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FOREWORD OF THE MEC
PERFORMANCE MANAGEMENT POLICY REVIEW FRAMEWORK

The department has made great strides towards monitoring performance of municipalities in the
province in the discharge of their mandate for the delivery of basic services to our communities.
Presentation of the performance management policy framework is therefore a culmination of the
work that has been done on a continuous basis in monitoring the performance of our
municipalities, identifying those that are doing well and also putting in place programmes and

processes to assist and support those which are struggling.

The framework is indeed a cornerstone of the department’s core mandate of monitoring,
evaluating and reporting on the performance of our municipalities. This is a function executed by
the department not only as a discharge of a constitutional injunction and a legislated duty but it is
also driven by an attempt on the part of our department to better the lives of our people. This can
only be achieved through the delivery of basic services in a manner that is sustainable and cost
effective, and also by holding municipalities accountable, as we are required to do so in terms of
section 152(1) of the Constitution. As organs of state we are further called upon to secure the well-

being of our people in terms of section 41(1) (b) of the Constitution.

It is these constitutional imperatives and legislative prescripts which inform the performance
management framework as envisaged in chapter 6 of the Local Government: Municipal Systems
Act 32 of 2000 (“the Systems Act”). It is also on this basis that the performance management policy
framework we are presenting here would then become an effective tool in the hands of the
department in executing its oversight role of monitoring the performance of our municipalities.
While it is envisaged that this performance policy framework would assist municipalities in

meeting their obligations in terms of the implementation of performance management systems
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and reporting on non-financial and performance information, it will also bring uniformity to
municipalities in the development of their performance management system.
It is noted that most of our municipalities are struggling in meeting their obligations in respect of
non-financial information and performance management. The inputs by municipalities in compiling
the framework have been remarkably limited as most of them had not made submissions when an
opportunity to do so was made available. This however, has not dampened our spirit as a
department and with the little, yet invaluable, information made available by the few
municipalities that had participated, and our own experiences and internal resources, we are fairly
confident that the framework will have a positive and meaningful impact in taking municipal
performance management issues to the next level. In the main, the challenges facing the
department and the municipalities can be attributed, at least in part, to one or more of the
following matters:
® There is no standard template or systems that would apply to all municipalities in the
province. This brings about a degree of uncertainty on the part of municipalities as to what

really is required of them.

* Most municipalities do not have the capacity and the necessary resources to establish and

to develop an effective and sustainable performance management system.

e There are currently no measures in place to deal with issues of non-compliance by
municipalities or to deal with those municipalities which do not provide information when
requested to do so.

This list is not exhaustive but serves to highlight some of the challenges encountered by
municipalities and the department. The framework would pave the way forward towards
addressing these and other challenges facing the municipalities in the areas of performance
management. It might well be that with time the framework may need to be enhanced but it does
indeed constitute a reliable working point of convergence for both the municipalities and the
department to work towards ensuring an effective implementation of PMS in municipalities. It is

also submitted that all the other challenges, such as lack of capacity and resources, can also be
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adequately addressed once the framework is in place. This will be achieved by, amongst other
things, defining with closer precision the specific role of all the parties involved, such as the extent

rict municipalities can be expected to support local municipalities in the discharge of

-OPERATIVE GOVERNANCE AND TRADITIONAL AFFAIRS

pate: 05 |oy |90(6




Performance Management Framework

OFFICIAL SIGN - OFF

This Performance Management Framework has been developed by the Mpumalanga Department

of Co-operative Governance and Traditional Affairs in an endes prove performance

management in local government.
Mr D.V. Ngcobo Signature:
Senior Manager: Municipal Performance Monitoring,

Reporting and Evaluation

Mr S.S. Kunene

General Manager: Local Governance

. ; \ \
Mr G.S. Ntombela Signature%—:‘hi YA,

Acting Accounting Officer

Hon. R.M. Mtshweni (MPL)

Executive Authority




Performance Management Framework

TABLE OF CONTENTS
EXBOUTINESUMBEIRRY ... o liioiinnsisnbmiionstsea s ansicshaiaths ks s dbis S ARk A A s A s s 9
L, EXeOULVE SHIMUNBIN o o i s s es et s s sss bt b s A s das sravsspaR AR As R e B AR A A 9
1.2 IS OE BEEORVINS S it iiioiivnnis Mo o iestes sy s ian v U7 o S ca o op b wsusaiveis sbvEevsswessint 10
1 A 1 1) T Tt s T e e DL R PN WS TN S M D e e 10
CRBRPLER 3iiiinisn i treussetetesivss s ess s s e e s Th i ket Lok 433§ s A bRb S5 es i AR REEL s sbannnne sos saoribantssanany 12
L DIl 0 0 st FTe) e B e SR A L ot oo 3 | st LR (NI, = JUL LRt W S 12
F PUrpEse o tARERMBWOTK i et avveesdiclva s SN S B tiwssvensioass 12
1.2  Rationale for the Development of the Provincial Framework ..........ccccccevveeceniecresneesneenenns 12
1.3 Aims and Objectives of the Performance Management Framework ............cccccocveeenennee. 13
1.4 -Policy.and Legislative Mandates. ...c.ivusssnnmiisissnsssebsn it 13
B T R e OIS e oS (R SRS (O SR SN S Lo S 17
THE PLANNING PROCESS AND PERFORMANCE MANAGEMENT ......ccoviiiiiiiiiiiiecereecee e : 7
bt B B 1 37 T (1] o] a P e R s 05 e S o i (et JE D O e e 17
e FRENTE SO ORI CI i b smiliab s iss ko om sob i 1A s ook ek s e 17
2.3 Integrated Development PIAaNNING ..........c.cceuiereirunciisnisecmrennesseessssnssssesssssesssssessessessessassasssss 22
2.4  Service Delivery and Budget Implementation Plan (SDBIP).........coveeveeveiveeeeiireeeneseeeeeeeseens 23
%10 g ] S LR ST SO LU T RN (LLE. SRR S A 25
PERFORMANCE MANAGEMENT ...ttt est e e e e e s e s e e e e e e s e e ee e e e e eeeeaens 25
20 I EOgUCION s e e e e e e 25
3.7 Definitionof Performance NaRaBBMIBIL ...kt ke st e s 25
3.3 Benefits of Performance Management..........c.oovceieeeeeiieiseeesscsessnss e ssee e e eeenes 26
L O e L ey S it o (. B 1) Sl ES s ool DRNOE O, 27
INSTITUTTONAL ARREMEENIENTS .. oo ioimniussssacassssinssiaparssnt issassspass SR asiisss iR s 27
R . B R A Wil S 27
4.2  Defining institutional roles and responsibilities..............coceceviiereeeiieeeee e, 30
CIIRPTEIY Bl v cosinnonmnsninont ivesniosisodsiabatins Soemsnimmes bk A A R O TR SR s 31
DEVELOPING A PERFORMANCE MANAGEMENT SYSTEM ....ccovvieiiiiciieiieie s eeeeeeeesaeeeenneeenn s 31
B DO s i s e B e i iy e e s P RS 31
5.2. Developing a Performance Management SYSEEM .........cccecceeuevervversssssseesseseesssssssesssssessons 31

6



Performance Management Framework

5.3 Phase 2: Developing a Performance Management System.........ccceiiiiiimiiiiiiiiiicnnencciniennne 35
5.4 Phase 3: Implementing Performance Management..........cccccveeevrereimiriviissecineeesssseeessnnen e 42
5.5 Setting Key Performance INAICators (KPIS).c......iccunsiumimbuinibonsmmisimisssiiiisbsimassmesrinsmiis 45
56, SBHENE FAFEBLS ¢ cicsensrsoinesinssstsbrntentistiassitissasnns sraresinertnirsstonsrrnsihnsonasasrssstaonansessastsssanson stsprontsn 53
5.7 Developinga Monitoring FrameWOorK .......i..issessesssrassissspasissssbsssssssvaisssmsvassonisasssaissssssssrsiaes 56
5.8 Designing a Performance Measurement Framework .........cccccovvvicveeriieccisinnineccseeesnesesineens 58
81525 1 o NS RESC LRI ST SR B e S S Nt R, SR (SIS U R - 62
PERFORMANCE REVIEWS. ...cociimssiisivisssiinsyssvsmsmssssssiasessvemsapssssss sei s5asssissnsvessasvavsvusssessiasvsnsosses 62
8:1 I OOUCTION G st s oo e RS T e AR e A e P e TR e 62
6.2 Conducting PerfOrmance REVIEWS ........cccviuviiiiniiiiiinieneeniissseesiessssssssssssssssssssessssssssnessenne 62
6.3 _ Provincial Performante ReVIBWS: ... i nunammdiisnishusioanniabimmmimsisvasssl 66
B B T 68
PERFORMANCE RERORTING ......oocorcricciisratintrmonsmmsimincransmsrasnsios madensrssbhesdnssnsnt sesanamssnnsessonsorsnssvenisrees 68
8 N 1 T T TRRERUERR NI SRRSO (RUT) TSN RN eSS ——— 68
#:2  RepottinE UNesicouminiimiarminmas it s s s st S v 13 ToT vnamsnass ssamssng 68
7.3 Reporting process in MUNICIPAlIIES ..c.ccvvveeeceiireiieeccre e esree e e ssree s e e e e sra e saee e e s esnnsenns 74
B4  RepORLIBE EOIMATS. ... s hicnibinetbtiipastecsvesnassiivsacssbons B sscel bt v bt ecus e ts s eevs et isin s 75
7.5  Organisational Performance and Employee Performance ..........cccccvveeeiimeeeeiciicsiieccscecnenns 79
L g L e e N S 82
CAPACITY BUILDING AND ESTABLISHMENT OF INTERNAL INSTITUTIONAL ARRANGEMENTS. .......... 82
L. IMEOAUCHION s sy it e s e T T T o A s s e 82
8.2  Training and SUPPOIt fOr ROIE PIAYETS .......cocvuiiiiieiieiieeeeeseeseeeesesesseeesesesesensessssessssessssssssnsens 82
8.4 Summary of Additional CApacity........ceviieriiiiviiniiicniriessersesesassssessasessnsssssessestessassesasnes 83
S REEERREINR ot i o e e e e s 84
86 Evaluating and IMproving the PIVIS ....cocomiivmimmessimss sisssssingsssiis i isassiiasnmionssss amaman st 86
8.7 Networking and INnformation-sharing .............ccovveiiererieeriseses e e e e e e e e e eeeeseenes 86




