run, how resources 

are spent, and who is in charge of particular services. Similarly all information on the performance of departments should be available for other managers, employees, 

the public and interest groups. 

4.5. Integration 

The PMS should be integrated into other management processes in the municipality, such that it becomes a tool for more efficient and effective management rather than 

an additional reporting burden. It should be seen as a central tool for managing the affairs of the Municipality. 

4.6. Objectivity 

Performance management must be founded on objectivity and credibility. Both the process of managing performance and the information on which it relies need to be 

objective and credible.  

5    Preparing for Performance Management  

5.1 Delegation of Responsibilities  

The Municipal Systems Act (2000) places the responsibility of adopting a Performance Management System (PMS) on the Council, while holding the Mayor responsible for its 
implementation.   

The Mayor of Ngwathe Local Municipality delegates the responsibility for the development and management of the PMS to the Municipal Manager. The development of the 
system is a once-off activity and the Municipal Manager submits the system to the Mayor, who in turn forwards it to the full council for approval. The responsibility of 
implementation and management of the system remains with the Municipal Manager as part of his core functions as provided for in Section 55(1)of the Municipal Systems Act 
of 2000.   
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6.  Development of the Performance Management System  

6.1 The Relationship between Integrated Development Planning (IDP), the Service Delivery and Budget Implementation Plan (SDBIP) and Performance Management  

Integrated development planning, as defined by the Municipal Systems Act, is a process by which municipalities prepare a 5 year strategic plan that is reviewed annually in 
consultation with communities and stakeholders. This strategic plan adopts an implementation approach and seeks to promote integration. By balancing the economic, ecological 
and social pillars of sustainability without compromising the institutional capacity required in the implementation and by coordinating actions across sectors and spheres of 
government, the IDP delivers a number of products that translate to the formulation of the municipal budget, the development of an annual Service Delivery and Budget 
Implementation Plan and an organizational performance scorecard for the municipality. In a nutshell, the IDP process should deliver the following products in relation to 
performance management:  

 An assessment of development in the municipal area, identifying development challenges, marginalized and vulnerable citizens and communities;  

 A long term development vision for the municipal area that overcomes its development challenges;  

 Key Performance Areas and objectives, based on identified needs, achievable in the current term of office, that would contribute significantly to the achievement of the 

development vision for the area;  

 A set of internal transformation strategies, priorities and objectives, whose achievement would enable the delivery and the realisation of the development vision;  

 Programmes and projects identified which contribute to the achievement of the above objectives;  

 High level Key Performance Indicators and Performance targets that will be used to measure progress on implementation of projects and progress towards attainment 

of the objectives and the vision; and  

A financial plan and medium term income and expenditure framework that is aligned with the priorities of the municipality; Developing and Adoption of the Service Delivery and 
Budget Implementation Plan (“the SDBIP”) 

The above results of the 5 year IDP and the annual reviews result in the development of the Service Delivery and Budget Implementation Plans (SDBIP) on an annual basis. 
The SDBIP gives effect to the Integrated Development Plan (IDP) and the budget of the municipality and is effective if the IDP and budget are fully aligned with each other, as 
required by the Municipal Finance Management Act. The budget gives effect to the strategic priorities of the municipality and is not a management or implementation plan. The 
SDBIP therefore serves as a “contract” between the administration, council and the community expressing the goals and objectives set by the council as quantifiable outcomes 
that can be implemented by the administration over the next twelve months. This provides the basis for measuring performance in service delivery against end of year targets 
and implementing the budget.   
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The SDBIP provides the vital link between the Mayor, the Ngwathe Local Municipal Council and the administration, and facilitates the process for holding management 
accountable for its performance. The SDBIP is an operational tool that assists the Mayor, councillors, municipal manager, senior managers and community. A properly formulated 
SDBIP will ensure that appropriate information is circulated internally and externally for purposes of monitoring the execution of the budget, performance of senior management 
and achievement of the strategic objectives set by council. It enables the municipal manager to monitor the performance of senior managers, the Mayor to monitor the 
performance of the municipal manager, and for the community to monitor the performance of the municipality. The SDBIP should therefore determine (and be consistent with) 
the performance agreements between the Mayor and the municipal manager and the municipal manager and senior managers determined at the start of every financial year 
and approved by the Mayor. It must also be consistent with outsourced service delivery agreements such as municipal entities, public-private partnerships, service contracts and 
the like.  
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 All Institutional objectives are stipulated and priorities projects are identified at the stage. 

 

 

 The community identify priority project that is beneficial to every ward. A community participation plan must be 

linked to the evaluation strategies and is important for organisational and individual performance. 

 

 

 Compilation of the IDP that must contain all relevant sectoral plans that also indicate the performance of 

individuals and the organisation. 

 

 

 The IDP must contain details of the identified community prioritised projects and programmes. 

 

 The SDBIP must include Performance Agreement that must include KPA’s and KPI’s  

 
  
Monitoring and Evaluation: 

 Site Visits 

 Quarterly Performance reviews 
Monthly reporting. 

 

 

 

Planning 

Community 

Participation 

IDP 

Budget 

SDBIP 

Monitoring & 

Evaluation 

Reporting & 

Review 

Performance 

Auditing 
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The municipality has established structures for consultation, oversight and management of integrated development planning. These include but not limited to:  

The IDP Representative Forum 

The Performance Audit Committee 

The IDP of the municipality contains the above features. The municipality has clustered its delivery priorities in the IDP under the following 6 Key Performance Areas (KPA’s):  

1. Municipal Transformation and Institutional Development;  
2. Good Governance  and Public Participation; 
3. Municipal Financial Viability; 
4. Service Delivery and Infrastructure Development;   
5. Local Economic Development and 
6. Spatial Rationale  

The IDP planning process has resulted in translation of the above key performance areas into objectives, and Key Performance Indicators and Performance Targets have 
been set for each key performance area. Every year the above elements are reviewed within the period of July and March which occurs simultaneously with the 
implementation of the IDP.  
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6.2 Adoption of a Performance Management System  

According to Regulation 8 of the Municipal Performance Regulations of 2001, the performance management system must be adopted before or at the same time as the 
commencement by the municipality of the process of setting key performance indicators and targets in accordance with its integrated development plan. Efforts will be made to 
comply with this regulation on an annual basis whereby the indicators and targets will be reviewed and this will coincide with the review and adoption of a reviewed system.  

7     Performance Measurement Model   

7.1     What is a Performance Measurement Model?  

Performance management is defined as a strategic process to management (or system of management), which equips leaders, managers, employees and stakeholders at 
different levels with a set of tools and techniques to regularly plan, continuously monitor, periodically measure and review performance of the organization in terms of 
indicators and targets for efficiency, effectiveness and impact.  Regulation 7 of the 2001 Performance Regulations requires that every municipality develop a performance 
management system (PMS) which consists of a performance framework that describes and represents how the municipality’s cycle and processes of performance planning, 
monitoring, measurement, review, reporting and improvement will be conducted, organized and managed, and must set out the roles and responsibilities of the different 
stakeholders. The regulations further provide in Regulation 13 that a municipality must, after consultation with the community, develop and implement mechanisms, systems 
and processes for the monitoring, measurement and review of performance in respect of the key performance indicators and targets set by it.   

Performance measurement involves determining the extent to which objectives are being achieved through developing indicators and linking them to targets and related 
standards. Review of performance against set targets is undertaken on a regular basis. A performance measurement framework is a practical plan for the municipality to 
collect, process, organise, analyse, audit, reflect on and report performance information.  

A performance measurement model is a system that is used to monitor, measure and review performance indicators within the above performance measurement framework. It 
is a choice about what aspects or dimensions of performance will be measured. It is the grouping together of indicators into logical categories or groups, called perspectives, 
as a means to enhance the ability of an organization to manage and analyze its performance.  

7.2 The Value of a Performance Measurement Model  

The value of performance measurement models can be summarized as follows:  

 Models simplify otherwise long lists of indicators by organizing them into perspectives which will sufficiently represent effective performance;  
 Different models differ enormously on what is viewed as key aspects of performance (Key Performance Areas) and can help organizations make their own decisions 

on a model that fits their context;  
 Models help in aligning the relationship between areas of performance when planning, evaluating and reporting;  
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 Models help align strategic planning and performance management by directly linking Key Performance Areas to priority areas in the strategic plan.  
 Building an own model allows municipalities to agree on what areas of performance should be integrated, managed and measured and what values should inform 

indicators and standards of achievement.  

7.3 Criteria of a Good Performance Model  

The following characteristics should guide the choice of a performance model:  

a. It must be simple to develop and its implementation must be able to be cascaded to the lower level with ease.  
b. The model must ensure that there is a balance in the set of indicators being compiled.  
c. The balance created by the model must encompass all relevant and priority areas of performance.  
d. The perspectives must be aligned to the IDP objectives.  
e. The model must be able to diagnose blockages in the system timeously.  
f. It must be easy to replicate to all other levels.  
g. It must be easy to integrate with other municipal systems and processes.  

