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housing and development sectors, as well as with the Clamber of 

Commerce and Industry and major property owners (represented 

by SAPOA) gave further insights into the needs and perceptions of 

these stakeholders; sum consultations continued periodically, 

throughout the Coundl's term. 

Although senior management and some specialised staff groups 

were consulted In the initial maao-organisation design phase, the 

data suggests that municipal trade unions were seldom consulted 

formally for their Inputs on performance priorities and indicators. 

This may have contributed to the subsequent reluctance of unions 

to identify themselves and their members with the PM process 

design and implementation phases - and almost certainly to their 

active opposition to perceived threats of "restructuring" and 

therefore job losses in performanCE!! improvement projects. 

Ongoing annual public information campaigns, including pre-budget 

consultation meetings across the Oty were held on a large scale, as 

part of the "Commitment to cape Town" component of the PM 

programme. Ovic associations indicated that the flow of 

information thus generated was unprecedented and provided much 

meaningful feedback, for performance planning and review. 

7.2.3.2 Clear definition of "customer-reDated" outputs and 

outcomes, which the institution can realistically measure 

and achieve, within Its resources 

After the first 100 days of the new Executive Management Team in 

1997, their~rt to Council co~firmed and highlighted may of the 

politically-deflned priority outcomes of the diverse cape Town 

communities, including the City Manager's statement of the top 

three priority outputs: "houses, houses and houses!" From 1998, 

the BUSiness Plans for most directorates and branches began to 

define "customer-related" outputs, with cost and time budgets that 

set basic measurement parameters. 
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From 1999, the Business Plan Highlights focussed Exco and EMT 

energies on the corporate key performance areas, with clear output 

deliverables, which were reported on monthly and quarter1y. The 

2000/2001 Business Plan Manual (City Council of cape Town, 

1999c) for the first time defined departmental outputs and medium­

term outcomes for almost every Council function: not always readily 

measurable at the time, but indicating the future information 

database necessary for measurement. 

7.2.3.3 Visible political and management commitment and pro­

active leadership of the PM process 

Exco and EMT commitment to the PM process was evident from the 

conceptual origins of the PM programme In early 1997, when the 

new EMT was appointed on the basis of broad performance 

competencies and contractual Criteria. At the Institutional level, the 

seven strategic priorities were firmly on the political-administrative 

agenda, very visible In the "Commitment to cape Town" publicity 

(such as Annexure H). 

The pro-active EMT managerial leadership lost momentum from late 

1998, however, after the public retraction of ED performance 

reviews, which had not been undertaken, by June 2000. This lack 

of financial consequences of performance, and the refusal of two 

EDs to sign their performance contracts until the resolution of their 

pension and other service rights as former permanent staff 

members, undoubtedly diminished "ownership", motivation and 

commitment of senior management. 

While Exec minutes reflect their consistent focus on organisational 

goals and KPAs, the various Standing Committees were not as pro­

active or consistent in their PM leadership. Their minutes reflect 

infrequent review of directorate KPAs and Business Plans, with 

much time spent on parochial issues; probably related to the lack of 
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training of Committee Chairs, Councillors and middle managers on 
. .' 

the principles and practice of PM. 

7.2.3.4 Clear linkages between the organisational performance 

objectives and Individual performance indicators, at the 

appropriate poAtk:al, strategic and operational 

management level 

While crM's organisational strategic priorities and directorate 

Business Plan Highlights were thoroughly debated, researched and 

integrated into the political-administrative life of Exco, EMT and 

many Branch Managers, the necessary linkage with Individual 

performance management was not achieved. As mentioned above, 

the ED individual scorecards were not consummated after the 

October 1998 objections and apology (Annexure G) and the I;D 

performance review drafts (Annexure L) for 1999/2000 were not 

implemented, pending resolution of legal queries on two ED 

performance contracts. The agreed need to update all managerial 

Job Profiles in 2000, to ensure that relevant key performance areas 

and Indicators were included, was not done (possibly as a result of 

the Inter-depaltmental rivalry between OD&.T and HRD); with the 

result that no direct linkage was established between institutional 

objectives and Individual performance agreements, as envisaged in 

the conceptual process framework, Diagram 6. 