Performance Management Framework

LIST OF FIGURES
Figure 1: Planning and Budgeting CYClIe.........ovvimimcrsniienninisenisnnssnssssssssssssessssssassssssstsssssssssssssssasnes 22
Figure 2: Designing @ Monitoring FrameworK ........cueeeniiiiiniiisi s 32
Figure 3: Systems MOl ....ciiiiieciiimimsamsmrasastesussssosssssnsssansnssestoss soashassnnsssissnsinsassssss saniasssstsssnisseds 47
Figure 4: Designing a Performance Management Framework..........cmiiniin: 57
Figure 5: Balanced SCOTECard..........ccuuvisiieiiniiiinisimminninsssnessessse s essas s ssn s sssasss s asssssssnsssan s snns 59
Figure 6: REPOItiNg PrOCESS .......ecviieiiiiiiciitiinssassss s et s 75
Figure 7: Planning Implementation and Monitoring Process............cccooeiiiiiniiniinininnnnccnnne 81

LIST OF TABLES
Table 1: Planningand BudReting CVCIR cuiiven s sstsistiiniusidhsiafsisessitisonisssvivinassnsasrisimernasorsionsvasens 17
Table 2: Roles Of STaKEIOIOEES S iivi e vtrns oot cisss asanssebs i Mans dogif asninssapras inanssrss sasnssnsss i s s i asss 37
Table 3: An examiple of Key Performance Area (KPA) ...........cosusisissmssiosssssessississusiossesivasssbosssssassness 56
Table 4: Timelines for producing the Systems Act section 46 report..........cccccieivinvicininninne. 69



Performance Management Framework

EXECUTIVE SUMMARY

1.1 Executive Summary

The Performance Management System framework is presented as a direct response by the
provincial department of COGTA Mpumalanga, to the perennial challenges facing municipalities
within the province in complying with their obligations regarding the management of performance
as required by chapter six of the Local Government Municipal Systems Act 32 of 2000 (“The
Systems Act”).

While intended to serve only as a guide to the municipalities, the PMS framework seeks primarily
to clarify the constitutional, legislative and policy framework that governs the requirements for
performance management systems. It also clarifies the purpose and rationale for PMS systems
within our municipalities.

A guide on the planning process as well as a detailed discussion on the performance management
systems is also offered in order to assist municipalities with a better understanding of what is
required of them. In order to ensure that municipalities can develop and implement effective and
sustainable performance management system, the framework also ensures that this exercise is
executed within the proper context by outlining the related institutional arrangements as well as
the strategic documents that are key to the PMS, being the IDP, the budget and the SDBIP. A step-
by-step guide on how to develop and implement a PMS within a municipality, including the
development of key performance indicators as well as methods for measuring performance are
then discussed.

Matters relating to performance review as well as reporting including capacity building have also

received attention in this framework.

It is envisaged that municipalities will find a great measure of relief in having the framework as it
clarifies all the concepts and also guides them on the implementation of performance
management systems. This, the framework, has achieved while being cautious not to dictate to

municipalities, as each municipality is required to establish a performance system that is
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commensurate with its resources and best suited to its circumstances” (section 38(a)(i)&(ii) of the

Systems

Act.

1.2 List of acronyms

AFS
AG
COGTA:
FOSAD :
IDP
MEC
MFMA :
MSA
MTEC
MTEF
KPA
PMS
POA
SDBIP
SMART:

Sp

: Annual Financial Statements

: Auditor General

Department of Cooperative Governance and Traditional Affairs

Forum of South African Directors-General

: Integrated Development Plan

: Member of the Executive Council

Local Government Municipal Finance Management Act 56 of 2003

: Local Government Municipal Systems Act 32 of 2000
: Medium Term Expenditure Committee

: Medium Term Expenditure Framework

: Key Performance Area

: Performance Management System

: Programme of Action

: Service Delivery and Budget Implementation Plan

Specific Measurable Attainable Realistic and Time bound

: Strategic Plan

1.3 Definitions

In this framework any word used which has been assigned a particular meaning in the Systems Act

shall bear a similar meaning in the framework.

“Annual report”

In relation to a municipality or municipal entity, an annual report means a report contemplated in

section 46 of the Municipal Systems Act and section 121 of the Municipal Finance Management Act

“Auditor General”

10
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Means the person appointed as Auditor General in terms of 193 (3) of the Constitution of South
Africa and includes any person-

(a) designated by the Auditor General to exercise a power or perform a duty of the Auditor
General

“Accounting officer”

In a municipal context means a person appointed in terms of section 54A (1) of the Municipal
Systems Amendment Act of 2011 to head the municipal administration

“Backlog”

A refers to goods or services that have accumulated overtime and are still not produced or
delivered

“Basic municipal service”

Means a municipal service that is necessary to ensure an acceptable and reasonable quality of life
and which, if not provided, would endanger public health or safety or environment

“Baseline”

Refers to an accurate quantitative data at a stated point in time which marks the start of the trend.
“Councilor”

Means a member of a council of a local or district municipality

“Financial year”

Means the financial year of a municipality that ends on the 30" of June each year
“MEC”

Means the Member of the Executive Committee responsible for local government
“Municipal Council” or “Council”

Means a municipal council referred to in section 157 of the Constitution

11
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CHAPTER 1
INTRODUCTION

1.1 Purpose of the Framework

Performance management and reporting is a legal requirement in South Africa. It is also a
specialized field with its own concepts that are usually interpreted and applied differently. The
main aim of this framework is to assist councilors, managers, officials and local government
stakeholders in developing and implementing a performance management system in terms of the
requirements of the government prescripts. The framework strives to establish a common

language and thereby ensure some level of consistency and uniformity in the application of

concepts.

It is not the aim of this framework to prescribe what municipalities must do, but only to serve as a
guideline in the development and implementation of the organizational performance management
framework and system. This framework is not meant to provide minute details of integrated
development planning processes and employee performance management, but only to draw the

necessary linkages to the overall organizational performance management and integrated

development.

1.2 Rationale for the Development of the Provincial Framework

In 2004, the Cabinet initiated plans for a monitoring and evaluation system for government, and
the Presidency subsequently developed the Government wide Monitoring and Evaluation
Framework. After its adoption the framework become applicable to all entities in the national,

provincial and local spheres of government.

12
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1.3  Aims and Objectives of the Performance Management Framework

1.3.1 Aims
Amongst other things the framework aims to:

v outline a set of agreed terms for performance information for use within the public sector;

v' provide guidance on the processes to be followed in implementing a municipal
performance management system within the framework of the Integrated Development
Plan (IDP) and municipal budgeting;

v" define roles and responsibilities of different stakeholders that should be involved in the
development and implementation process;

v determine the frequency of reporting and

v’ provide definitions of key terminology and standards of performance management.

1.3.2 Objectives of Performance Management System
v" To have a uniform approach to performance management, reporting and evaluation in the
province;
Facilitate increased accountability;
Facilitate learning and improvement;
Provide early warning signals;

Facilitate decision-making and

e e N S e

Recognize outstanding performance.

1.4 Policy and Legislative Mandates

1.4.1 Constitutional mandate of the MEC

The MEC responsible for local government is mandated both in terms of the Constitution and
legislation to support and to strengthen the capacity of municipalities to manage their own affairs,

and to exercise their powers in terms of section 154 (1) of the Constitution.

In terms of section 155 (6) (a) and (b) of the Constitution the provincial government is further

mandated to provide for the monitoring and support of local government, and also to promote the

13
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development of local government capacity to enable municipalities to perform their functions and

manage their own affairs.

1.4.2 The White Paper on Local Government
The WHITE PAPER ON LOCAL GOVERNMENT (1998) proposed the introduction of performance

management systems to local government, as a tool to ensure Developmental Local Government. It

concludes that:

"Integrated development planning, budgeting and performance management are powerful tools
which can assist municipalities to develop an integrated perspective on development in their
municipal areas. It will enable them to focus on priorities within an increasingly complex and
diverse set of demands. It will further enable them to direct resource allocations and institutional

systems to a new set of development objectives."

The White Paper adds that:

"Involving communities in developing some municipal key performance indicators increases the
accountability of the municipality. Some communities may prioritise the amount of time it takes a
municipality to answer a query; others will prioritise the cleanliness of an area or the provision of
water to a certain number of households. Whatever the priorities, by involving communities in
setting key performance indicators and reporting back to communities on performance,

accountability is increased and public trust in the local government system enhanced".