7.4    The Balanced Scorecard Performance Model  

The widely used performance model is the Balanced Scorecard. The Balanced Scorecard ensures that there is balance in the set of indicators being compiled. It was 
developed as a means to measure performance by combining both financial and non-financial indicators to create a balance between financial and other critical functional 
areas in organizations. By combining financial indicators and non-financial indicators in a single report, the Balanced Scorecard aims to provide managers with richer and more 
relevant information about the activities that they are managing than is provided by financial indicators alone.   

The Balanced Scorecard performance model required the use of scorecards as a systematic approach to assessing internal results while probing the external environment. 
This Model groups its indicators into four perspectives: financial perspectives, customer perspective, internal perspective and learning and growth perspective.  

7.5 The Revised Municipal Scorecard Model  

A Municipal Scorecard Model is a balanced scorecard adapted for measuring key performance on developmental areas that are relevant to municipal service delivery and the 
public sector. This municipal scorecard model groups indicators together under the 5 Year Local Govt Strategic Agenda Key Performance Areas (KPA’s). There are five KPA’s 
that municipalities are required to align their strategic planning on and these cut across every functional area of a municipality. The municipal scorecard measures a 
municipality’s performance through grouping the municipal indicators under these perspectives:  
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I. The Municipal Development Perspective  
II. The Service Delivery Perspective  

III. The Institutional Development Perspective  
IV. The Financial Management Perspective  
V. Governance Process Perspective  

7.6  Why Ngwathe Local Municipality will adopt the Revised Municipal Scorecard Model?  

In previous years, municipalities were encouraged to adopt the balanced scorecard model in its adapted Municipal Scorecard Performance Model format. This model 
consisted of four perspectives, namely; (1) Development Impact Perspective; (2) Resource Management Perspective; (3) Service Delivery Perspective; and (4) Governance 
Process Perspective.  

The Ngwathe Local Municipality will align this framework to the revised Municipal Scorecard Model and its performance will be grouped under the following 5 perspectives:  

1. The Municipal Development Perspective  

In this perspective the municipality will assess whether the desired development indicators around the performance area of social and economic development is achieved.  

2. The Service Delivery Perspective  

 This perspective will assess the municipality’s performance in the overall delivery of basic and infrastructural services and products.  

 3. The Financial Management Perspective    

This perspective will measure the municipality’s performance with respect to the management of its finances.  

            4. The Institutional Development Perspective  

This perspective relates to input indicators that measure the functioning of the municipality under areas such as human resources, strategic planning and implementation, 
performance management, etc.  

 5. The Governance Process Perspective  
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This perspective will measure the municipality’s performance in relation to its engagement with its stakeholders in the process of governance, established and functioning 
governance structures, etc.  

 
The Figure below illustrates the 5 perspectives of the Revised Municipal Scorecard Model and the type of indicators grouped under each perspective. It depicts how each of 
the perspectives informs the performance results of the others from the bottom-up.  
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7.7  Implementation of the Revised Municipal Scorecard in Ngwathe Local Municipality 

A two-level scorecard approach is proposed. The Strategic or Organizational Scorecard will reflect KPA’s, objectives, indicators and targets at a strategic level and will align 
directly with the IDP priorities. This scorecard will follow along the lines of the SDBIP, but will not have the monthly financial cash flow projections. The second-level scorecard 
will be service or departmental scorecards. This level of scorecard will reflect objectives, indicators and targets at a departmental level. This scorecard will also inform the 
individual scorecards of the Section 57 Managers. 

The two levels of scorecards will then be the organizational performance management system of the Municipality. All reporting on the municipality’s performance will be 
informed by information derived from the two-level scorecard.  

 

7.8 Developing the Organizational Scorecard and Outlining the Scorecard Concepts  
  
During the IDP process a corporate vision and mission was formulated for Ngwathe Local Municipality, together with broad key performance areas (KPA’s), development 
objectives and key performance indicators (KPI’s) which feed into the vision and mission. It is now necessary to take this process further into the performance management 
system, by developing an organizational or strategic scorecard that will encompass all the relevant areas or concepts that will allow measurement of the performance of the 
organization using this scorecard. This will be done by using relevant concepts to populate the organizational and service scorecards of Ngwathe Local Municipality. This 
process of developing the organizational and service/departmental scorecards will be followed every year after adoption of the IDP and the budget and after evaluation of the 
previous year scorecard or municipal performance. An illustration of some of the components of an organizational or strategic scorecard is reflected in figure 3 below.  

Figure : Organisational Scorecard Concepts  

 

  

Step 1 Outline the National Key Performance Areas  

Step 2 Define Strategic Focus Areas (SFA’s) 

Step 3 Formulate appropriate development objectives (IDP Objectives) 

Step 4 Develop suitable Key Performance Indicators (KPI’s) 

Step 5 Indicate the types of Key Performance Indicators  

Step 6 Provide baseline information 

Step 7 Set targets for each KPI, per quarter 

Step 8  Allocate responsibility to departments for execution of actions 

Step 9 Provide frequency of reporting on progress 
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In the following paragraphs are explanatory notes expanding on each of the component concepts set out in the above illustrative scorecard. 

Step 1: Setting out National Key Performance Areas (KPA’s) 

Outlining Key Performance Areas is the first step in the performance management process. According to the 5-Year Local Government Strategic Agenda, all municipalities are 
required to cluster their priority issues identified during the IDP development and review processes around the following Six KPA’s:   

 Basic Service Delivery and Infrastructure Development;  
 Local Economic Development;  
 Municipal transformation and Institutional development;  
 Good governance and Public participation; 
 Financial viability and 
 Spatial Rationale. 

Step 2: Define Strategic Focus Areas 

 It is advisable to identify Strategic Focus Areas for each of the development areas that fall under each of the Key Performance Area’s. Examples of Strategic 
Focus Areas that fall under the Service Delivery KPA are water, electricity, sanitation, roads, etc. Each KPA will have specific strategic areas and each of these 
must be outlined in the scorecards.  

The municipality can choose any favourable phrase for these areas. Other municipalities identify them as Key Focus Areas, Strategic Pillars, etc. 

Step 3: Formulating Appropriate Development Objectives 

The next step involves the setting of at least a maximum of five (5) high level objectives per KPA. An objective is a measurable statement of intent, measurable either 
quantitatively or qualitatively. It’s a series of elements of the vision or mission broken down into manageable quantities.  
There is no hard-and-fast rule about how many objectives to set, but it is important to make it manageable and realistic and it is therefore advisable to limit the number of 
objectives that are developed for each KPA.  
Example of a developmental objective that is aligned with the KPA: 

KPA   =  Service Delivery:  

Objective  =  “To provide every household with a weekly door-to-door refuse collection service by July 2013”. 
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Step 4: Developing Suitable Key Performance Indicators (KPIs) 

The fourth step involves determining necessary Key Performance Indicators for each Strategic Focus area, which define what needs to be measured in order to gauge 
progress towards achieving the development objectives discussed in the previous step. KPI’s must be measurable, 

relevant, simple and precise. They simply define how performance will be measured along a scale or dimension (e.g. number of houses to be built).  

In setting key performance indicators, the performance regulations of 2001 require that the municipality ensures that:  

a. communities are involved; and  
b. the key performance indicators inform the indicators set for:  

o all its administrative units and employees; and  
o every municipal entity and service provider with whom the municipality has entered into a service delivery agreement.  

 KPI’s are used to: 

 Communicate the achievements and results of the municipality.  
 Determine whether a municipality is delivering on its developmental mandate.  
 Indicate whether the organisational structure of a municipality is aligned to deliver on its development objectives.   
 Promote accountability by the council to its electorate.  

Whenever a municipality amends or reviews its IDP in terms of section 34 of the Municipal Systems Act, the municipality must, within one month of its IDP having been 
amended, review those KPI’s that will be affected by such amendment.  

The Performance Regulations of 2001 prescribes two core local government indicators. Municipal indicators which are set by following this step, and national general 
indicators having been set by the National Minister. The municipality’s scorecard must incorporate both indicators. The National General indicators are prescribed in terms of 
Section 43 of the Municipal Systems Act and provided for in Regulation 10 of the 2001 Performance Regulations and are as follows:  

a. the percentage of households with access to basic level of water, sanitation, electricity and solid waste removal;  
b. the percentage of households earning less than R1100 per month with access to free basic services;  
c. the percentage of the municipality’s capital budget actually spent on capital projects identified for a particular financial year in terms of the municipality’s integrated 

development plan;  
d. the number of jobs created through the municipality’s local, economic development initiatives including capital projects;  
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e. the number of people from employment equity target groups employed in the three highest levels of management in compliance with the municipality’s approved 
employment equity plan;  

f. the percentage of the municipality’s budget actually spent on implementing its workplace skills plan; and  
g. the municipality’s financial viability as expressed by the ratios for debt coverage, outstanding service debtors to revenue and cost coverage.  