7.2.3.5 A deveiopmental, rather than a punitive, approach 

The conceptual process (in Diagram 6) clearly encourages 

continuous performance feedback, improvement and development; 

and the CTM Performance Management Guide (Oty COuncil of cape 

Town,2000b) Illustrates the intended competency development and 

reinforcement of good performance, as the guiding principle. Th1s 

principle was, however, not frequentiy observed - and In the 

performance audit in January 2000, comment was frequentiy made 

by respondents in the 23 branches that "to performance manage" 

was typically understood to connote "taking disciplinary or punitive 

action" for unacceptable performance. As the Performance 
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Management Guide training for managers and coundllor.s did not 

take place by June 2000, the culture of a punitive, rather than a 

developmental emphasis appears to have persisted. This could 

have detrimental effects In building the Unldty culture of positive 

performance management. 

7.2.3.6 Credible achievable measurement criteria 

The issue of Identifying and effectively using credible performance 

indicators or measurement criteria for Council's strategic priority 

outcomes and Business Plan objectives proved to be difficult. 

Flrstiy, the strategic priorities relate largely to long term outcomes, 

measurable through specially commissioned surveys or national 

census data, which is not necessarily available by munldpal areas. 

secondly, the lack of previous experience in defining performance 

indicators and setting reallstlc targets for Coundlls wide range of 

services led to many hours of heated debate within directorates and 

at Exco/EMT workshops, regarding the relevance, validity and 

achievability of altemative performance criteria. These debates 

were probably healthy In causing senior management and politidans 

to think carefully about their outputs and relevant measures of 

acceptable service delivery and development, and eventually led to 

the comprehensive range of proposed measures in the Business 

Plan Manual 2000/2001 (aty Council of cape Town, 1999<:). 

A further concem that the 17 Business Plan Highlights (BPH) which 

(together with capital Development Projects) have formed the main 

PM thrust to date, represent only 20% of total City expenditure; and 

have not Involved all Branches. In the Health directorate, for 

example, the AIDS project has been the BPH, but in fact represents 

only 2% of the total Health budget; and Electricity, one of the 

largest income and expenditure budgets, was not a BPH, as it was 

considered to be running smoothly. Assessments of directorate 

effectiveness, therefore, may be skewed away from the 

fundamental Key Performance Areas, by the focus on BPHs. 
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7.2.3.7 Accurate, timeous performance evaluation data and 

feedback 

One of the most essential components of the PM conceptual model 

is the existence and use of accurate, timeous evaluation data, so 

that recognition, reinforcement or corrective action can contribute 

to performance improvement. This component was not often 

evident in cape Town's pioneering PM programme, although the 

lOP Co-ordinator and directorate administration managers 

developed new reporting system proposals - and certain branches 

began their own manual performance recording and reporting, 

where the Information Technology department could not assist. 

Probably the most serious gap was the archaic finandal reporting 

system, which was never less than two months in arrears, thus 

making prompt reaction to finanCial performance data out of the 

Question, at this stage. 

7.2.3.8 Prompl;, commensurate consequences; whether pcsftIve or 

negative 

The lack of consequences to reinforce team or individual 

achievement and behaviour was recognised by most offidals 

interviewed (May/June 2000) as a serious lack. Although the 

August 1999 Transformation Workshop had agreed on various 

awards for innovation, service excellence and "putting our values 

into action", these had not yet been implemented by the end of the 

financial year 1999/2000. 

At EMT level, the Exco failure to resolve disputes regarding two EOs' 

performance contracts, and to implement individual ED performance 

agreements, meant that there were no performance bonuses paid 

out in terms of their contracts to the City Manager and all EOs ... a 

non-consequence described by them all in the final round of 

structured interviews (May/June 2000) as a very demotlvatlng 

Situation, given that they has foregone the usual guaranteed 

thirteenth cheque "bonus", in accepting the challenge of a fixed­

period performance-related contract. 
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Commensurate consequences were also unintended at director and 

branch manager level, but the HRD failure to update managerial Job 

Profile KPAs made this "cascading of consequences" impractical, and 

the potential motivation of this process component was not fully 

achieved. 