The Batho Pele White Paper notes that the development of a service-orientated culture requires
the active participation of the wider community. Municipalities need constant feedback from
service-users if they are to improve their operations. Local partners can be mobilized to assist in
building a service culture. For example, local businesses or non-governmental organizations may
assist with funding a help line, providing information about specific services, identifying service

gaps or conducting a customer survey.

14
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1.4.3 The legislative mandate of the MEC
Section 105 of the Systems Act provides as follows:
(a) monitor municipalities in the province in managing their affairs, exercising their powers and
performing their duties;
(b) monitor the development of local government capacity in the province; and
(c) assess the support needed by municipalities to strengthen their capacity to manage their

own affairs, exercise their powers and perform their functions.

It follows accordingly that the development of the performance management framework of

municipalities is developed by the MEC in line with the above legislative mandate.

1.4.4 Constitutional and Legislative obligations of municipalities
One of the objects of local government as outlined in Section 152 (1) (a) of the Constitution is to
provide democratic and accountable government for local municipalities. Municipalities, therefore

have a Constitutional obligation to monitor their performance in order that they be held

accountable to the community.
1.4.5 Legislative obligations of municipalities

1.4.5.1 Structures Act
The functions of Executive Mayors of municipalities, as outlined in Section 56 (3) (a) (b) (c) and (d)
of the Municipal Structures Act (1998), includes — amongst other, that of performance

management in terms of section 39 (a) Systems Act.

1.4.5.2 Systems Act

Chapter 6 of the Systems Act, requires municipalities to establish a performance management

system.
Section 38 of the Systems Act provides as follows:

A municipality must-

15
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(a) Establish a performance management system that is-
(i) commensurate with its resources;
(ii) best suited to its circumstances; and
(iii) in line with the priorities, objectives, indicators and targets contained in its
Integrated development plan;
(b) Promote a culture of performance management among its political structures, political
office bearers and councillors and in its administration; and

(c) Administer its affairs in an economical, effective and accountable manner

In addition to the Systems Act, the Municipal Performance Regulations of 2001 in particular
regulation 7(1), requires that a municipality develops a framework which outlines how
“performance planning, monitoring, measurement, review, reporting and improvement will be

conducted, organized and managed, including determining the roles of the different players”.

16
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CHAPTER 2
THE PLANNING PROCESS AND PERFORMANCE MANAGEMENT

2.1 Introduction

In national sphere of government all government entities must produce five year strategic plans,
which are aligned with government strategic direction as expressed in the Medium Term Strategic
Framework and Government Programme of Action. The process starts with each new five year
electoral cycle when a new government produces a programme of action. The same process
happens at provincial and local government level wherein, plans must be aligned across all spheres
of government.

During each stage of planning, budgeting and reporting managers require performance
information. It can then be concluded that performance management budgeting and planning are

interrelated processes.
2.2 Planning and Budgeting Cycle
The provincial planning and budgeting process is cyclical beginning in June and ending in May. The

process can at best be described as follows in table 1 below:

Table 1: Planning and Budgeting Cycle

NATIONAL ~ PROVINCE LOCAL GOVERNMENT
< ' June - s g |
The provincial planning process e District municipalities
begins with the following approve and circulate
activities: district IDP frameworks to its
e Exco hold a Planning constituent local
Lekgotla; municipalities;
e Priorities are circulated to e Approval of final SDBIP for
municipalities to be next FY
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NATIONAL

LOCAL GOVERNMENT

considered during the IDP

review process;

July

The National Cabinet

holds a Lekgotla

o Depts. undergo strategic
planning for next budget
cycle

e Depts. submit the 1st Draft
budget to Provincial Treasury

e Depts. submit the 1st Draft
SP,APPs /DAs to Treasury
and Macro Policy

e State of Local Government
Addresses and budgets

e Sector department submits
1st quarter performance

reports

Municipal planning cycle begins
with the following activities:

e Municipalities begins with the

preparatory phase for the next

IDP’s

e Approval and circulation of

municipal process plan by local

municipalities

e Municipalities table the budget

process schedule

August

e Provincial Budget Hearings
(MTEC)

¢ Consultations with
municipalities (IDPs) by
departments to agree on
programmes & projects

e Treasury submit 1st draft
budget, SP and APP to

National Treasury

4th quarter performance and

budget report submitted to

Municipality Council

September

Performance Review and Budget

e Municipalities commence

18
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NATIONAL

LOCAL GOVERNMENT

adjustment Lekgotla

with public participation
process/ feedback on
previous performance

e Analysis phase of IDP

October

Depts. submit the 2nd Draft
SP,APPs /DAs to Treasury
and Macro Policy
*Submission of 2nd quarter

performance reports

e The municipal IDP process
enters the strategy
development phase

¢ Municipalities submit 1st
quarter performance and

budget report to council

November

FOSAD planning

workshop

Provincial EXCO Lekgotla
approves APPs

Tabling of Adjustment
Appropriation (Budget)
Final allocation of budget to

Depts.

e Depts. Inputs to IDPs review

e Project phase of IDP

December

Inputs for State of

the Nation address

Provincial Treasury submits
final Budget documentations
to National Treasury (SP,
APP,EPRE,etc)

Finalise MTEF Budget

Municipal IDP integration phase

January

National Cabinet

Lekgotla

Submission of 3rd quarter

e Municipal Councils adopts

19




Performance Management Framework

NATIONAL

PROVINCE

LOCAL GOVERNMENT

performance reports

draft IDPs
Final Project and integration

phase

February

e State of the
Nation Address

e Ministers’ Budget
Speeches

e National POA

State of the Province Address

Municipalities table
adjustment budget

Finalise operational and
capital budget

IDP Analysis

Municipalities advertise IDP
for public comments

2nd quarter performance and
budget report submitted to

the council

March

Final approval of the PoA
SP, APPs tabled at
Legislature

MEC of Finance Provincial

budget speech

Depts. Inputs to IDPs review
through IDP
Indaba/Summit/Rep Forums
Municipalities table annual
draft budget and Final IDP for

adoption

April

Provincial Budget and Policy
Speech

Depts. submit rollover

Provincial Budget and Policy
Speech

Depts. submit rollover

20
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NATIONAL [ PROVINCE ; LOCAL GOVE
| requests | 3 req.uests .
* Municipalities finalize annual e Municipalities finalize annual
budget budget
e Submission of 4th quarter e Submission of 4th quarter
performance reports performance reports
May
e Provincial Budget and Policy e 3rd quarter performance and
Speech budget report submitted to
e Treasury issue Annual Budget the council
Circular
e Treasury finalize rollover
requests
o Depts. Submit Annual
Financial Statements

The interrelatedness of these processes can be seen in figure 1 below:
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Figure 1: Planning and Budgeting Cycle

January )
National Latene! | shgobia
o Submission of 3 quarter

performance reports

¢ Draft IDP adopted by municipal
councils

«  Final Project and integ:atior

phase )
\

—

inputs for State of the Nation
adiess

¢ Provinclal Treasury submits final
Budget documentations to
National Treasury (SP,
APP EPRE etc)

Project and integration phase

o Finalise MTEF Budget )

November
FOSAD pagnning workshep
o Provincial EXCO Lekgotla approves

APPs
o Tabling of Adjustment Appropriation
o Final allocation of budget to Depts.
¢ Depts. Inputs to IDPs review
¢ Project phase of IDP

=3

October
o Depts. submit the 2

Draft SP,APPs [DAs to Faf N
September

Treasury and Macro

Policy
*Submission of 2 ¢

" quarter performance
reports

Strategy development
phase of IDP

1# quarter performance
and budget report
submitted to the council

¢ Commence or

public
participation
Fotessy
feedback on
previous
pe-formancs

»  Anslysis phase

of 1D

State of e Nation Add ese

Missters’ Budoet Speeches

Mabona! FOA

State of the Province Address
Municipalities table adjustment budget
finalise opesationa! and Capital nudget

¢ [DP Analysis
:  Adwertise [DF for public comments
7= quartes performance and budpel report

submitted to the council

[}
o
o

=

March

2 Municipalities table annual d-aft budget and Final

Final approval of the PoA

SP, APPs tabled at Legislature

MEC of Finance Provindal budget speech
Depts. Inputs to [DPs review through IDP
Indaba/Summit/Rep Forums

1DP for adoption

Hearings (MTEC)
= Consultations with

> Treasury submit 1*

¢ 4th quartes

Municipality Council /

municipalities {IDPs)
by departments to
agree on programmes 6 5
& projects

draft budget, SP and =
APP to National
Treasury =

performance and -
budget report
submitted to

Depts. submit the 1= Draft
5P, APPs [Dés to Treasury
and Macro Policy

State of Loryl Govemment
Addresses and budgets
Submission of 1* quarter
performance reports
Preparatory phase fo. the
next [DP's

o Approval and circulabion of

municipal process plan by
local municipalities

& Municipalities table the

baniget process schedule

e

Apri I
¢ Provincial Budget and Policy Speech

o Depts. submit rollover requests

o Municipalities finalize annual budget

o Submission of 4" quarter performance
l'ﬂi"s

o Provincial Budget and Policy Spaech

o Depts submit rollowsr requests

= Municipalities finalize annual budget

¢ Submission of 4th quarter perfarmance

reports /

~5
o Provincial Budget and Policy

Speech

o Treasury issue Annual Budget
Circular

o Treasury finalize rollover requests

> Depts. Submit Annual Financial
Statements
37 quaiter pesformance and
buxiget report submitted to the
council

—

June
= FOSAD workshop
Provincial Planning EXCO

Lekgotia
1% Draft PoA

¢ Priorities circulated o
municipalities to be

considered during review
Approval and circulation of
the framework plan by
District Municipalities
Approval of tinal SOBIP for
next FY

(Source: Resolution of the EXCO Mpumalanga on the Planning and Budgeting Cycle dated 25 June

2012)

2.3  Integrated Development Planning

An IDP of a municipality is the principal strategic instrument guiding all planning, management,

investment, development and implementation decisions in a municipality taking into account input

from all stakeholders.