Step 5: Types of Indicators (KPI’s)  

In setting indicators, the municipality’s scorecard must show the different types of indicators. The different types of indicators that are popularly used to measure organizational 
performance include the following: 

Input Indicators: These indicators are typically cost related.  As the name suggests, they literally measure what inputs have been made towards achieving the objective and 
they are most relevant to the day-to day operations of a municipality.  These are indicators that measure the costs, resources and time used to produce an output; 

Process indicators: These indicators describe how well the municipality uses its resources in producing services. They cover the activities and operations that convert inputs 
into outputs.  They are essentially internal types of indicators.  

Output indicators: These indicators that measure the results of activities, processes and strategies of a program of the municipality. They refer to “products” produced by 
processing inputs (i.e. the end point of an activity). An example of an output indicator is “the number of houses built or the number of electricity connections made”.  Output 
indicators should only be used for those functions for which the municipality is directly responsible.    

Outcome indicators: These indicators measure the quality and or impact of an output on achieving a particular objective.  Outcomes 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 and they are important diagnostic tools.  Based on many variables, they tend to lag behind output indicators because they can only be 
measured after the outputs have been produced.  They are also more difficult to measure and are usually influenced by factors external to the municipality’s control.  

Step 6: Provide Baseline Information for each KPI 

The next step is to determine the baseline indicator for each set KPI. A baseline indicator is the value (or status quo) of the indicator prior to the period over which 
performance is to be monitored and reviewed.  
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Step 7: Setting Annual Targets for each KPI  

The next step is to set performance targets for each identified KPI. Performance targets should comply with the SMART principle (Specific, Measurable, Achievable, Realistic 
and Time related). It is important to guard against setting too many performance targets. 

Target dates for the completion of actions should be set in conjunction with those Departments responsible for their achievement. It is important to be realistic in the setting of 
target dates. If realistic dates are not set the departments concerned create false expectations and also set themselves up for failure.   

Provision must be made in the scorecard for targets to be met in respect of the first, second, third and fourth quarter. 

Step 8: Outline Quarterly Targets 
 

This step is about unpacking each of the annual targets and dividing them into quarterly targets. Provision must be made in the organizational scorecards for targets to 
be met in respect of the first, second, third or fourth quarter. 

Step 9: Allocating Responsibility 

 It is also necessary to decide who takes responsibility for what actions. In the case of the organisational scorecard responsibility would be allocated to a Department. In regard 
to departmental and other lower echelon scorecards a name must be placed against indicator. This is also a way of cascading the responsibility from the strategic level down to 
the operational level and from the organisational objectives right down to individual performance monitoring. In this way individual employees can exactly know what their roles 
are in achieving the strategic objectives.  

Step 10: Deciding on Frequency of Reporting   

This step involves the frequency of reporting which is: 

 Monthly ( interdepartmental)  
 Quarterly (by the 10th of the subsequent month) 
 Mid-Year or  
 Annually ( by February) 

 

Step 11: Indicate the Structure Mandated to Receive Progress  Reports  
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 This step must show the structure that is mandated to play an oversight or executive role or to manage that particular performance area and the structure that will 
receive the reports on that KPA and SFA. 

Refer to the Organisational Score card 

8  The Process of Managing Organizational Performance  

8.1 Co-ordination   

Co-ordination involves the overall responsibility of and carrying out the function of, and being the custodian of Ngwathe Local Municipality’s performance management system 
and managing the system on behalf of the Municipal Manager. This is a strategic function which resides in the Office of the Municipal Manager.  

The co-ordination of the implementation phases of the PMS will be the function of the PMS Unit which will be responsible for the following core activities:  

 Responsible for the co-ordination of the development and implementation activities of the organisational PMS, through interaction with all relevant stakeholders;  
 Ensuring and overseeing the implementation of this Performance Policy Framework and compliance to all performance legislative requirements in respect of the 

implementation of the PMS through the development of a Performance Process Plan;  
 Facilitating inputs for the review and further development and refinement of the PMS;  
 Providing regular support and capacity to the different departments in developing service/departmental scorecards;  
 Continuously providing technical support to the Municipal Manager and the executive management team with   implementation, assessment, review, monitoring and 

information management;  
 Providing capacity for analysing organizational performance information submitted by Executive Managers on a quarterly, mid-term and annual basis in preparation for 

reporting;  
 Responsible for co-ordination and compiling the Annual Section 46 performance report;  
 Ensuring that all quarterly, mid-term and annual organizational performance reports are submitted to all stakeholders timeously, for example, quarterly reports to Mayor; 

mid-term report to council and annual reports to Auditor General, MEC and the public;  
 Work closely with the IDP and Audit Offices to co-ordinate performance activities according to the Performance Process Plan; and;  
 Co-ordinate capacity building activities on municipal performance management for all stakeholders.  

 

 

8.2 Implementing the Performance Management System 
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 Having identified the preferred performance model to be the Revised Municipal Scorecard, and having agreed to measure its performance against the five perspectives, Ngwathe 
Local Municipality will adopt a process plan for implementing its performance management system. The PMS implementation and management process will be carried out within 
the following phases:  

Phase 1: Planning for Performance 

Phase 2: Performance Monitoring and Managing Performance Information 

Phase 3: Performance Measurement and Analysis 

Phase 4: Performance Review and Improvement 

Phase 5: Performance Reporting  

The cycle of performance to be adopted is shown in figure 4 below. 

Each phase is outlined in detail and this includes the actual step-by-step guide on what each phase entails and how each one will evolve. Templates that will be used in each 
phase are illustrated figuratively in the document.  
  
 

 

 

 

 

 

 

Figure : The Organizational Performance Management Cycle  
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Planning for performance simply means developing and reviewing the IDP annually in preparation for continuous implementation. Municipal performance planning is part of the 
IDP strategic planning processes. The IDP process and the performance management process are seamlessly integrated. Integrated development planning fulfils the planning 
phase of performance management. Performance management fulfils the implementation management, monitoring and evaluation of the IDP process.   
  
 Step 1: Integrated Development Planning, Priority Setting, Identifying Key Performance Areas, Setting Objectives and Developing Key Performance Indicators and Performance 
Targets  

During the planning phase, the municipality will cluster its development priorities in the IDP under the following 5 Key Performance Areas (KPA’s):  

 Basic Service delivery and institutional development;  
 Local economic development;  
 Municipal Transformation Institutional development;  
 Good  governance and public participation; and  
 Financial viability and financial management. 
 Spatial Rationale. 

 The IDP planning process will result in the formation of the above key performance areas (KPA’s) and Strategic Focus Areas will be identified within each KPA. Objectives 
will be developed for each KPA and Strategic Focus Areas, together with Key Performance Indicators and performance targets. These elements will then inform the 
development of the organizational scorecard, the SDBIP, which will in turn inform the development of departmental and individual scorecards. Every year the above elements 
will be reviewed within the period of July and Mach which occurs simultaneously with the implementation of the IDP.  

 The organizational scorecard will inform departmental scorecards and departmental business plans. These in turn will inform the individual scorecards for the Section 57 
Managers and other employees. Drafting of these scorecards should happen simultaneously with the other documents, and submitted to the Mayor for approval and submission 
to the full council.  

Step 2: Attending to Governance and Compliance Issues  

Upon approval of all the strategic documents, the Mayor and the Municipal Manager must sign the Municipal Manager’s Performance Agreement before 31 July of every year. 
The Municipal Manager must do the same and sign Performance Agreements with all the Managers directly accountable to him/her before 31 July of every year. These 
agreements will be discussed in detail below under individual performance management.  

The Mayor will also publicize the SDBIP, the organizational scorecard and the Municipal Manager’s Performance Agreement as per the provisions of Section 53(3) of the 
Municipal Finance Management Act.  
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The following publicity platforms will be used to publicize the above documents:  

 The municipal website  
 Local Municipalities  
 Local newspapers  
 Newsletters  

Ngwathe Local Mayor will also submit copies of the SDBIP, the Organizational Scorecard and the performance agreements of all the Section 57 Managers to the MEC for Local 
Government in the Free State province.  

The whole planning process for performance management will be done once per year within the months of March to June, in preparation for implementation in the following 
year, starting in July. By the beginning of a new financial year, all planning will be complete, compliance issues attended to and resources allocated accordingly.  

Phase 2: Monitoring  

Monitoring of performance will be an on-going process throughout the year and will run parallel to the implementation of the IDP. Monitoring will be conducted within each 
department. Ngwathe Local Municipality will use a paper-based and report-based monitoring mechanism.  Different role players are allocated tasks to monitor and gather 
information that would assist the municipality to detect early indications of under-performance and take corrective measures on time. Information management plays a central 
role during this phase.  

Ngwathe Local Municipality’s monitoring system places responsibility on each Department, Division/Section and Individual employee to collect relevant data and information to 
support the monitoring process. Evidence of performance will be gathered, stored by each department and presented to substantiate claims of meeting (or not meeting) 
performance standards. This evidence is stored on files (both manual filing and electronic  filing, where possible). The Heads of the Departments will allocate responsibility in 
their offices for information management, as these performance information files must be separate from normal registry filing. Even though registry will have all the data and file 
it as per their filing system, the performance information will be filed according to key performance area and key performance indicators. These files will be regarded as portfolio 
of evidence kept for purposes of performance measurement, performance review and audit in the other phases.  