7.2.3.9 Simplicity and ftexlbllity in operation, yet with consistency 

in measurement standards and consequences 

Central to the OM performance management programme was a 

series of corporately identified Business Improvement Projects, 

aimed at simplifying and streamlining customer service and 

administrative efficiency. All senior management respondents 

intervteweid (May/June 2000) who had been involved in these 

projects confirmed their value, in terms of saving time, money and 

facilitating improved staff motivation and service levels. 

Almost all these officials, however, commented on the perceived 

complexity of the organisational PM tracking and review processes, 

indicating a high level of frustration with the "huge volume of paper 

produced by the planning and reporting", the "chopping and 

changing of objectives and systems" and the 'blitY­

bureaucratisation" of the organisational PM process, in the past 

year. Three EDs put this down to the fact that '»e are aI/ feeling 

our way on this thlng~ and that "the people In our OD&T 

department are bright, but mostly Inexperienced, Isolated from 

reality". Another senior offieal stated that "we seem to spend 

more time lilllng in forms, than actually delivering" . 

These concerns expressed at senior management level sound a 

warning that must be taken seriously: that PM administration 

systems need to be simplified and processes made more "people­

friendly" I before negative perceptions diminish ownership and 

acceptance of the potential value of PM, as the process is cascaded 

down through the organisation. 
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These various "best practice" gaps probably worked together to minimise the 

potential motivation, energy and line management ownership that may 

otherwise have been developed, towards achieving the desired performance 

management impact, in the cape Town programme to date. In essence, the 

aM programme has operated only at the organisational performance 

measurement level, with little achievement of integrated performance 

management, in terms of the conceptual model.. 

7.2.4 What was the impact of political and union attitudes and actions on 

performance management principles and practic:lel 

The governing party vision statement for transforming the effldency and 

equity of the aty of cape Town's service provision, to focus on redressing 

the backlog of basic services and amenities, (while striving to maintain the 

standards of service provision in the major business districts as well as the 

formerly advantaged suburbs), was a challenging programme for the new 

Executive Management Team. They worked dosely with the political 

leadership in promoting the mission, vision and seven strategic priorities 

which bealme the framework for the "Commitment to cape Town"and for 

subsequent community report backs, People's Budget hearings as well as 

widely-clistributed promotional media. Once the seven strategic priorities 

were in place, these became the subject of regular organisational progress 

reviews between Exco and the EMT, as well as for annual report back and 

political refocusslng at the spedal Council Budget meetings. 

It has been indicated how the seven strategic priorities and the three 

internal performance strategies were defined and adopted by Exco, and how 

the directorate Business Plans were prepared by the aM management for 

adoption by political leadership, In particular, the identification of Business 

Plan Highlights was a joint political-administrative function which enabled the 

political leadership to satisfy itself that the sharpest focus of management 

energies was on the most important and urgent projects and services which 

needed to be delivered, to achieve their political vision. Proactive political 

leadership from &1::0, therefore, was always a positive factor in the direction 
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of CTM organisational performance management ... far more than had 

previously been the ease, according to several long-serving senior officials. 

Most managers and politidans Interviewed in the final assessment and 

reflection phase of this study, however I noted that the political­

administratiVe interactions at Standing COmmittees were DQt similarly 

proactive or productive. This finding has been referred to, above. The 

Standing COmmittees were reconstituted in line with the EMT portfolios in 

1998, to co-ordinate performance planning and monitoring; but it is evident 

that the political ownership of PM was within Exco; and the specific Business 

Plan Highlights were not "owned" or led through the Standing COmmittee 

politicians, as had been intended. 

Particularly as the pressure for delivery beCame more dominant in the year 

2000 (with the looming Unldty elections) the perception was expressed by 

several senior managers and union leaders that a "punitive approach" was 

more frequently observed, especially in the interactions between polltidans 

and management. The phrase "we must perfonnance manage him" was 

heard at various meetings, with the connotation of diSCiplining or taking 

strong corrective action against a staff member (author's Interviews with 

CTM senior managers and union leaders, May/June 2000). 