The IDP reflects

(a) the Municipal Council’s vision for the long term development of the Municipality;
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(b) an assessment of the existing level of development;
(c) the Council’s development priorities and objectives;
(d) the Council’s development strategies;

(e) aspatial development framework;

(f) the Council’s operational strategies;

(g) disaster management plans;

(h) a financial plan and

(i) the key performance indicators and performance targets

Section 34 of Municipal Systems Act, 2000 requires that a municipal council:

(a) must review its IDP -

(i) annually in accordance with an assessment of its performance measurements
(ii) to the extent that changing circumstances so demand ; and

(iii) may amend its IDP in accordance with a prescribed process.

It goes without saying therefore that the IDP and Performance Management is legislated and
regulated. Performance Management is therefore a crucial tool to ensure that a municipality is

performing in line with it's approved or adopted IDP.

24 Service Delivery and Budget Implementation Plan (SDBIP)

The SDBIP is a tool through which a municipality implements its IDP and Budget therefore
addressing the municipality’s strategic priorities. The SDBIP serves as a contract between the
municipal Council, administration and its community which expresses the goals and objectives set
by the council as quantifiable outcomes that can be implemented by the administration within a
financial year. The SDBIP provides a basis for measuring performance on service delivery against

set targets as well as budget implementation.

Whilst the budget sets yearly targets for service delivery and budget implementation (revenue and

expenditure per vote), it is imperative to have mechanisms in place that are able to measure
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performance and progress on a continuous basis. Hence the end of year targets must be based on
quarterly and monthly targets, and the municipal manager must ensure that the budget is built
around quarterly and monthly activities.

The SDBIP and the PMS provides the vital link between the mayor, council (executive) and the
administration, and facilitates the process for holding management accountable for its
performance. The SDBIP and the PMS are management implementation and monitoring tools
which will assist the mayor, the councilors, municipal manager, senior managers and the
community in evaluating the performance of the council. A properly formulated SDBIP and PMS
will ensure that the appropriate information is circulated internally and externally for purposes of
monitoring the execution of the budget, the performance of the senior management and the
achievement of the strategic objectives set by council. The SDBIP and PMS enables the municipal
manager to monitor performance of senior managers, the mayor to monitor the performance of

municipal manager and for the community to monitor the performance of the municipality.
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CHAPTER 3
PERFORMANCE MANAGEMENT

3.1 Introduction

Performance management is a relatively new requirement for national, provincial and local
government in South Africa. Moreover it is a specialized field with concepts usually interpreted and
applied differently. This framework, therefore, seeks to assist councilors, managers, officials and
local government stakeholders in developing and implementing a performance management
system in terms of the requirements of the legislation. The framework also strives to establish
common terminology and thereby ensure some level of consistency and uniformity in the

application of concepts.

3.2  Definition of Performance Management

EThekwini Municipality (2008:15) defines performance management as a “strategic approach to
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”.

The main objective of performance management is to ensure that a municipality monitors the
implementation of its IDP and continuously improves its operations as outlined in section 19 of the

Structures Act, (1998).

Performance management is potentially the area of management that can make a significant
contribution to organizational and individual performance and development. The system must be
designed so it improves strategic focus and organizational effectiveness through continually
seeking to improve the performance of the municipality as a whole as well as the performance of

its members of staff.
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33
33.1

3.3.2

Benefits of Performance Management

Organizational Performance Management System (OPMS)

v Provides a mechanism for managing expectations and ensuring increased accountability
between residents of a municipal area and the political and administrative components
of the municipality;

v" Provides early warning signals to identify problems in meeting the IDP strategies;

v" Identifies major or systematic blockages and guides future planning and developmental
objectives and resource utilization in the municipality and

v' Provides appropriate management information for informed decision making.

Individual Performance Management System (IPMS)

v' Ensure alignment of individual goals and objectives with that of the organisation and to
coordinate efforts in order to achieve those goals;

v" Avail the incumbents of learning and development opportunities to competently meet
their performance targets;

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

¥v" Determine whether or not performance objectives are being met;

<

Make qualified decisions within the incumbent’s level of competencies and

v" Understand the incumbent’s key areas of accountability.
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CHAPTER 4
INSTITUTIONAL ARRANGEMENTS

4.1 Introduction

Chapter 3 of the South African Constitution provides for co-operative governance. In terms of
section 40 (1) of the Constitution, the South African government is constituted as national,
provincial and local spheres of government which are distinctive, interdependent and interrelated.
Section 40 (2) further states that, “a/l spheres of government must observe and adhere to the
principles in this Chapter and must conduct their activities within the parameters that the Chapter
provides”. The aim of this chapter is therefore to outline the institutional arrangements in place

for performance monitoring and evaluation in South Africa.

4.1.1 The Presidency
The Constitution requires that all three spheres of government work together and participate in

development programmes to redress poverty, under-development, marginalisation of people and

communities.

The Presidency plays a crucial role in the coordination, monitoring, evaluation and communication

of government policies and programmes as well as accelerating integrated service delivery.

The Presidency also aims to evaluate the implementation of government strategy, including its

impact as measured against desired outcomes.

4.1.2 Office of the Premier

Section 125 (1) of the Constitution vests the executive authority of a province in the Premier, who
— together with the provincial executive council, exercises this authority through the development
and implementation of provincial policy, the implementation of national policies in concurrent

functional areas, and the coordination of the functions of the provincial departments.
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The Premier, as the political head of the Provincial Government, is also responsible for the

implementation of Chapter 3 of the Constitution on cooperative governance.

The Premier’s Office plays a critical leadership role in the development and implementation of

Provincial Growth and Development Plans.

4.1.3 The Provincial Department of Cooperative Governance and Traditional Affairs
COGTA derives its mandate from chapters 3, 7 and 12 of the Constitution, as well as other

legislation such as the Structures Act and the Systems Act.

COGTAs core function is to develop provincial policies and legislation with regards to local
government, to monitor their performance and to support municipalities in fulfilling their

constitutional and legal mandate.

4.1.4 Co-operation between district and local municipalities
Section 88 (1) of the Structures Act provides that “A district and the local municipalities within the
area of that district municipality must co-operate with one another by assisting and supporting

each other”.

Section 88 (2) (a) further provides that “A district municipality on request by a local municipality
within its area may provide financial, technical and administrative support services to that local
municipality to the extent that that district municipality has the capacity to provide those support

services”.

4.1.5 National and Provincial Treasury

The National Treasury’s mandate is informed by sections 215 and 216 of the Constitution, and
other legislation such as the Public Finance Management Act (PFMA) of 1999 and the Municipal
Finance Management Act (MFMA) of 2003. The Treasury’s engagement with the GWM&E
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Framework revolves around ensuring that information on inputs, activities, outputs and outcomes

underpins correct reporting.

Provincial Treasury plays an important monitoring role on municipalities’ adherence to the
stipulated reporting time frames, as well as providing technical support to municipalities on

treasury reporting requirements.

4.1.6 Statistics SA
The mandate of Statistics SA is informed, inter alia, by the Statistics Act (No. 6 of 1999), the 2002

January Cabinet Legkotla and the State of the Nation Addresses 2004 and 2005. Section 14.6 (a),
(b) and (c) of the Statistics Act makes provision for the Statistician- General to advise an organ of

state on the application of quality criteria and standards.

Section 14. 7 (a) and (b) confers upon the Statistician-General power to designate statistics
produced by other organs of state as official statistics. Section 14.8 clauses (a) and (b) authorises
the Statistician-General to comment on the quality of national statistics produced by another

organ of state; and to publish such other departments and municipalities statistics.

4.1.7 Auditor-General

The annual reports of government departments need to include, inter alia, audited financial
statements and statements of programme performance. Section 20 (1) (c) of the Public Audit Act
(25 of 2004) requires that the Auditor General express an opinion or conclusion on “reported
information of the auditee against pre- determined objectives”. Similar provisions exist in terms of

the Systems Act and the MFMA in the local sphere of government.

4.1.8 Department of Public Service Administration (DPSA)
DPSA’s mandate is framed by the Public Service Act. This department is responsible for public
service transformation to increase public service effectiveness and improve governance. It acts as

the custodian of public management frameworks, performance and knowledge management and
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service delivery improvement. It co-chairs the Governance and Administration Cluster and the

GWM&E Working Group.

4.2  Defining institutional roles and responsibilities

4.2.1 Legislators and councillors

As representatives elected by South Africa’s voters, Government and all its structures are
accountable to legislatures and municipal councils. Legislators and councillors must exercise
consistent and informed oversight of the bodies accountable to them, using insight gained from

M&E systems.