The roles and responsibilities for monitoring are allocated as follows:  

 Line Managers – Each line manager will be responsible for monitoring and reporting on each indicator in their departmental scorecards. They will monitor performance 
of their direct reports under their functional areas and report as per the indicator that has been set to measure that functional area. This monitoring occurs on a daily 
basis, with reports being submitted to line managers by direct reports on a weekly basis. The line manager is responsible for compiling section reports on each of the 
indicators; collect the relevant data related to each project and indicator and facilitate proper storage of the data in files.  
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 Admin Officers – The Admin Officers in each section has a responsibility of managing indicator information files as per the municipality’s monitoring system. They are 
also responsible for collating this information in preparation for submission of performance reports to departmental heads by line managers. This responsibility is carried 
out on a weekly basis.  

 Departments or Directorates and Teams – The departments will receive progress reports on progress into the implementation of their departmental scorecards from 
line managers on a bi-monthly basis. The bi-monthly reports are compiled into monthly reports that are discussed at the Management meetings.  

 The Management Team – The management team discusses the departmental performance progress on a monthly basis and need to reflect on whether targets are 
being met, reflect on the reasons being provided by departments for targets not being met and suggest corrective action. The purpose for a performance-driven 
management team is to instill a culture of collective management and eliminate the silo mentality.  

 Section 79/80 Committees – These committees will monitor performance of their respective services against departmental scorecards. They will receive reports on a 
monthly basis and must appraise themselves on progress on performance of their service areas against set targets. Where targets are not being met, the Section 79 
Committees should ensure that the reasons for poor performance are satisfactory and sufficient to address whatever delays, and corrective strategies are sufficient to 
address the poor performance.  

 The  Mayor – The Municipal Manager will submit monthly progress reports on all the indicators in the organisational scorecard to the  Mayor in order for her to monitor 
if targets are being achieved and where they are not, that proper corrective strategies are put in place to keep to the timelines set for achieving each indicator and 
targets.  

 Municipal Council – Performance reports will be submitted to the council twice a year. A mid-term report and an annual report are the two reports that will be submitted 
to council.  
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Phase 3: Measurement and Analysis  

Performance Measurement is essentially the process of analysing the data provided by the above Performance Monitoring System in order to assess performance. At 
organisational level, Performance Measurement is formally executed on a monthly and quarterly basis, whilst Performance Measurement at individual level is done quarterly.   

As indicated in section 7, Ngwathe Local Municipality has adopted the Revised Municipal Balanced Scorecard to analyse the performance information submitted during the 
monitoring phase and asses its performance levels. The adopted model will measure the municipality’s performance through achievements within the 5 Key Performance 
Areas and report its organizational performance along the 5 performance perspectives.   

All the measured results are then recorded on a report. The municipality will use one reporting template for all key performance indicators and all departments will use this 
format to produce quarterly reports and the annual review report. The reporting template will be discussed under the reporting section.  

Figure : Illustration linking monitoring, analysis and measurement 

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

      Mayor; 

      Chairperson of the performance audit committee or the audit committee in the absence of a performance audit committee; 

 Member of the executive committee  

 Mayor and/or municipal manager from another municipality; and 

 Member of a ward committee as nominated by the Mayor. 

 

For purposes of evaluating the annual performance of managers directly accountable to the municipal managers, an evaluation panel constituted of the following persons 

must be established - 

Municipal Manager; 

Chairperson of the performance audit committee or the audit committee in the absence of a performance audit committee; 



37 
 

Member of the executive committee; 
 
 and Municipal manager from another municipality. 
 
The manager responsible for human resources of the municipality must provide secretariat services to the evaluation panel. 

Phase 4: Performance Reviews  

Performance review is a process where the municipality, after measuring its own performance as detailed in the previous phase, assesses whether it is giving effect to the IDP. 
It is a phase where it will assess whether it is doing the right thing, doing it right and better, or not. Performance reviews will be conducted through the municipality’s scorecard 
model by assessing performance against the 5 Key Performance Areas (KPA’s), indicators, and targets. Ngwathe Local Municipality’s reviews will be conducted by using the 
“best value review” approach in the following three methods:  

I. The first method will look at whether the current level of performance is better than that of the previous year, using baseline indicators as adopted in the organizational 
scorecard. This assessment is important because the municipality can only know if its performance is improving by comparing with past performances. This review 
method will be the one used regularly alongside the monitoring and analysis processes. The reviews will occur monthly, quarterly and annually.  

II. The second method will be through conducting customer perception surveys on an annual basis. The survey will assess the community’s perceptions about the 
performance of the municipality against the delivery in their key performance areas.  

III. The third method will look at the municipality’s performance by comparison with other similar ones through local municipalities through benchmarking exercises 
conducted once in two years.  

The “best value review” approach challenges the current level of municipal performance (through comparing actual performance against the baselines), compare it to others 
(through benchmarking), consult with customers and communities (through customer perception surveys) and find ways of competing with other municipalities to provide best 
value in service delivery (through twinning agreements).  

The results of measurement and reviews will be captured on the spread sheet reporting format as shown on Figure 8 under the reporting section below. All performance reports 
from departmental to organizational levels will be done on the same format so that there will be consistency on reporting. 
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 Who has the Responsibility of Conducting Reviews in Ngwathe Local Municipality?  

As in the monitoring and measurement stages, reviews will be conducted according to the lines of accountability within the municipality’s organizational structure. Reviews at all 
levels on organizational indicators and targets will be conducted quarterly, preceded by coaching sessions by the municipal manager to her/his direct reports. On considering 
the quarterly reports from each department and the results of the measurement revealing the level of performance in each department, the Municipal Manager must conduct 
one-on-one coaching sessions with Managers directly accountable to him/her, to ascertain the level of comfort and confidence in achieving set targets, and to understand the 
challenges that the Manager might be facing in achieving results. The coaching session must be recorded and the coaching notes be kept in the department’s evidence file for 
individual performance evaluation purposes.  

Supervisors  

Supervisors will review the performance of employees reporting directly to them. These reviews will be conducted on a monthly basis and any deviations can be recommended 
by the supervisor to their area managers, only if they affect indicators and targets that are at their levels, not organizational or departmental indicators.  

Line Managers (Area managers, other managers)  

These managers review performance of their respective areas on a monthly basis, as they are monitoring, analysing and measuring performance as against their departmental 
scorecards. The review will cover all organizational key performance areas and indicators with respect to their functional areas and any deviations from original targets can be 
recommended to their respective senior managers and can be authorised if it is not organizational or departmental targets.  

Section 79/80 Committees  

These committees manage the performance of sectors and functions respective to their portfolios. In order to build the role played by Section 79 Committees, while ensuring 
that their role remains strategic and not operational, it is recommended that they review performance as often as monthly. However, the committees can only approve deviations 
on targets related to their service areas, after receiving recommendations from the management team.  

 Management Team  

The municipal manager and his/her management team will review performance prior to, and more often than, the Mayor or Section 79 Committees, as follows:  

 Firstly, they will need to review performance more often, such that they can intervene promptly on operational matters where poor performance or the risks thereof 
occur.  

 Secondly they will need to review performance before reporting to politicians so that they can prepare; control the quality of performance reports submitted to the 
councilors and the public; and ensure that adequate response strategies are proposed in cases of poor performance.  
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 It is strongly recommended that the executive management team review performance monthly, prior to reviews being conducted by Mayoral Committee or the Section 
79 Committees. At these reviews relevant functional managers will be required to report on respective priority areas.  

Mayor   

The Performance Management System of Ngwathe Local Municipality is designed in such a way that it allows the Mayor to strategically drive and manage performance in the 
organisation. Reviews at this level will remain strategic so that the Mayor is not restrained by operational discussions. In order for this review to be strategic it is recommended 
that the Mayor review performance quarterly, with the second quarter report taking the form of a mid-term review, as provided for by Section 72 of the MFMA and the final 
quarterly review taking the form of an annual review. The content of the review should be confined to the adopted 5 key performance areas (KPA’s) and objectives. The Municipal 
Manager will remain accountable for reporting on performance at this level.   

Council  

Council will review the performance of the municipality, its committees and the administration, annually, in the form of a tabled annual report at the end of each financial year.  

The Public  

The public will be involved in reviewing municipal performance at least annually, in the form of the annual report and the annual customer surveys.  

While good and excellent performance must also be constantly improved to meet the needs of citizens and improve their quality of life, it is poor performance that needs to be 
improved as a priority. Poor performance may arise out of one or more of the following:  

 Poor systems and processes  
 Inappropriate structure  
 Lack of skills and capacity  
 Inappropriate organisational culture  
 Absence of an appropriate strategy and departmental business plans that lay the foundation for optimum performance.  