Several managers also expressed their concern at the blurring of the 

political-administrative roles through the appointment of an ANC poIitidan as 

the PrOject Leader: Oo&T, after the departure of the former Executive 

Director and her successor. Several directors and managers found this 

blurring to be problematic, because the person concerned was perceived to 

be participating actively in political caucuses, influencing the opinions of 

politicians about officials' competence and commitment. These concerns led 

to a significant level of mistrust as this Issue was frequentiy commented on 

in interviews; and was also seen by some senior officials as the reason for 

what they perceived as the "punitive" political approach by Exco members 

and other councillors. It must be recognised, too, that radal and gender 

issues may have played a part in these pen:eptions, as the Project leader: 

00& T was the only black. woman on the EMT. 
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Union support for the performance management process (as reftected in 

structured interviews in May/June 2(00) was at best lukewarm, confined to 

broad support for organisational goalsetting and productivity improvement; 

but flnnly against translating organlsiitlonal objectives Into "subjective" 

measurable individual accountability. Linked to this antipathy and lack of 

union involvement In the PM design and implementation processes, (though 

unions were invited to participate in various PM workshops) was the 

generalised uncertainty and insecurity about the nature of performance 

management and its implications for career scope, as quoted eariier. The 

proposed Team cape Town 2000 theme of the managerial training materials 

would poSsibly have changed many of these perceptions, and would almost 

certainly have elidted greater support for the process through involving and 

skilling the 107 directors and branch managers, so lessening their "fear of 

the unknown". As some of the management echelon are also leading figures 

in their unions, they might have lent credibility and commitment to the PM 

process as was advised in the "international. lessons learned" survey in 

Chapter 5. 

This was not to be, however, as the unions were not willing to discuss 

performance management in any detail; and individual PM systems must 

therefore remain an issue for the Unidty Bargaining Counel. Interviews with 

union leadership, however, showed that their support for organisational 

performance management processes may be forthcoming as the Unidty 

service deJjvery strategies begin to take shape ... provided that the perceived 

threats of "restructurfng" and "privatlsation" are not linked to performance 

management as a concept. The vigorous eGoIi 2002 union resistance in the 

Greater Johannesburg Metropolitan Coundl, and the rising concerns 

regarding the "restructuring" of the CMA Uniclty services, illustrate the depth 

of potential union anxiety and antipathy. 

At this stage, therefore, it is evident that political leadership on Standing 

Committees, and union leadership overall, needed to become far more 

proactively involved in PM processes, to "mainstream" the potential benefits 

of performance management as employer and employee representatives. 
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7.2.5 What issues of co-ordination and co-operation weN evident in the 

PM process? 

Effective design and Implementation of the CTM and metropolitan 

performance management processes were often bedevilled by political and 

personal mistrust, career rivalry and lack of positive or negative 

consequences of desired performance; as well as the ongoing pressures, 

anxieties and insecurity of transformation felt by many staff in the 1996-97 

"unbundling" and redeployment phase ... and thereafter in the uncertainties 

of Unidty merger plans, from 1998 to 2000. 

A significant level of mistrust of the motives and methods of political 

leadership was evident in interview comments made by some directors and 

managers to the author, exacerbated by the aborted Exco assessments of 

EMT members in late 1998, based on unclear criteria or indicators; and by 

the non-resolution of the dispute regarding contractual implications for the 

two EDs previously on the permanent staff. "career-limiting" concerns were 

reflected in that cape Town's EMT members were the only CMA executives 

subject to fixed term performance contracts, amongst likely contenders for 

Unicity top management positions; and therefore less expensive to pass 

over, in the selection process for Unidty senior management 

Interdepartmental and inter-personal mistrust and lack of integration was 

frequently evident between cape Town's HRD and 00& T staff in parallel 

projects and mutually disparaging comments; whereas the original strategic 

intention in 1996 had been that their work would be integrated under the 

leadership of one ED for Institutional Transformation. Comments from 

several senior offldals regarding the "political ambitions" and "organisational 

inexperience" of the former coundllor subsequently appointed as Project 

Leader: OO&T also reflected considerable mistrust in the objectivity of PM 

processes. 