4.2.2 Executive authorities
M&E findings should be used in the political oversight of institutional performance and for

ensuring that desired outcomes and impacts are achieved. They should also be provided to all

other structures to which municipalities are accountable.

4.2.3 Accounting officers
Accountable for the frequency and quality of M&E information and the integrity of the systems
responsible for its production and utilisation. They need to ensure that prompt managerial action

is taken in relation to M&E findings.

4.2.4 Managers directly accountable to accounting officer and other line managers
Establishing and maintaining M&E systems, especially collecting, capturing, verifying and using

data and information.

4.2.5 Designated M&E units
Ensuring the implementation of M&E strategies by providing expertise and supports as well acting

as a service hub for related initiatives.
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CHAPTER 5
DEVELOPING A PERFORMANCE MANAGEMENT SYSTEM
(A STEP BY STEP PROCESS)

5.1  Introduction

The Constitution has placed a huge responsibility on government in general and local government
in particular in respect of the delivery of basic services to the community. The objectives of local
government are outlined in Section 152(1) of the Constitution. Section 153 of the Constitution
places a developmental duty on the sphere of local government. In order for local government to
be able to determine whether it is fulfilling this mandate, performance management is a key
instrument of measurement. This chapter, therefore seeks to serve as a guide to municipalities in
the establishment of their respective PMS.

A municipality is required in terms of section 38 the Systems Act to develop a performance
management system that is both commensurate with its resources and best suited to its
circumstances. It is further required that the PMS should be in line with the priorities, objectives,
indicators and targets contained in its IDP (Section 38(a) of the Systems Act). This chapter seeks to

serve as a guide to municipalities in the establishment of their respective PMS.

5.2. Developing a Performance Management System
5.2.1 Phase 1: Starting the Performance Management Process
This phase involves clarifying and delegating roles and responsibilities, setting up internal

institutional arrangements and setting up a framework for managing the change process.

5.2.2 Step 1: Delegation of Responsibilities

The Systems Act places the responsibility on council to adopt the performance management
system, while holding the Executive Mayor responsible for the development of the system. The
Executive Mayor may assign responsibilities to the municipal manager in this regard, but remains

accountable for the development of the performance management system. The municipal
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manager may further delegate the responsibility to the manager accountable to the accounting
officer.

The municipal council is required within its policy framework on delegations to assign
responsibilities accordingly. This must be done in writing. In most cases the duties delegated in
this regard would be reflected in the performance agreement of the municipal manager and / or

senior managers.

5.2.3 Step 2: Setting up Internal Institutional Arrangements

A municipality may establish a project team led by a senior manager delegated by the municipal
manager for designing a PMS. It is not recommended that the senior manager and the project
team be the same people involved or responsible for the integrated development process. The
team will report to the municipal manager who will in turn account to the Executive Mayor and
finally, Council.

Figure 2: Designing a Monitoring Framework
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(Source: Performance Management Guide for Municipalities 2001)

The project team could be responsible for:

v' Preparing the organisation

v Facilitating the development of the system

v" Supporting the organisation in implementation

5.2.4 Step 3: Managing the Change Process

When introducing a performance management system, it is important to prepare your
organisation for change. Reaching a common understanding of performance management is
crucial. The most serious stumbling block to making performance management work effectively
arises out of different understandings of why we need it and what it will do. Stakeholders will thus
need to come to a common understanding of performance management. This is an important

preparatory component of the change process, requiring that officials are aware, understand and
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accept why performance management is needed and what principles will govern its development

and use.

It is important that each municipality workshops these issues internally. It may be important that
the leadership informs the organisation that performance management will ensure the
accountability of:

v The municipality to citizens and communities

v The administration to Council

v Line functions to executive management

v' Employees to the organisation
Informing the organisation will also:

v Make change happen by mobilising the organisation for change

v Clarify strategy and make it accessible

v Ensure strategic alignment of all operations, thus transforming strategy into operations and
vision into action

v Clarify and manage roles, responsibilities and expectations between the public and the
municipality, between politicians and officials and amongst officials

v' Communicate these roles, responsibilities and expectations within the organisation and to
the public

v" Deepen democracy by encouraging public participation through the communication of
performance information and the creation of appropriate mechanisms to hold the council
accountable in the periods between elections

v Create a mechanism for efficient decision-making on the allocation of resources

v Introduce a diagnostic tool that not only tells us whether we are doing things right but also
whether we are doing the right things right

v Redefine the incentive structure by rewarding successes and alternatively identifying

opportunities for growth, learning and development
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v" Ensure that the process of developing the system will be:
- Inclusive
- Participatory, and
- Transparent
and that the system will be:
- Simple
- Realistic
- Fair and objective
- Developmental and,
- Non-punitive
These issues could be discussed in focus workshops organised by the municipality. Where possible
this matter could be dealt with at the strategic planning session of the municipality. A
municipality should however be careful not to prolong the process. In fact, this needs to happen

in parallel with other processes for developing the system.

So far the department has looked at some of the preparatory steps in ensuring the smooth
introduction of a performance management system that could help reduce problems in
implementation. These preparatory measures are not exhaustive and are informed by experience

locally and internationally.

5.3  Phase 2: Developing a Performance Management System
Developing a performance management system is the crucial phase. It involves the development
of a framework within which performance management processes will happen. It also involves
answering the following questions:
¥v" When does performance management start?
What are the components of a performance management system?
Who will manage whose performance?
When will performance be monitored, measured and reviewed?

What aspects of performance will be managed?

L G S G S

How do we respond to good and poor performance?
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v What institutional arrangements have to be established to make this work?

In answering these questions fully, a municipality will need to develop a framework for

performance management. This framework attempts to assist municipalities through this process.

5.3.1 Processes for Developing the System
At this point, the project team needs to plan how the process for developing the system is to be

managed within the framework of the legislation. This should include the identification of

stakeholders and establishment of structures to facilitate the development of the system.

Step 1: Current Reality

The project team needs to:

« Do an assessment of how planning, implementation and monitoring happens within the
municipality

» Identify gaps in terms of new integrated planning and performance management

requirements

Step 2: Identification of Stakeholders

It is important for each municipality to complete the exercise of identifying who the stakeholders
are for its performance management system. While there are common stakeholder categories for
all municipalities, it is important that municipalities disaggregate these categories until it is useful
for their municipality. The following list of categories for stakeholders does not intend to be

exhaustive, but to be a starting point from which to work:

Citizens and Communities, including:
- Civic organisations
- Community Based Organisations
- Ward Committees

- Non-Governmental Organisations
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- Businesses and Organised Business

Councillors, including:

- Executive Mayor

- Mayoral Committee Members

- Standing / Portfolio Committees Members

- Council

Officials, including:

- Municipal Manager

- Management Team

- Line Management

- Employees

- Organised Labour

Partners, including:

- Public Partners

- Private Partners

- Service Providers

Each of these categories of stakeholders will play a different role in developing, implementing and
using the performance management system. While some stakeholders will play minor roles when
compared to others, their role must be acknowledged and planned for. Table 1 below provides an

indication of some of the roles that different stakeholders can play.

Table 2: Roles of Stakeholders

STAKEHOLDER PLANNING IMPLEMENTING | MONITORING REVIEWING

Citizens and Be consulted on Be able to Be given the

Communities need monitor and opportunity to review
Develop the long “audit” municipal
term vision for the performance performance and
area against suggest new
Influence the commitments indicators and targets
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STAKEHOLDER PLANNING IMPLEMENTING | MONITORING REVIEWING
identification of
priorities
Influence the choice
of indicators and
setting of targets
Councilors Facilitate the As far as possible | Review municipal
development of monitor performance for
long term vision municipal major reviews such as
Develop strategies performance the mid-term and
to achieve vision against annual review
Adopt indicators commitment Review the
and targets performance of the
executive committee
Mayoral Play the leading role As far as possible, | Conduct the major
Committee in giving strategic monitor reviews of municipal
direction and municipal performance,
developing performance determine where
strategies and from different goals have or have

policies for the
organisation
Manage the
development of an
IDP

Ensure that the
plans are integrated
Identify indicators
and set targets

Communicate the

areas
Commission
audits of
performance

where necessary

not been met, the
cause of
underperformance
and to adopt an
appropriate response

strategy.
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STAKEHOLDER PLANNING IMPLEMENTING | MONITORING REVIEWING
plan to other
stakeholders
Executive Assist the mayoral Manage the Regularly Conduct regular
Management committee in implementation | monitor the review of
providing strategic of the IDP implementation | performance e.g.
direction and of the IDP, monthly
developing identifying risk Organise the
strategies and early performance reviews
policies for the Ensure regular at the political level
organisation. monitoring Ensure the availability
Manage the (measurement, of information
development of the analysis and Propose response
IDP reporting) is strategies to the
Ensure that the plan happening in the | mayoral committee
is integrated organisation or council
Identify indicators Intervention in
and set targets performance
Communicate to problems on a
other stakeholders daily operational
basis
Sectoral Develop sectoral Implement the Measure Conduct review of
Managers plans for integration | integrated performance sectoral and team
with other sectors development according to the | performance against
within the strategy | plan—-makeita | agreed plan before executive
of the organisation | reality indicators, reviews
analyse and

report regular

e.g. monthly
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STAKEHOLDER PLANNING IMPLEMENTING | MONITORING REVIEWING
Employees Contribute ideasto | Implement the Monitor own Participate in review
the integrated IDP and fulfil the | performance of own performance
development plan, personal plan continuously Participate in review
align personal goals Monitor and of organisational
and work plans with audit the performance where
the IDP and the performance of necessary
organizational the organisation
and respective
team
Organized Play a contributory Monitor and Participate in the
Labour role in giving audit the public review
strategic direction performance of municipal
and developing the organisation , | performance

long-term vision for
the organisation and
municipal area
Contribute to the
development of an
IDP