Improving Performance  

In order to improve performance, Ngwathe Local Municipality, throughout the performance management phases, will analyse the causal and contributory reasons for poor 
performance, through coaching sessions from top to lower levels of the administration and appropriate response strategies will be developed. These will include, inter alia:  

 Restructuring as a possible solution for an inappropriate structure;  
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 Process and systems improvement strategies to remedy poor systems and processes;  
 Training and sourcing additional capacity where skills and capacity shortages are identified;  
 Change management and diversity management education programmes to address organisational culture;  
 Review of the IDP where councilors will address shortcomings in the strategy;  
 Development of appropriate departmental business plans and operational plans to guide performance in each department; and  
 Where results show no chance of improvement through internal measures, alternative service delivery mechanisms shall be considered.  

 Phase 5: Reporting on Performance  

Reporting requires that the municipality take its key performance areas, its performance objectives, indicators, targets, measurements and analysis, and present this information 
in a simple and accessible format, relevant and useful to the different stakeholders for review. Municipality will adopt Ngwathe Local reporting format shown in Figure 8 below 
as its uniform reporting template at all levels of reporting.   

The proposed template will contain only necessary and relevant information and will cover the period for which the reporter is reporting, state the relevant key performance 
areas, capture all the agreed objectives and indicators, state agreed targets relevant to the period which the report covers, measure current performance over the period for 
which the report is covering, specify when the measurement was done, specify the source of the measurement, reflect on whether agreed targets have been met, analyse the 
reasons for the level of performance, and suggest corrective action, if necessary.  

All stakeholders who are expected to report on performance will use this one reporting template. The reporting template will remain simple, accessible to all users and useful to 
the intended reader.  

The main feature of the reporting phase is the production of the annual report. This is a consolidated report that reflects results on performance on each of the 5 perspectives 
as per the adopted model. The main report will be informed by the information gathered through the scorecards throughout the year and one performance report will be compiled 
as per the requirements of Section 46 of the Municipal Systems Act. Since the Municipality adopted the Revised Municipal Scorecard model, its annual report will reflect its 
performance results clustered in the following 5 perspectives:  

 Under the Municipal Development Perspective the municipality will reflect results achieved on indicators around the performance area of social and economic 
development. This perspective measures the outputs on socio-economic development in the municipality.  

 Under the Service Delivery Perspective the municipality will reflect its annual performance achievements in the overall delivery of basic and infrastructural services 
outputs.  

 Under the Financial Viability Perspective, the annual report will reflect the municipality’s performance with respect to the management of its finances. It has to reflect 
the results of the process and input indicators, as well as output indicators in relation to the impact its financial management systems have achieved on overall financial 
viability of the municipality.  

 The Institutional Development Perspective will report on input indicators that measure the functioning of the municipality under areas such as human resources, strategic 
planning (IDP) and implementation, performance management, etc; and  
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 Under the Governance Process Perspective the municipality’s annual report must indicate results achieved in relation to its processes of engagement with its 
stakeholders in the process of governance, established and functioning governance structures, good corporate governance and implementation of the IGR Act, etc.  

9. REPORTING 

9.1. Who Reports to Whom?  

The reporting process will follow the lines of accountability as detailed in the performance monitoring, measurement and review phases above. Reports will be submitted to all 
different stakeholders using following internal processes and as outlined above and through the different political and community stakeholders as required by the Municipal 
Systems Act, the Municipal Finance Management Act and the Performance Regulations. Reports will be submitted to the following stakeholders during the timelines outlined in 
the municipality’s performance process plan as shown under the Performance Cycle section:  

 Ngwathe Local Municipality reporting to communities , including quarterly reporting to Ward Committees;  
 Mayor reporting to Council;  
 Municipal Manager reporting to the Mayor; 
 Directors reporting to the Municipal manager and Section 80 Committees;  
 Line Managers reporting to their relevant directors; 
 Supervisors reporting to their Regional Manager;  
 Employees reporting to their respective Supervisors.   

9.2. Tracking and Managing the Reporting Process   

To ensure that the reporting processes run smoothly and effectively, the PMS Unit in the Office of the Municipal Manager will co-ordinate all activities related to efficient reporting. 
The functions of the Unit in this instance include the following:  

 Developing a process plan or timetable for all reporting processes for the year;  
 Prepare logistics for reporting;  
 Improve the reporting format, should there be a necessity to do so;  
 Track and monitor reporting processes;  
 Control the quality of reports going to reviews at political levels in terms of alignment with the adopted reporting format;  
 Analyse departmental performance reports;  
 Compile quarterly organisational performance reports and the annual report; and  
 Review the reporting process and suggest improvements.   
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9.3. Publication of Performance Reports  

The annual report is required by legislation to be availed to the public. Ngwathe Local Municipality will, however, within its resources and capacity, keep the communities more 
frequently informed of performance information through:  
  

 Publication of reports in the municipal website  
 Press releases  
 Press Briefings ( where possible)  
 Publication of pamphlets or newsletters  
 Local Radio programmes  
 Meetings with Local Municipalities  
 IGR Forum.  

The municipality will also submit Section 46 reports to the MEC and the Auditor General as provided for by the Municipal Systems Act and the Municipal Finance Management 
Act. 

9.4. Public Feedback Mechanisms  

Public feedback on reported performance will be during IDP review processes (ward meetings), annual customer surveys and through ward committee meetings.  

9.5. Auditing Performance and Quality Control  

In order for the performance management system to enjoy credibility and legitimacy from the public and other stakeholders, performance reports, particularly the annual 
performance report, must be audited. Audits should ensure that reported performance information is accurate, valid and reliable.  

In terms of the provisions of the Municipal Systems Act and the Performance Regulations of 2001, the annual performance report must be audited internally, and before being 
tabled and made public, the annual performance report will also be audited by the Auditor-General. It is therefore important to allow sufficient time between completion and  
tabling of the annual report for auditing.  

After being reviewed by the council, the annual report must then be submitted to the Auditor-General before 31 August of every year, for auditing and be submitted to the MEC 
for local government in the province for the MEC to complete an annual report of performance of all municipalities in the province, identifying poor performing municipalities and 
proposing remedial action and submit the provincial report to the national minister. The national minister will then present a consolidated report to parliament.  
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9.6. Internal Auditing of Performance Measurements  

9.6.1. The Internal Audit Unit of Ngwathe Local Municipality  

In terms of Regulation 14 of the Planning and Performance Regulations of 2001, every municipality must develop and implement mechanisms, systems and processes for 
auditing the results of performance measurements as part of its internal auditing processes. The functions of the internal audit unit include the assessment of the following:  

(i) The functionality of the municipality’s performance management   system; 

(ii) Whether the municipality’s performance management system complies with the provisions of the Municipal Systems Act; and 

(iii) the extent to which the municipality’s performance measurements are reliable in measuring performance of municipalities on its own indicators and the 
national indicators  

The Regulations further provides that the municipality’s internal auditors must:  

(i)  on a continuous basis, audit the performance measurements of the municipality; and 

(ii)  submit quarterly reports on their audits to the municipal manager and the performance audit committee.  

Ngwathe Local Municipality should comply with the Regulations by ensuring efficiency of the Internal Audit Unit. The Internal Audit Unit will be responsible for quality checks 
and balances of all performance information submitted for measurement and review. Quality control is the central and key function of the Unit that will ensure achievement of 
effective and efficient performance by Ngwathe Local Municipality. The Municipal Manager and the Mayor will place reliance on the performance audit, risk assessments and 
audit reports to make informed decisions and motivate for any reviews and improvements to the municipal council and communities.  

9.6.2. The Performance Audit Committee   

Regulation 14 of the Planning and Performance Regulations stipulates the provisions that guide the establishment of the Performance Audit Committee and outline the functions 
and powers entrusted to the committee as the following:  

a. review the quarterly reports submitted to it by the Internal Auditors;  
b. review the municipality’s performance management system and in doing so, focus on economy, efficiency, effectiveness and impact in so far as the key performance 

indicators and performance targets set by Ngwathe Local Municipality in its organizational scorecard are concerned;  
c. make recommendations in this regard to the municipal council; and  
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d. at least twice during a financial year submit an audit report to the municipal council;  
e. communicate directly with the council, municipal manager or the internal and external auditors of the municipality;  
f. access any municipal records containing information that is needed to perform its duties or exercise its powers;  
g. request any relevant person to attend any of its meetings, and if necessary to provide information requested by the committee; and  
h. investigate any matter it deems necessary in the performance of its duties and the exercise of its powers.  

Ngwathe Local Municipality should appoint the Performance Audit Committee for 2013/2014. The municipality must provide an annual budget for the running of this committee 
and also provides the relevant secretarial capacity for the committee. 

10. Roles and Responsibilities of Different Stakeholders  

As can be noted from the above analysis of each phase in performance management and from the plethora of legislative prescripts governing municipal performance, it is clear 
that, for the performance management system to be functional, a number of stakeholders have to be involved. These stakeholders have different roles and responsibilities within 
each of the performance management phases. The tables below will outline roles and responsibilities of each of the stakeholders in each phase.   
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Roles and responsibilities of stakeholders in the management of the PMS  

Roles and Responsibilities of the Municipal Council 

PLANNING MONITORING, ANALYSIS AND MEASUREMENT 

  REVIEW REPORTING ASSESSMENT 

* Approves KPA’s and objectives in the 
Integrated Development Plan.  