As has been observed in Chapter 6, the HRD and OO&T interpersonal and 

turf rivalry led to dysfunctionality and lack of effective integration between 

the new thrust of performance management and the existing management 

processes which needed to be linked in, several of which (such as 

competency definitions, skills development, career management, recruitment 
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and selection and employment equity) are located in the Human Resource 

function. The lack of congruence between the 00& T performance 

management agenda and HRD functions is a strategic dysfunctionality that 

will need to be integrated, in order to achieve a truly effective, sustainable 

and developmental performance management system in Cape Town and in 

the Unicity. 

7.2.6 What principles and processes are recommended for Unlcity 

municipal performance management systems, within the 1996 

ConstitUtional mandate, relevant new legislation and the South 

African .... ity? 

The Cape Town Munidpality experience in developing and Implementing its 

organisational performance management approach validates the White Paper 

strategies, in that it demonstrates the value of broad community consultation 

and report back on organisational goals; as well as of the benefits of dear 
. ic:tif .. --.... --" -

~efinition and regular monitoring of organisational perfor:mance In terms of 

measurable outputs which are based on agreed strategic priorities, leading 
__ --.-::-----.---.-. _ ._h' .... 0.·.0·. 

towards improved ~~~ .. _QfJtfe"':".Q..~_~.l_~rticul~rty for historically - - ..... -... ""'~~-~-.. -,.," .. ,-, ........ " .. , 

disadvantaged communi~~ -
The deciSion to remove any reference to individual performance 

measurement in the Municipal Systems legislation and to leave this to 

Bargaining Council negotiation appears wise, in the light of the practical 

concerns of Cape Town management; and the opposition expressed by trade 

union leadership to "unilateral implementation" of a perceived subjective 

system which could impact on their members' conditions of service and 

career prospects. 

The need for parallel implementation of Municipal Systems and Municipal 

Finance legislation, given the Interdependence of the two components in 

achieving effective and sustainable municipal performance, is underlined by 

the widely conflicting political perceptions of Cape Town's financial health 

indicators, debated at the 2000/2001 Budget Council meeting. 
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The following analysis can therefore be made regarding the progress by the 

cape Town Munidpality in the period 1996 to 2000 towards the principles 

and the performance management processes required in the SA Constitution 

(1996), White Paper on local Government (1998) and the Munidpal Systems 

Bill (2000) for a well managed City: 

7.2.6.1 The perfonnance management concepts, approaches and tools used 

by the cape Town Municipality were politically and theoretically 

appropriate at organisational level; though not effectively 

operationaflsed to achieve real management ownership or 

accountability. 

7.2.6.2 The development of the Oty's vision, mission and strategic priorities 

as a platform for integrated development planning was done with 

conSiderable community consultation by political leadership and 

executive management. A high level of awareness of these 

strategic priorities has been achieved, certainly at senior 

management level and possibly amongst the majority of Counel 

managerial staff. The Business Plan Highlights reporting system 

achieved broad support and co-operation amongst management 

(despite their concerns regarding excessive centralisation and 

bureaucratisation of the paper-intensive process); and has 

undoubtedly begun a significant culture change, in refocussing the 

energies and resource allocation of most CTM management on 

outputs and outcomes, rather than on mere administrative effort. 

7.2.6.3 The planned caSClJding of performance indicators from 

organisational business plans to team and individual accountability 

for performance outputs did not happen, although the tools and 

training materials were ready for use. It is likely that little more will 

be done at individual PM level until the Specifics of the process are 

agreed with trade unions around the Bargaining Coundl table. 

What could be done immediately, (with high potential for improving 

individual management focus on priority KPAs), is the legitimate 

(and essential) process of updating every managerial Job Profile, 
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linking with organisational key performance areas and values; so 

accelerating the desired culture change towards management 

accountability for service standards and outputs, in the spirit of 

BathoPele. 

7.2.6.4 Throughout the study period, OM Exco and EMT members have 

initiated and partldpated in community and sectoral progress 

reviews with a range of stakeholder groups, to a much greater 

extent than was evident during previous CCC terms. This 

communication and feedback programme began with the 1997 

"People's Budget" and has also Included welHlluSb" ated literature 

such as the "Commitment to cape Towrl' series of newsletters; and 

participative community report-back meetings such as the public 

hearings organised in preparation for the 2000/2001 Budget. 