Ensure support of
members for the

IDP

especially from a
labour

perspective

(Source Performance Management Guide for Municipalities 2001)

Step 3: Creating Structures for Stakeholder Participation

It is important to establish structures that will facilitate the meaningful participation of

stakeholders in the development of the system, consistent with the legislation. The municipality, in
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terms of their own circumstances, should determine the nature of the structure. It is
recommended that municipalities consider the IDP Representative Forum proposed in the IDP
Guide pack. As far as possible, the Performance Management System (PMS) structures must be the

same as those of IDPs or at least be linked to them

Step 4: Developing the System

The Municipal Systems Act requires municipalities to develop a performance management system
suitable for their own circumstances. Therefore, working with the stakeholders, the project team
needs to develop and propose a performance management system. A performance management
system means a framework that describes and represents how the municipality’s cycle and
processes of performance planning, monitoring, measurement, review and reporting will happen
and be organised and managed, while determining the roles of different role-players. In terms of

the regulations, the system must be of such a nature that it:

+ Complies with all the requirements sets out in the Act;

» Demonstrates how it is to operate and be managed from the planning stage up to the stages
of performance review and reporting;

» Defines the roles and responsibilities of each role-player, including the local community, in the

functioning of the system;

= Clarifies the processes of implementing the system within the framework of the IDP process;

« Determines the frequency of reporting and the lines of accountability for performance;

« Links organisational performance to employee performance;

* Provides for the procedure by which the system is linked with the municipality's IDP processes;
and

* Shows how any general key performance indicators (KPls) envisaged in section 43 of the Act
will be incorporated into the municipality's planning and monitoring processes.

The exact system each municipality decides to adopt is entirely left to that municipality.

Municipalities are therefore encouraged to conduct benchmarking studies to find out what other

41



Performance Management Framework

municipalities who have successful performance management systems in place are doing in other

provinces.

Step 5: Publication of the System

Following an assessment of all the available Performance Management System models and
frameworks, municipalities need to develop their own or adopt a system that suits their

circumstances.

The municipality must publish the system in the local media for public comment. The

publication needs to be for one (1) month.

Step 6: Adoption of the System

Following incorporation of the public comments into the draft system, the project team should
prepare the final draft for submission to Council. The Council should adopt the system when it is
satisfied that the process was handled in accordance with the legislation, and the proposed
system complies with the requirements of the law, especially the regulations governing

performance management.

5.4 Phase 3: Implementing Performance Management

Having adopted the system, the municipality can mandate the project team to facilitate the
implementation thereof. The team, which may be the same as the IDP team, should develop an
implementation strategy. The strategy should be linked to the IDP implementation framework and

should entail planning, implementation, monitoring and review.

5.4.1 Planning for Performance
Step 1: Planning
The Integrated Development Planning process and the Performance Management Process should

appear to be seamlessly integrated. Integrated development planning fulfils the planning stage of
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performance management. Performance management fulfils the management, monitoring and

evaluation of the IDP implementation.

Step 2: Priority Setting

Consistent with the event-centred approach in the IDP guide, the IDP should deliver the following

products:

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

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

A set of delivery priorities 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, the achievement of which
would enable the delivery and the realisation of the development vision;

Additional projects identified which contribute to the achievement of the above objectives;

A financial plan and medium term income and expenditure framework that is aligned with the
priorities of the municipality;

A spatial development framework;

Disaster management plans and

Operational strategies.

The priorities are essentially the issues that a municipality pronounces to focus on in order of

importance to address the needs of the community. These needs will vary from one community

to another and may include basic delivery of water, electrification, sanitation and so forth.

Although not suggested as part of the IDP methodology, a municipality may cluster the priorities

into the following key performance areas:

Infrastructure and basic services;
Social and economic development;

Institutional transformation;
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» Democracy and governance, and

* Financial management.

This is optional, but it may be a useful way to start organising the process towards aligning
development priorities and objectives to the key performance indicators. It is not easy though, as
some of the priorities may not neatly fit into each key performance area. Municipalities also need
to be careful not to prioritise only those areas that neatly fit key performance areas. The
mentioned key performance areas, however, represent the broad development mandate of local

government.

Step 3: Setting Objectives
All components of the integrated development plan, whether they are strategies or priority areas,
need to be translated into a set of clear and tangible objectives. This is a crucial stage in ensuring

that there is clarity on the integrated development plan and that suitable indicators are found.

A clear and concise statement of objectives is needed. The statement requires a tangible,
measurable and unambiguous commitment to be made. It is often useful to have a clear
timeframe attached to this commitment in your objective statement. While some statements
make very good slogans and can capture a sentiment, they make very poor objective statements.
In setting objectives, a municipality needs to:

= Carefully consider the desired results;

* Review the precise wording and intention of the objective;

* Avoid overly broad result statements;

* Be clear about the scope and nature of change desired and

* Ensure that objectives are outcome and impact focused.
Examples of good statements of objectives:
* To ensure the reduction of unemployment of economically active adults to 30% by July 2005;

* To ensure that all citizens are sheltered in a formal structure by 2015;
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To ensure no growth in informal settlements from 2005 onward;

To provide every dwelling in the municipal area with a weekly door-to-door refuse collection
service from July 2001;

To provide all dwellings in the city with a legal, pre-paid, 220V electricity connection by
January 2003;

To ensure that there is a health clinic, equipped to dispense chronic medication and providing
reproductive health services, open for 12 hours a day, within 10 kilometres of every dwelling
in the municipal area;

To ensure that at least 50% of our citizens are satisfied with our frontline, face-to face,
telephonic and over-the-counter services, as measured by a citizen satisfaction survey;

To ensure the achievement of our employment equity plan against committed timeframes and
To ensure that on average R 1000 and 24 hours is spent on training opportunities for each

member of staff per year.

Good objectives will narrow down the possible choices of indicators. Excellent objectives will

make the choice indicator quite obvious.

5.5 Setting Key Performance Indicators (KPls)

5.5.1 What are Indicators?

They are measurements that tell us whether progress is being made in achieving our goals. They

essentially describe the performance dimension that is considered key in measuring performance.

The ethos of performance management as implemented in local governments internationally and

as captured in the White Paper on Local Government and the Municipal Systems Bill, rely centrally

on the use of KPIs.

5.5.2 Value of Indicators

Indicators are important as they:

Provide a common framework for gathering data for measurements and reporting;

Translate complex concepts into simple operational measurable variables;
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* Enable the review of goals and objectives;
* Assist in policy review processes;
* Help the organisation to focus on strategic areas and

= Help provide feedback to the organisation and staff.

5.5.3 Types of Indicators
With all the talk of indicators in local government recently, it is possible that you have heard many

names describing different types of indicators. This section will try to explain some of the useful

types of indicators.

A. Input Indicators

These are indicators that measure economy and efficiency. That is, they measure what it cost the
municipality to purchase the essentials for producing desired outputs (economy), and whether
the organisation achieves more with less, in resource terms (efficiency) without compromising
quality. The economy indicators are usually expressed in unit cost terms. For example, the unit
cost for delivering water to a single household. On the other hand, efficiency indicators may be

the amount of time, money or number of people it took the municipality to deliver water to a

single household.

B. Output Indicators

These are the indicators that measure whether a set of activities or processes yields the desired
products. They are essentially effectiveness indicators. They are usually expressed in quantitative
terms (i.e. number of or % of). An example would be the number of households connected to
electricity as a result of the municipality’s electrification programme. The output indicators relate

to programme activities or processes.

C. Outcome Indicators
These are the indicators that measure the quality as well as the impact of the products in terms of

the achievement of the overall objectives. In terms of quality, they measure whether the products

46



Performance Management Framework

meet the standards set in terms of the perceptions of the beneficiaries of the service rendered.
Examples of quality indicators include an assessment of whether the service provided to
households complies with the applicable standards or percentage of complaints by the
community. In terms of impact, they measure the net effect of the products/services on the
overall objective. An example would be percentage reduction in the number of houses burnt due
to other sources of energy, as a result of the electrification programme. Outcome indicators

relate to programme objectives.

D. Process Indicators

These sets of different indicators relate to a specific organizational process being followed.

Figure 3: Systems Model

g

(Source: Performance Management Guide for Municipalities 2001)

* Inputs are what go into a process;

¢ Costs are what the inputs cost us;

* Processes are the set of activities involved in producing something;
* Qutput is the product or service generated and

* Outcome is the impact or effect of the output being produced and the process undertaken.