* Approves the PMS policy   framework. 

* Assigns the responsibility for the 
management of the PMS to the Mayor.  

* Approves the annual review programme 
of the IDP.  

* Approves the Top level SDBIP. 

* Approves changes to the SDBIP and 
budget adjustments 

* Approves any changes to the priorities, 
objectives, key performance indicators and 
performance targets of the municipality. 

* Considers the oversight reports from the 
oversight committees, such as the 
Performance Audit Committee. 

* Receives audited   performance 
reports from the Mayor.  

* Reports the municipality’s 
performance to the community at least 
annually. 

* Approves recommendations for the 
improvement of the performance 
management system. 

* Annually receives the appraisal of the 
Municipal Manager and Section 57 
Managers’ performance. 

* Submits the municipal annual report 
to the Auditor General and the MEC. 

* Approves the municipal annual audit 
plan and any substantial changes to it.  

* Receives and assesses performance 
reports directly from the Performance 
Audit Committee. 

* Receives and assesses performance 
audit reports from the Auditor-General 
and approves implementation of the A-
G’s recommendations. 

  



 

46 
 

Roles and Responsibilities of the Mayor 

PLANNING MONITORING, ANALYSIS AND MEASUREMENT 

  REVIEW REPORTING ASSESSMENT 

* Submits priorities and objectives of 
the Integrated Development Plan to 
Council for approval.  

* Submits the PMS policy framework 
for approval. 

* Submits the municipal strategic or 
organizational scorecard to Council 
for approval. 

* Approves the Service Delivery and 
Budget Implementation Plans (SDBIP) 

* Enters into a performance 
agreement with the Municipal 
Manager on behalf of Council. 

* Assigns the responsibility for the 
management of the PMS to the 
Municipal Manager. 

* Tables the budget and the SDBIP to 
Council for approval.  

* Approves the departmental or 
service scorecards and Section 57 
Managers scorecards 

* Proposes to Council, the annual 
review programme of the IDP, 
including the review of key 
performance indicators and 
performance targets.  

* Proposes the annual performance 
improvement measures of the 
municipality as part of the municipal 
strategic or organizational scorecard. 

* Proposes changes to the priorities, 
objectives, key performance indicators 
and performance targets of the 
municipality. 

* Quarterly and mid-yearly reviews 
and evaluates the performance of the 
municipality against adopted KPIs and 
targets. 

* Quarterly reviews the performance 
of the departments to improve the 
economy, efficiency and effectiveness 
of the municipality. 

* Quarterly and annually reviews and 
evaluates the performance of the 
Municipal Manager and Section 57 
Managers 

* Receives monthly budget statements 
from the Municipal Manager and CFO  

* Receives performance reports 
quarterly from the internal auditor. 

* Receives performance reports twice a 
year from the Performance Audit 

Committee. 

* Receives monthly and quarterly 
reports from the Municipal Manager on 
the performance of managers and the 
rest of the staff. 

* Receives the annual Section 46 report 
from the Municipal Manager before 
submission to council, Auditor General 
and MEC. 

* Report to council on the mid-term 
review and the annual report on the 
performance of the municipality. 

* Reports to Council on the 
recommendations for the improvement 
of the performance management 
system. 

* Submits the municipal annual audit plan 
and any substantial changes to council 
for approval.  

* Approves the implementation of the 
recommendations of the internal auditor 
with regard to improvement in the 
performance of the municipality or 
improvement of the performance 
management system itself. 

* Receives and assesses the 
performance audit report(s) from the 
Auditor General and management 
comments and make recommendations 
to Council on addressing whatever audit 
queries raised therein. 
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Roles and Responsibilities of the Municipal Manager 

PLANNING IMPLEMENTATION MONITORING, ANALYSIS AND MEASUREMENT 

    REVIEW REPORTING ASSESSMENT 

* Coordinates the process of 
needs identification and 
prioritization among all 
stakeholders, including 
community structures.  

* Coordinates the 
formulation and revision of 
the PMS policy framework. 

* Coordinates the 
formulation and revision of 
the municipality’s strategic 
or organizational scorecard. 

* Leads the process of the 
formulation and revision of 
the Service Delivery and 
Budget Implementation 
Plans. 

* Enters into performance 
agreements with Section 57 
Managers directly 
accountable to him/her on 
behalf of Council. 

* Manages the overall 
implementation of the IDP.  

* Ensures that relevant 
stakeholders implement the 
provisions of the PMS policy 
framework. 

* Ensures that the Departmental 
scorecards and departmental 
annual programmes serve the 
strategic or organizational 
scorecard of the municipality. 

* Ensures that annual programmes 
are implemented according to the 
targets and timeframes agreed to. 

* Implements performance 
improvement measures approved 
by the  Mayor and the Council. 

* Ensures that performance 
objectives in the Section 57 
Managers’ performance 
scorecards are achieved. 

* Formulates the annual review 
programme of the IDP, 
including the review of key 
performance indicators and 
performance targets for the 
consideration of Council 
Committees and the  Mayor.  

* Formulates the annual 
performance improvement 
measures of the municipality as 
part of the new municipal 
strategic or organizational 
scorecard. 

* Quarterly reviews the 
performance of departments to 
improve the economy, 
efficiency and effectiveness of 
the municipality. 

* Quarterly and annually 
evaluates the performance of 
Section 57 Managers. 

* Receives performance reports 
quarterly from the internal 
auditor.  

* Receives performance reports 
twice a year from the 
Performance Audit Committee. 

* Receives monthly departmental 
performance reports. 

* Reports monthly and quarterly 
to the  Mayor on the performance 
of Departments. 

* Reports on the implementation 
of improvement measures 
adopted by the  Mayor and 
Council. 

* Annually reports to the Mayor 
on the performance of Section 57 
Managers. 

* Submit the municipal annual 
Section 46 report to the  Mayor. 

* Formulates the municipal 
annual audit plan.  

* Formulates responses to 
the recommendations of the 
internal auditor and the 
Performance 

Audit Committee. 

* Formulates responses to 
performance audit queries 
raised by the Auditor 
General and make 
recommendations to the  
Mayor. 
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Roles and Responsibilities of the Section 80 Committees 

PLANNING MONITORING, ANALYSIS AND MEASUREMENT 

  REVIEW REPORTING ASSESSMENT 

* Advice the  Mayor on priorities and 
objectives of the  

Integrated Development Plan. 

* Participate in the formulation of the 
annual review programme of the IDP, 
including the review of key 
performance indicators and 
performance targets.  

* Approve recommended reviews on 
their service areas’ indicators and 
targets 

* Reports to the Mayor on the 
recommendations for the improvement 
of the performance management 
system.  

* Receive reports from the departmental 
heads and line managers on 
performance in their respective service 
areas 

*· Advices the Mayor on the 
implementation of the recommendations 
of the internal auditor.  
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Roles and Responsibilities of the Section 57 Managers 

  
  
Roles and Responsibilities of the Community 

PLANNING REVIEW REPORTING 

* Participate in the drafting and implementation of the municipality’s 
IDP through established forums  

* Participates in the setting of KPIs and targets for the municipality 
every year 

* Make representations on the draft annual budget 

* Participate in the municipality’s 
annual review of performance  

* Participates in the municipality’s 
customer perception surveys. 

* Receive annual performance  

and budget reports from council  

 
 

PLANNING IMPLEMENTATION MONITORING, ANALYSIS AND MEASUREMENT 

    REVIEW REPORTING ASSESSMENT 

* Participate in the formulation of the 
SDBIP and the municipal strategic 
or organizational scorecard  

* Manage subordinates’ 
performance measurement system. 

* Enter into a performance 
agreements with the Municipal 
Manager. 

* Manage the implementation of 
their Departmental scorecards.  

* Ensure that performance 
objectives and targets in the 
performance scorecards and 
departmental scorecards are 
achieved. 

* Quarterly and annually review 
the performance of their 
departments  

* Quarterly review performance 
of direct reports 

* Report on the implementation 
of improvement measures 
adopted by the  Mayor and 
Council.  

* Annually report on the 
performance of their 
departments 

* Receive bi-monthly 
performance reports from line 
managers 

* Report monthly to the 
Municipal Manager on progress 

* Participate in the formulation of 
responses to the 
recommendations of the internal 
auditor, Performance Audit 
Committee and the Auditor  

General. 
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Roles and Responsibilities of Non-Section 57 Municipal Employees 

PLANNING IMPLEMENTATION MONITORING, ANALYSIS AND MEASUREMENT 

    REVIEW REPORTING ASSESSMENT 

* Participate in identifying of 
priorities and setting KPI’s and 
targets for the municipality’s IDP  

* Participate in the development 
of the organizational and the 
departmental scorecards 

* Participate in the development 
of their own performance 
scorecards 

* Execute individual work  

plans 

* Manage all information and 
evidence required for 
performance measurement, 
review and audit. 

