Linking Plans to the
Performance Management

System

This section outlines the performance management system adopted by the various spheres of
government. Peaformance management sysems (PMS) are a requirement set out in terms of the
Public Service Act of 1994,the Public Service Regulationsof 2001 and the Municipd Systems Act.

The Municipal Sysans Ad requires that municipalities set targets and monitor and review their
paformance in orde to achieve wha islaid ou in their integrated development plans (IDP9.
Municipdities are beginningto utilise the PM Sasatool to reviewthe | DPsand assess perfor mance.
To affect this, 9me munidpalities are drawing up guicelines or scorecards to assess individual

munidpal departmentsor the entiremuni cipality.

The Public Service Ad of 1994, Pulic Service Regulaions of 2001 (Chapte 1 Part VIII), PFMA,
1999, andthe asociated Public Service Co-ordinaing Bargaining Council resol utions, set ou the
compliance cetails for provincial structures with respect to perfor mance monitoring and eval wetion.
The PMS mugt enhance organisationd efficiency and effectiveness accountability for the we of
resources andtheachievement of results.

5.1 Objectives of the PMS

Table4 providesan overview of theobjectivesof the PMS.

Table 4. Objectives of the PMS

e Toalign employees performance to the departmentd straegic and ope ational goals

e To provide a systematic framework for performance pl anning, performance monitoring and review and
performance appraisal .

e To promote ashaed sense of responsibility amongst staff for the achi evement of strategic goals and
objectives.

e To promote a culture of transparency and participaion through open dialogue @out gods and the
achievament thaeof, persona devel opment, and pe formance improvement.

e T o0 enmurage managers to effectively create conditions ©r staff to perform optimally.

e Toprovidea franework of asesament foridentifying good and poor performance and to act appropriately
through devel opment and therecognition and rew arding of good performan ce.
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5.2 Performance management agreements: tools, criteria and
standards

A departmental PM S utili ses individual performance management agreements astoolsin the
process of performance management. T hese agreementsmust be drawn up and signed each
year, andthelisting of outpusand ectivities should be done annudly.

The devdopment of individual agreements is a critical dep in the firg phas of the
performance management cycle. These should be linked to the development of depatmental

and dredorae busness plans. Individual plans ae the bass upon which employee
peformance should be measured. The contents of these agreements are related to the
information contained in the relevant and applicable job desariptions as required by the
Public Service Regulations of 2001, Chapter 1 Part I11.1.1.

Table 5 mapsoutthePMStool stha are used accordingto pesonnel levelstogeher with the
key measurement sandar ds.

Table5. PMStools, criteriaand standards

T ool Appliableto Key Agects

Paformancee | All personnd at levds 13to 16 Peaformance is assessed in tems of output /

Agreement deliverables and not activities

Work Plan All personnel at levels6to 12 Peforman ce is assessed in tems of adtions required

Agreement to completethe set tasks

Standards All personnel at levds 1t0 5 Paformance is assessed againg general

Fram ework Some categories of professiona staff may performance standards;

Agreement reguire standards franeworks Paforman ce standards for professonds are
determined by their professional bodies.
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5.3 Performance evaluation

Performance evaluation isa key measure of assessment of the implementation of plans It
determinestheoverd| lev el of performance of employees/ teamsduring a paticular year and
alo informs howthe outcomes of performance shoul d be managed.

Eval wetion is based on the assessment of achievement againgt identified olj ectivesand key
peformance areas for the year. Performance eval uetionstake plece on ayearly bads, at the
level of the Department, theBranch, theDirectorate, and the lev el of the individual.

Tables 6 and 7 provide an overview of a depatmental, unit, drecorae and individual
assessment ystem. While recognising tha the evaluation of depatmentd, drecorae or
individual level performanceisaformd process, the spedfication of the annual review, and

the link to thebusiness —opera ion plansand straegic plansisaitical.
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Table 6. Departmental, unit, directorate andindividual assessment system

Adions

FocusArea

Individual Formal & rigorous process linked to communicating the objectives of

Paformance Peaformance Evaludion, with outlineof objedives of the process; roles of

Evaudion members involved in process; etc.

Raingsystamsin accordanceto performance plan (noting Key Paformance
Areas; outputs & assesment of achievemernts; reasons for success &
failure; actionstoremedy perform ance;

Raingof compaendes noting: identi fying key compet encies achi evaments
inrelation to competencies; grading etc.

Overall performancerating as per above & objective assessment

Develop Performance Improvement Plan noting: taking process forw ad;
deciding on objectives, Key Performance Aress; improvement aress;
developing a programmeof action to aldress obstades & problems.

Unit Eah unit inthedirectoraemust conduct aperrmance ev auation exercise

Peformance by assessing whethe set straegi c objectives on thar work plan havebemn

Evaudion me or not:

e Which of the objectives hav e been met and how?

e Has theunit underperformed and how did this affect othe's?

e What mechanisms were put in placeto proativdy address potential
obstacles?

e What mechanisms could be put in plae to corred and improve
performance?

Directorate Eah Diredorate is requested to conduct a similar perbrmance evauation

Peformance exercise tothat outlined aove;

Evaludion In addition, Directorat es should be focused on inte-dependen cy between
Units and Teams withinthe Diredoréa e, and the extent to which they have
been effective in working together.

D goartmental T hese are normally refered to as Straegic Planning sessons taking place

Peaformance once ay ear, where the department reviews the achievement of the strategic

Reviews objectives & setby the Depatment:

e  Which of thesehave been achieved and why?

e How did thenon-achievenent of some of these objectives impact on the
D gpartment’s strategic focus?

e What mechanisms can be put in place to address similar obstacles in
future?

e |fnecesary, how can the Department adjugd its strategic focus?

Sour ce Province o the Eastern Cgpe, 2002

April, D03

Guiddines for Digtria Health Plannirg ard Reportirg
Part E: Key Irgredientsfor Siccesful Implenentation

Page 20