The measurement of costs, inputs, process, outputs and outcomes are valuable in developmental

local government. Let us look at an example of addressing housing needs:
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The Housing Process can be seen as follows:
Costs:
Costs of the inputs below:
v Land identified to be suitable for housing
v’ Subsidies obtained
v" Labour

v' Raw materials

Processes:
v land surveying
v Community consultation
v Plans approval
v’ Provision of services

v’ Construction of top structure

Outputs:
v Houses

Outcomes:

v' Houses owners satisfied with houses

v' Decrease in homelessness and informal dwellings
The outcome indicators here are particularly useful in telling us about the quality of houses and
the housing process and whether we are producing the right outputs in the right location. For

example:

A municipality decides that it wishes to reduce the percentage of population not living in formal
serviced structures by 5% a year. To effect this, it decides to build 3000 houses per year. Two
years later, in measuring its performance, it finds it has built 3000 houses per year, but discovers

that the percentage of population not living in formal houses has only decreased by 1% a year.
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There are many possible reasons for this, but the most significant is that either the output or the
process is inappropriate:

» The number of houses planned for could be too low

« The location of the houses could be highly inaccessible to work and other resources

= The community may not have been consulted on the type of houses or their location

* The houses may be too small or of poor quality

« The houses may not be affordable

Outcome indicators allow us to check whether our development strategies and policies are

working. They help us to identify gaps and improve strategies and policies.

The Municipal Systems Act requires local government to measure its performance on outputs and

outcomes. The measurement of inputs and processes are also useful, at a local level.

E. Composite Indicators

Outcome indicators can be developed for each local government function. Each function can have
a variety of outcomes that need to be measured. The danger of this is that the municipality can
end up with a very long list of indicators that becomes difficult to manage and communicate. One
possible response to this problem is to use composite indicators for each sector (transport, water,
sanitation, electricity, public participation, housing, etc.) or across sectors. Composite indices

combine a set of different indicators into one index by developing a mathematical relationship

between them.

An example of a popular composite index is the Human Development Index. It measures
three basic elements of human development: life expectancy, educational attainment
(adult literacy combined with primary, secondary and tertiary enrolment) and real gross

domestic product (GDP) per capita.
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Composite indices are useful in simplifying a long list of indicators and the complex
relationships between them into one index. However, they do have their disadvantages. It
is very difficult to ensure citizen and community involvement in developing, understanding
and monitoring composite indices, as they appear to be unrelated to everyday life.

Additionally, certain specific problem areas can become hidden and are often overlooked

when aggregated into a single composite index.

Knowing their usefulness and their disadvantages, it is up to your council to decide
whether or not composite indicators are appropriate. It is however advisable to start your
PM system at the very basic level, which may mean identifying a handful of priorities and
setting as few as possible indicators for those priority areas. Composite indicators can be

introduced in later years when the list of indicators gets longer and the capacity of citizens

to participate is developed.

F. Baseline Indicators

These are indicators that show the status quo or the current situation. They may indicate the level

of poverty, service, infrastructure and so forth. They are usually utilised in the planning phase to

indicate the challenges the organisation is faced with. They are important, since organisations use

them to assess whether programmes are indeed changing the situation.

5.5.3 How to Identify Indicators

In identifying indicators, it is important that a municipality:

Looks at the priorities and objectives set in the IDPs

Clusters the development objectives into key performance areas including service delivery,
development, institutional transformation, governance and financial issues

Looks at the activities and processes identified in the IDP to achieve the objectives

Looks at the resources earmarked to achieve the objectives

Identifies the indicators for inputs, outputs and outcomes
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Input indicators are used to measure resources, output indicators are used to measure the

activities or processes while the outcome indicators are used to measure impact.

A municipality must identify indicators for each of the areas outlined above, brainstorm them and

rigorously check whether they are:

» Measurable
v" KPIs should be easy to calculate from data that can be generated speedily, easily and at a
reasonable cost, given the municipality’s financial and administrative capacity
» Simple
¥v" Can measure one dimension of performance (quality, quantity, efficiency, effectiveness
and impact) at one given time
v Separate different performance dimension and set indicators for each separately
¥ Avoid combining too much in one indicator
» Precise
¥" They measure only those dimensions that the municipality intends to measure
» Relevant
¥v"  They measure only those dimensions that enable the municipality to measure
progress on its objectives
v" They measure performance on areas falling within the powers and functions of the
municipality

¥v" They measure performance of the year in question

» Adequate
v They measure quality, quantity, efficiency, effectiveness and impact
v’ Separate indicators are set for each of these priorities and objectives
» Objective

v They state clearly what is to be measured without ambiguity

51



Performance Management Framework

The process of setting indicators may be a sensitive one. It is therefore important that the political
leadership and communities be involved centrally. There has to be a political champion for this
process. Communities can be involved through various means including participation in structures

established by Council, consultations and public hearings.

It is however important to note that there will never be a stage where there is complete
consensus on indicators among everybody and therefore Council will have to take decisions at

some point.

It is also important to start on a small scale and use output/quantity indicators in the beginning.
However, municipalities need to avoid the temptation to set indicators for areas that easily lend
themselves to measurements. This is important and is the reason that government decided to

develop national indicators. These indicators have to be incorporated into the local indicators.

Another important factor in choosing an indicator is whether data is available for its measurement
in your municipal area. A municipality needs to be clear about what data it currently collects and
what data it will have the capacity to collect in the near future.

It will also be useful for your municipality to know what data is being collected by other
institutions, such as universities, universities of technology, schools and hospitals in your
municipal area. It is advisable to co-operate with these institutions in sharing information that is

useful.
Statistics South Africa collects a significant amount of data, primarily through the National Census.

International experience has shown that "home-grown" indicators can be very useful in ensuring
public participation in the performance management process. "Homegrown" indicators are
indicators suggested by citizens and communities that are directly relevant to the development
plans and challenges of the area. The inclusion of some "home-grown" indicators will ensure

greater credibility, legitimacy and participation from citizens and communities.
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5.5.4 Incorporating General Key Performance Indicators
General indicators are promulgated and it is compulsory that they be reported on. The Municipal
Planning and Performance Management Regulations of 2001, prescribes the following seven
General key performance indicators for local government:
v The percentage of households with access to basic level of water, sanitation, electricity
and solid waste removal;
v The percentage of households earning less than R1 100 per month with access to free
basic services;
v' The percentage of a municipality’s capital budget actually spent on capital projects
identified for a particular financial year in terms of the municipality’s IDP;
v" The number of jobs created through the municipality’s local economic development
initiatives including capital projects;
v" The number of people from employment equity target groups employed in the three
highest levels of management in compliance with the municipality’s approved equity plan;
v The percentage of a municipality ‘s budget actually spent on implementing its workplace
skills plan ; and
¥" Financial viability
When municipalities are developing Key Performance Indicators (KPls) are expected to include
report on the above mentioned KPls, and they should be relevant to the municipality concerned.
The district municipalities are not responsible for the provision of basic services and will not

include those general KPIs.

5.6 Setting Targets

At this stage a municipality should have clear objectives for its IDP and should have identified
appropriate indicators. Indicators without targets are like playing soccer without goalposts.
Targets are simply the goals or milestones that we intend an indicator to measure at various

timeframes.
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5.6.1 What are Performance Targets?

Performance targets are the planned level of performance or the milestones an organisation sets
for itself for each indicator identified. Targets are usually expressed in terms of quantity or time.
For example, if a municipality identifies the number of households connected to electricity as an

indicator for an electrification programme, 20 households per week may be the target.

5.6.2 How to Set Targets

A municipality must identify baseline measurements. A baseline measurement is the
measurement of the chosen indicator at the start of the period. If performance is seen as a race,
the baseline is the starting position and the target is the finish line. In setting targets it is
important to know how we are performing at the current moment. This step also tests whether
the chosen indicator is in fact measurable and whether there are any problems associated with it.
It is important to know the date when your baseline measurement was relevant. For example, if
you cannot measure your baseline at the current moment, and have to rely on data from the last

census, you should clearly note that your baseline measurement is relevant to the date of the last

census.

A municipality may then look at all the indicators set, and identify targets for each. The targets

need to be realistic, measurable and be commensurate with available resources and capacity.

¢ The public needs to be consulted on their needs and expectations in setting a target

* Politicians need to give clear direction as to the importance of the target and how it will
address the public need. Targets should be informed by the development needs of
communities and the development priorities of the municipality

* Line managers need to advise as to what a realistic and achievable commitment for a target is,
given the available resources and capacity. Whilst targets should be realistic, they should pose
a challenge to the municipality to do things significantly better. Managers will need to advise
on seasonal changes and other externalities that should be considered in the process of target

setting.
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Decision-makers must then make a contractual commitment to achieving these targets within

agreed upon time frames and notify all stakeholders of the targets and the time frames.

The above stage relates to the identification of priorities, setting of objectives, indicators and

targets as part of the IDP process. At the end of the process, a municipality may emerge with the

following picture.
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Table 3: An example of Key Performance Area (KPA)

Key Performance Area: Service Delivery and Infrastructure Development

Priority Objectives | Targets Activities Input Output Outcome
indicator/ Indicators/ | Indicators/
Targets Targets
Delivery of | To improve | 500 Connect Unit costs Number of Number of
water access of households | households | for households | households
water to are to water purchasing connected in | with access to
households | provided water or one water
in the with clean priority year conforming to
informal portable pipes to national
settlement | water connect to standards
single
households
Time or the
number of
people it
took to
connect a
single
household

(Source: Performance Management Guide for Municipalities 2001)

Please note that output indicators relate to activities, while outcome indicators relate to

outcomes.