* Participate in the review of 
departmental plans.  

* Participate in the review of own 
performance. 

* Reports to line 
managers on bi-monthly 
basis on progress  

* Assess performance review 
reports of own section 

  
 Roles and Responsibilities of the Internal Audit Office 

PLANNING AUDIT ASSESSMENT REPORTING 

* Develop a risk and compliance-
based audit plan.  

* Audit the performance 
measures in the municipal 
scorecard and departmental 
scorecards.*  

* Conduct performance audits 

* Assess the functioning of the 
municipality’s PMS to ensure it 
complies with the Act.  

* Submit quarterly reports to the Municipal Manager.  

* Submit quarterly reports to the Performance Audit 
Committee. 

  
 Roles and Responsibilities of the Performance Audit Committee 

PLANNING REVIEW REPORTING 

* Receive and approve the annual audit plan.  * Review quarterly reports from  

the internal audit office on 

quarterly basis 

* Submit performance review audit reports to the 
Municipal Manager and the  Mayor  

* Submit bi-annual reports to the municipal Council. 
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11. Employee Performance Management   

11.1 Legal Framework that Governs Employee Performance  

In local government, municipal employees now fall into two broad categories; namely, those employees whose employment are governed by Section 57 of the 
Municipal Systems Act and enter into time-specified employment contracts with the municipality, and those that are employed on permanent basis and whose 
employment is governed by the provisions of the Local Government Bargaining Council. In this policy framework, all the employees employed under Section 57 will 
be referred to as “Section 57 Managers” and those under the Bargaining Council will be referred to as “Permanent Employees”.  

The local government legislation has provided guidance on managing and rewarding performance of Section 57 Managers, i.e. the Municipal Manager and all 
Managers directly accountable to him/her. The 2006 Performance Regulations for Municipal Managers and Managers Directly Accountable to the Municipal Manager 
make special provisions for employment and managing performance of these employees. The pertinent provisions will be outlined briefly below, however a full copy 
of the Regulations is attached as part of Appendix I of this policy framework.  
  

 Section 57 managers must enter into employment contract with the municipality on assumption of duties and the regulations gives a detailed guide on the 
elements of an employment contract;  

 Performance Agreement must be signed on each financial year or part thereof;  
 A new performance agreement must be concluded within one month after the commencement of the new financial year, i.e. by 31 August of every year;  
 A personal development plan must be documented at the end of the performance review and form part of the performance agreement;  
 The employee’s performance must be assessed against two components: Key Performance Areas at (80%) and Core Competency Requirements 

(20%);  
 A 5 - point rating scale should be provided for each Key Performance Indicator in the employees scorecard;  
 The municipality must establish Evaluation Committees who must meet annually to evaluate the performance of the Municipal Manager and the managers 

directly accountable to the Municipal Manager;  
 The Municipal Manager’s annual performance must be evaluated by the  Mayor, Chairperson of the Performance Audit Committee, Member of the Mayoral 

Committee, Mayor and/or Municipal Manager from another municipality and Member of a Ward Committee nominated by the  Mayor;  
 Managers directly accountable to the Municipal Manager must be rated by the Municipal Manager, Chairperson of the Performance Audit Committee, 

Member of the Mayoral Committee and a Municipal Manager from another municipality.  
 A performance bonus ranging from a minimum of 5% - 14%maximum of the all-inclusive remuneration package must be paid as follows:  

o A score of 130 - 149% is awarded a bonus from 5% - 9%  
o A score of 150% and above is awarded a bonus from 10% - 14%;  

 Guaranteed annual cost of living adjustment to salaries must be paid - this is not linked to performance;  
 Rewarding of Performance for Section 57 employees be done after the tabling of the annual performance report and the financial audited statements in 

February annually.    



 

52 
 

As can be seen from the above provisions, the Section 57 employees in Ngwathe Local Municipality will align with the above regulations and their performance will 
be measured through their performance plans/scorecards. The same organizational scorecard will be cascaded to the employee scorecard and these will form part 
of their performance agreements.   

It is the intention of this policy framework to formally incorporate the permanent employees into the overall performance management system of the municipality. 
This will translate into all employees of Ngwathe Local Municipality developing annual scorecards that are aligned to their functional areas of responsibility and 
thereafter entering into performance agreements with their respective supervisors. Just like in the Section 57 employee performance provisions, the performance 
agreements of the permanent employees will include a personal development plan.   

The formats of all scorecards and reporting formats will be similar for all employees to create uniformity and consistency in monitoring performance on both 
organizational and employee KPI’s and performance targets.  

The phases of managing employee performance are outlined below.  

11.2     Aligning Employee Performance to the Organizational Performance Management System  

The performance of an organisation is integrally linked to that of its employees. If employees do not perform an organisation will fail. It is therefore important to 
manage both the organizational and employee performance at the same time. The relationship between organisational performance and employee performance 
starts from planning, implementation, monitoring and review. All the 5 phases in the organizational performance apply to the management of employee 
performance. The monitoring system using weekly, bi-monthly, monthly and quarterly reports is informed by individual activities at sectional and departmental 
levels. However, employee performance reviews differ from organizational reviews. Each phase will be discussed briefly below.  

Phase 1:  Planning   

The IDP yields a set of indicators and targets. These become an undertaking of the municipality to the community. The IDP informs the development of the SDBIP 
and the organizational scorecard. The elements of the organizational scorecard will be cascaded to the municipal manager’s performance scorecard and 
performance agreement as he/she is responsible for the implementation of the IDP. The municipal manager will then extract relevant KPA’s and indicators to section 
or Departments concerned. These indicators would then become the KPA’s, indicators and targets of the Head of the Department to be incorporated in their 
performance scorecards and agreements. The Head of Department will in turn cascade the indicators and targets to lower levels in line with the scope of 
responsibilities at that level. Therefore, this policy framework establishes a system of individual performance management linked to the organizational performance 
through the scorecard model.   
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Weighting and Rating  

      Weighting Approach that will Apply to Permanent Employees  

Ngwathe Local Municipality will adopt a weighting approach to show the relative importance of one indicator against another indicator. Every indicator in an 
employee’s performance scorecard/plan will be assigned a weighting. The total of the weightings on the performance scorecard must add up to 100 points. An 
important indicator may, for example, be assigned a weighting of 50 out of the total of 100 whereas a less important KPI may be assigned a weighting of 15 out of 
100. The purpose of the weightings is to show employees what the key focus areas are in their work.  

      Weighting Approach that will Apply to Section 57 Managers  

The weighting of indicators in the scorecards of the Section 57 Managers will follow the line of the provisions of the 2006 Performance Regulations. The weighting 
of 80% will be allocated to KPA-related indicators and 20% of the weighting will be allocated to CCR-related indicators.   

Performance Rating Approach that will Apply to all Employees  

The five-point rating will apply in evaluating the performance of all the employees of Ngwathe Local Municipality. The 2006 Performance Regulations sets out the 
rating as follows:  

Table 1: 5-point Rating for Employee Performance Appraisals 

LEVEL TERMINOLOGY DESCRIPTION RATING 

      1 2 3 4 5 

5 Outstanding Performance Performance far exceeds the standard expected of an employee at 
this level. The appraisal indicates that the Employee has achieved 
above fully effective results against all performance criteria and 
indicators as specified in the PA and Performance plan and 
maintained this in all areas of responsibility throughout the year. 
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4 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 

  

3 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. 

  

2 Performance 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. 

  

1 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. 

  

  
  

The outcome of the planning phase in the employee performance management will result in all employees having signed performance scorecards by 1 July of every 
year 

Phase 2: Implementation, Monitoring, Data Analysis and Measurement.  

When projects and programmes are implemented, the monitoring system as proposed in the organizational performance phases will apply. All the reporting timelines 
and information management responsibilities will be carried out as detailed in the monitoring phase of organizational performance management system.  
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Phase 3: Coaching  

Should an employee not be achieving the agreed indicators and targets in his/her performance scorecard during the monitoring and analysis phase, the 
manager/supervisor must assist the employee by managing his/her performance more closely. It is not appropriate that the first time an employee hears about 
his/her non-performance is at the formal performance review. Employees must be coached and given feedback throughout the year.  

Phase 4: Review   

This phase involves jointly assessing actual performance against expectations at the end of the performance cycle so as to review and document planned vs. actual 
performance. The following guidelines will be applicable for conducting individual performance reviews:  

 A Manager/supervisor will prepare ratings of employee’s performance against key performance indicators. The rating will be done by considering the year 
end actual cumulative as well, the evidence which was documented during the coaching cycle as well as any other relevant input.  

 The Manager/supervisor will request the employee to prepare for formal appraisal by rating him/herself against the agreed key performance indicators on 
their scorecards.  

 The Manager/supervisor and the employee meet to conduct a formal performance rating with a view to conclude a final rating. The employee may request 
time to consider the rating. A second meeting will then take place. In the event of a disagreement, the manager/supervisor has the final say with regard to 
the final rating that is given.  