5.7

Performance monitoring is an ongoing process that runs parallel to the implementation of the

Developing a Monitoring Framework

adopted or approved IDP. A municipality must develop a monitoring framework that:
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= Identifies the roles of the different role-players in monitoring and measuring the municipality's
performance;

* Allocates specific tasks to the gathering of data and submission of reports;

» Specifies which data must be collected in order to assess performance;

* Indicates how that data is to be collected, stored, verified and analysed;

* Guides on how reports on that data are to be compiled;

* Provides for reporting to the municipal council at least twice a year;

* Is designed in a manner that enables the municipality to detect early indications of under-

performance;

= Provides for corrective measures where under-performance has been identified and
* Compares current performance with performance during the previous financial year and

baseline indicators.

Figure 4: Designing a Performance Management Framework

Council

Exec Mayor and
Committee

-

Municipal Manager
(Send a report
quarterly)

Project team/other
Role-players
(Compile a quarterly report

Gl |

Project sites (Collect Project sites (Collect Project sites (Collect
& Send information | ——| & Send information & Send information
monthly) monthly) monthly)

(Source: Performance Management Guide for Municipalities 2001)
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5.8 Designing a Performance Measurement Framework

5.8.1 How to do Measurements

A municipality is expected to develop a framework for undertaking performance measurements.
Performance measurement is essentially the process of analysing the data provided by the
monitoring system in order to assess performance. This requires that municipalities determine
what they are going to look at and what they are going to use to measure performance. Thereis a
wide range of performance management models such as the Balanced Scorecard, which is a

widely used model.

5.8.2 The Balanced Scorecard Performance Model

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 requires 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/stakeholder perspective,

internal process perspective and learning and growth perspective.
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Figure 5: Balanced Scorecard

(Source: Performance Management Guide for Municipalities 2001)

Characteristics of a good measurement too are that it must be:

v
v

Time-specific. It is made clear when the data was obtained.

Source-specific. It is explicit where the data was obtained from, e.g. Complaints register,
household survey, billing system, Census results.

Valid. Validity is the degree to which that which is intended to be measured is being
measured, e.g. If it is intended that we measure the percentage of households with a legal
electricity connection and the measurement gives us the number of households with an
electricity connection, then the measurement is invalid.

Reliable. Reliability is the degree to which, if the measurement is repeated under exactly the
same conditions, it yields the same result, e.g. If the cleaning department measures three
times, immediately after each other, the percentage of dwellings that have not received a
refuse collection service in the previous month, and arrives at three very different
percentages, then the measurement is unreliable.

Clear and Accurate. The measurement is unambiguous and the degree of error is low.
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These guidelines strongly suggest that line managers should be responsible for most
measurements. Only measurements that are of a central nature, such as citizen surveys and
census calculations, need be undertaken centrally. It is very important that line managers see
measurement and reporting as central to their management duties. While the old adage "only
what gets measured, gets done" is still relevant, its converse “it hasn't been done until it is

measured" should also apply.

5.8.3 Analysis

Analysis is making sense of the measurements. It requires interpretation of the measurements to
determine whether targets have been met and exceeded and projections on whether future
targets will be met. Where targets are not being met, analysis requires that the reasons should be
examined and corrective action recommended. Where targets are being met or exceeded, key

factors that resulted in the success should be shared to ensure organisational learning.

5.8.3.1 Who does the Analysis?

Once again, it is crucial that line managers are continuously analysing the measurements that they
are generating. They are best placed, having an in-depth understanding of their sector, to analyse
whether targets are being met now and will be met in the future, what the contributing factors
are to the level of performance and what remedial action needs to be taken. This will constitute a
preliminary analysis and should be done by respective line managers for objectives and indicators

that lie within their area of accountability.

Secondly, it is useful to have a corporate analysis of performance. This analysis should examine
performance across the organisation in terms of all its priorities. This analysis would need to
reflect on:

v Whether performance targets are being met in the organisation

v' Trends and patterns with respect to the meeting of targets

v" The reasons for targets not being met.
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This level of analysis should be able to reveal whether broader factors are limiting
performance e.g. labour relations problems, community conflict in particular areas or poor

maintenance of vehicles across the organisation.

To be successful, capacity for this level of analysis should be set up centrally, preferably in the

office of the Municipal Manager.
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CHAPTER 6
PERFORMANCE REVIEWS

6.1 Introduction

In order to improve municipal governance performance reviews are a useful tool that
municipalities can use to ensure transparency and accountability, to promote improvement of
service delivery and compliance with statutory and other requirements, as well as to establish a

learning culture in the public sector.

Chapter 6 is dedicated to performance reviews, and will outline how to conduct performance

reviews and, who should conduct reviews and why.

6.2 Conducting Performance Reviews

Performance review is a process where the organisation, after measuring its own performance,
assesses whether it is doing the right thing, doing it right and better, or not. There are a number
of ways to conduct performance reviews. The first is to look at whether the current level of
performance is better than that of the previous year, using baseline indicators. This assessment is
important because you can only know if your performance is improving by comparing with past

performances.

The second method is to look at the municipality’s performance by comparison with other similar
ones, other public sector agencies and/or private sector organisations.
This is also important because you can only know that you are doing well relative to others similar

to you. This may be done by way of a benchmarking exercise.

The third method is to look at what the people receiving municipality services think or what their
perceptions are about the performance of the municipality across a range of services. Again this
is crucial because you are only as good as the people you serve think you are. This may be done

by way of customer surveys or other community feedback mechanisms.
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This review approach is consistent with the ‘best value’ review framework of challenge, compare,
consult and compete. The framework calls for the municipality to challenge the current level of
performance, compare it to others, consult with customers or communities and find ways of

competing with others to provide best value in service delivery.

6.2.1 Who Conducts Reviews?

In order to fulfill the objective of ensuring accountability, reviews are conducted according to the

lines of accountability discussed earlier.

6.2.2 Supervisors
Supervisors will review the performance of employees reporting directly to them. This manual
does not offer guidelines on how to conduct these reviews, as this will depend on the type of

employee performance management system your municipality chooses to adopt.

6.2.3 Line/functional/sectoral managers
These managers should review performance of their respective areas on a regular basis. It is
suggested that this be done at least monthly. The review should at least cover all the

organisational priorities respective to these sectors and functions.

6.2.4 Portfolio Committees

These committees will need to manage the performance of sectors and functions respective to
their portfolios. While it is important that they at least review performance of organisational
priorities that lie within their portfolio, it is advisable that they review additional sectoral priorities
determined by them. In order to build the role played by standing or portfolio committees, while
ensuring that their role remains strategic and not operational, it is recommended that they review

performance quarterly.
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6.2.5 Executive Management

It is important that the municipal manager and her or his management team review performance

prior to, and more often than, the executive or mayoral committee, as follows:

v’ 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 councillors and the
public; and ensure that adequate response strategies are proposed in cases of poor
performance.

v It is strongly recommended that the executive management team review performance
monthly, prior to reviews being conducted by standing, portfolio or executive committees. At

these reviews relevant sectoral or functional managers should be required to report on

respective priority areas.

6.2.6 Mayoral Committee
This committee should play the most significant role in reviewing the performance of the
administration, as the system should be designed to allow this committee to strategically drive

and manage performance in the organisation.

Reviews at this level should remain strategic so that councillors are not restrained by operational
discussions. In order for this review to be strategic it is recommended that the committee review

performance quarterly, with the final quarterly review taking the form of an annual review.
The content of the review should be confined to agreed / confirmed priority areas and objectives.

The municipal manager should remain accountable for reporting on performance at this level,

even if she or he delegates this responsibility to other officials.
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6.2.7 Internal Audit
Internal audit must audit the performance information of the entire municipality guided by both

the municipal IDP and SDIBIP. It is advisable that the audit should take place before the report is

submitted to municipal council.

6.2.8 Council

Council should review the performance of the municipality, its committees and the
administration. This review will need to take place at particularly strategic and high level, to be
practical. It is suggested that council should review performance annually, in the form of a tabled

annual report at the end of the financial year.

6.2.9 The Public
Citizens and communities should be afforded the opportunity to review the performance of the

municipality and their public representatives, in the period between elections.

It is a legislative requirement that the public be involved in reviewing municipal performance at
least annually. As this is a new component to local government and performance management,
some ideas for a campaign to allow the public to review municipal performance are discussed

under the paragraph on ‘Publication of Performance Reports’.

6.2.10 Improving Performance
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 in particular that needs to

be improved as a priority.
In order to do this, it is important that the causal and contributory reasons for poor

performance are analysed. Poor performance may arise out of one or more of the following:

v' Poor systems and processes
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v Inappropriate structure
v' Lack of skills and capacity
v' Inappropriate organisational culture

v" Absence of appropriate strategy

To improve performance the appropriate response strategy should be chosen:

v Restructuring is a possible solution for an inappropriate structure

v" Process and system improvement will only remedy poor systems and processes

v Training and sourcing additional capacity can be useful where skills and capacity
shortages are identified

¥v" Change management and education programmes can address organisational culture

v" The revision of strategy by key decision makers can address shortcomings in strategy

v’ Consideration of alternative service delivery strategies in Chapter 8 of the Municipal

Systems Act should be explored

6.3  Provincial Performance Reviews
In terms of section 105 of the Municipal Systems Act, 2000 the MEC for local government is
expected to establish mechanisms, processes and procedures in terms of section 155 (6) of the
Constitution to do the following:
(a) Monitor municipalities in the province in managing their 