 After the ratings have been agreed upon the scores are calculated.  
 The Manager/supervisor must make own notes during the formal review meeting. All the criteria that have been specified must be taken into 

consideration.  
 Only those KPI’s relevant for the review period in question should be rated according to the five point scale as shown above  
 After the year-end review the manager/supervisor and the employee prepare and agree on a personal development plan.   

The total score is determined once all the indicators have been rated and scored. This is done with a view to establish if an employee is entitled to a notch 
increase or an accelerated salary progression or a non-financial award. Annual inflation related increments will not be affected by the implementation of the 
performance management system and cascading it down to all employees.  

Performance review of Section 57 Employees is governed by Regulation 28 of the 2006 Performance Regulations. The Regulations provide that the performance 
of the Section 57 employees in relation to their performance agreements must be reviewed on a quarterly basis with the understanding that reviews in the first and 
third quarters may be verbal if performance is satisfactory.  

Phase 5: Rewarding Performance  

This phase establishes the link between performance and reward. It aims to direct and reinforce effective work behaviours by determining and allocating equitable 
and appropriate rewards to employees.  
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The performance reward system applied to Section 57 Employees is different from the performance reward system applied to Permanent Employees who are not 
Section 57 Employees. Section 57 employees reward system is clearly spelt out in the 2006 Performance Regulations and these rewards are in the form of 
performance cash bonuses that are allocated after the tabling of the receipt of the audit report and tabling of the annual report, i.e. in February of each year.  

In terms of Regulation 8 of the 2006 Municipal Performance Regulations, a performance bonus, based on affordability, may be paid to the Section 57 Managers, 
after -  

(1)  the annual report for the financial year under review has been tabled and adopted by the municipal council; 

(2)  an evaluation of performance in accordance with the provisions of regulation 23; and 

(3) approval of such evaluation by the municipal council as a reward for outstanding performance.  

Regulation 32 sets out the following provisions with regard to managing evaluation outcomes and rewarding performance for Section 57 Employees:  

(1) The evaluation of the employee's performance will form the basis for rewarding outstanding performance or correcting unacceptable performance.  

(2)  A performance bonus ranging from 5% to 14% of the all-inclusive remuneration package may be paid to an employee in recognition of outstanding 
performance. In determining the performance bonus the relevant percentage is based on the overall rating, calculated by using the applicable assessment-rating 
calculator; provided that -  

(a) a score of 130% to 149% is awarded a performance bonus ranging from 5% to 9%; and 

(b) a score of 150% and above is awarded a performance bonus ranging from 10% to 14%. 

(3) In the case of unacceptable performance, the employer shall -  

(a) provide systematic remedial or developmental support to assist the employee to improve his or her performance; and 

(b)  after appropriate performance counselling and having provided the necessary guidance and/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.  

Ngwathe Local Municipality is obliged to abide by these provisions when dealing with outcomes of performance evaluation and in rewarding performance to 
Section 57 Employees.   
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If an employee is a permanent employee of Ngwathe Local Municipality and is thus covered by the conditions of service of the municipality, performance is not 
directly linked to pay. Currently permanent employees receive an annually bargained increase determined by the South African Local Government Bargaining 
Council (SALGBC). Permanent employees who perform outstandingly will receive non-cash rewards, until such time as a national remuneration policy dictates 
otherwise.  
  
 Examples of non-cash rewards appear in Table  below.   

Table 2: Examples of Non-Cash Rewards 

Performance levels Examples of non-cash reward 

Outstanding/above  

performance levels  90 – 100  

A.  Employee is granted  three “free” leave days.  
There has to be an agreement on the dates and such leave must be taken within three months of it being 
awarded otherwise it will be forfeited.  

B.  Merit Awards 

C. Mayoral Excellence Awards 

D. Special Opportunities, e.g scholarships/  

E.  Seminars/ conference relevant to his/ her work and study tours ( the amount spent on this exercise including 
travelling should not exceed the rand value of three days leave i.e the rand value of  three days of employee’s 
total package.  

F. Promotion ( w/a) 

 Performance above expectation  80 – 89 One and a half free leave days: There has to be an agreement on the dates and such leave must be taken 
within three months of it being awarded otherwise it will be forfeited. 
Seminars/ conference relevant to his/ her work and study tours ( the amount spent on this exercise including 
travelling should not exceed the rand value of one and a half  days leave i.e the rand value of  one and a half 
days of employee’s total package.  
A work tool that will enhance the employee’s work 

Average performance  61 - 80 No specific reward 

Below average performance  <60 Compulsory performance counseling and monthly coaching sessions by manager/supervisor 
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11.3. Responding to Organizational Performance 
11.3.1. Good or Exceptional Performance   

In South Africa, good and outstanding organizational performance by municipalities is rewarded through the provincial and national Vuna Awards. The criteria used 
in the Vuna Awards to identify municipalities that have performed exceptionally is through the assessment of achievements within the 5 Key Performance Areas 
(KPA’s). It will therefore be, a wise move by the Ngwathe Local Municipality to adopt the Revised Municipal Scorecard Model as it places its performance 
measurement along the 5 KPA’s and can easily evaluate itself if it is ready for the Vuna Awards nominations. 

11.3.2. Poor Performance  

Poor performance in municipalities is often characterised by disclaimers and adverse opinions from the Auditor General. The worst measure that is taken for worst 
performing municipalities is the Section 139 intervention by the MEC for Local Government in the province.  

The effective implementation of this framework and the different roles and responsibilities that will be played by different stakeholders will serve as an early warning 
mechanism for the Ngwathe Local  Municipality to keep ahead in performance and to effect corrective measures timeously in any of the weak functional areas 
identified by the performance management system.  

12. Building Capacity   

The success of the implementation of the municipality’s performance management system rests on the capacity of line managers, executive management, 
councillors, citizens and communities to fulfil their roles and responsibilities as highlighted in earlier sections. Capacity building programmes will be initiated in 
order to provide capacity to each of the stakeholders to enable them to gain the necessary skills they require in fulfilling their roles and support will be provided 
during the implementation of this performance management framework.  
  

13. Evaluation and Review of the Whole Performance Management System (PMS)  

Ngwathe Local Municipality will review its performance management system annually alongside the review of the IDP.  

 

 

 



 

59 
 

14. Critical Dates and Timelines 

  

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

PHASE ORGANIZATIONAL ACTIVITIES INDIVIDUAL ACTIVITIES TIME FRAME RESPONSIBILITY 

  
  
PLANNING 

Development and approval of the 
SDBIP and organizational 
scorecard 

  March – May  Council 

  Signing performance 
Contracts/Plans with rest of 
staff 

31 July Mayor Section 57 Managers 

Signing performance 
Contracts/Plans with rest of 
staff 

March –  June Municipal Manager  
All staff 

  
  
  
  
MONITOR,  

MEASURE & 
REVIEW  

Monthly Monitoring  Monthly Monitoring Monthly Municipal Manager  
Senior Managers Line Managers/ 
Supervisors  

Quarterly Review/s  Quarterly Reviews September  

December 

March 

Municipal Manager  
Senior Managers Managers/ 
Supervisors  

  Annual Performance Appraisal June Mayor Municipal Manager  
Senior Managers Managers 
Supervisors  

  Reward and Recognition June and February Mayor Municipal Manager 
Senior Managers 

  
  
REPORTING 

Quarterly and Mid-Term Reports Quarterly Reports September December 
March 

Management Team 

Annual reports Annual Employee Performance 
Reports 

31 August  Mayor Municipal Manager 

Departmental and Section 
Heads Reports 

Monthly & Quarterly Management Team   
Line Managers  

IMPROVEMENT Performance Improvement Plans   June Management & employees 
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15. Conclusion  

This framework seeks to provide the basis for a structured approach to performance management within Ngwathe Local Municipality. As indicated earlier, proper 
implementation of this framework lies heavily on commitment and dedicated leadership. It is hoped that in the near future the municipality will convert this manual 
performance management platform into an electronic system. However, that will only occur if all stakeholders have received enough capacity to implement this 
framework and can fully carry out their roles and responsibilities within the performance cycle with ease.  
  

16. Appendices  

Appendix I: Extracts of Relevant Policies and Legislation   

a. Batho Pele White Paper, 1997  
b. White Paper on Local Government, 1998  
c. Municipal Systems Act, 2000  
d. Municipal Planning and Performance Regulations, 2001  
e. Municipal Finance Management Act, 2003  
f. Municipal Performance Regulations for Municipal Managers and Managers Directly Accountable to the Municipal Managers, 2006  
g. Framework for Managing Performance Information, 2007  
h. General Notice No. 646, 2007  
i. MFMA Circular 11 – Annual Reports  
j. MFMA Circular 13 – SDBIP  

Appendix II: Pro Forma Documents  

a. Pro Forma Performance Agreement  
b. Pro Forma Personal Development Plan   

Appendix III: Employee Performance Plan/Scorecard Template with Performance Assessment Calculators   

          a. Template of Employee Performance Scorecard  