7.2.6.5 It is difficult to assess accurately (without comprehensive staff 

attitude surveys) whether the CTM organisational culture has 

become more performance aware or results-dtfven, from branch 

manager level down. Although the BPH and capital Projects 

performance tracking system has undoubtedly contributed to a 

higher level of staff awareness and accountability for results, this is 

only evident in those branches where these PM processes were 

implemented . 

7.2.6.6 Without dear definition of relevant, measurable indicators and 

benchmarks to monitor performance, no municipal PM approach can 

achieve the desired results. A good deal of thorough research and 

experienced thought at organisational level went into the selection 

of performance indicators for the Business Plans and the BPHs, 

which constituted an innovative strength of the CTM approach. 

Although it is true that the archaic cape Town information systems 

did not facilitate timeous and accurate reporting on many of these 

indicators (even the finandal reporting system was usually two 

months in arrears), several senior managers inStituted their own KPI 

information monitoring and reporting systems, such as in the 
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• 

Health, Cleansing and Protection Services directorates. Availability 

of perfonnance indicator information made meaningful follow-up, 

diagnosis and corrective action possible, thus reinforcing the 

developmental value of perfonnance management in those 

directorates. 

7.2.6.7 Of the seven munldpalltles in the cape Metropolitan Area, only the 

cape TdWn Munidpality appointed its new Chief executive Officer 

and entire executive management team on the basis of individual 

perfonnance management contracts for a maximum of five years, 

with the incentive potential of perfonnance-related bonuses. The 

Greater Johannesburg Metropolitan Coondl followed suit two years 

later In appointing its new Oty Manageri but the Cape iVietropolitan 

Council and other local councils in the CMA continued with 

traditional pennanent appointments for most of their executive 

staff, not linked to perfonnance objectives. Acceptable methods 

have yet to be worked out for the conversion of permanent aJn!!er 

appointments to fixed-period performance-based contracts 

(envisaged in the Munldpal Systems Bill), as snown by the legal 

complexity of the non-resolution of two cape Town EOs' unsigned 

contracts. Non-payment of ED performance bonuses, based on lack 

of agreed review criteria by the employer, has unfortunately 

become a disincentive; and may even be subject to litigation as an 

unfair labour practice. 

7.3 SUMMARY 

While the Cape Town Munidpallty achieved much in the study period 1996 to 2000, 

in its innovative programme of performance management, progress towards 

enhanced effectiveness, effldency and equity was not without pitfalls and unrealised 

potential. 

Before the White Paper on Local Government (Republic of South Africa, 1998d) and 

the first draft Municipal Systems legislation (Republic of South Africa, 1999b) were 

published, Cape Town poIitidans and executive management were taking steps to 
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develop and implement an approach to planning and managing their resources 

which has proved its value internationally, but is stiU in its Infancy in most 

developing countries. The aim of this chapter has been to review the six research 

questions posed at the outset of this study, and Specifically to compare the 

normative model of PM process and principles developed from international best 

practice, so that a "gap analysis" has been made in contrasting cape Town's 

progress with the·normative model components developed in Chapter 4. 

In essence, the "gap analysis" has highlighted that cape Town's performance 

management programme illustrates the validity of the White Paper strategy and 

Munidpal Systems legislation; and underlines the challenges of designing and 

implementing PM in the SA municipal culture, where attitudes, information 

technology, recognition and reward systems need transformation. 

These normative model insights can now be extrapolated into conceptUal PM 

process recommendations for the more effective management of the merged 

"Unicl.y" of cape Town. from earty 2001. 
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CHAPTERS 

RECOMMENDATIONS FOR PERFORMANCE 

MANAGEMENT PROCESS AND IMPLEMENTAnON IN 

THE MERGED "UNICITY" OF CAPE TOWN 

8.1 PREFACE 

Component 4 of the Unidty Commission draft document Towards a service delivery 

and Institutional strategy for the Unlcity Council (May 2000) defines the need in 

"setting the performance requirements" for the new metropolitan City to be 

organised, managed and resourced in the most cost-effective manner, by focussing 

on key performance requirements for the new Coundl as a whole, as well as for 

each individual service category: 

(i) "Best value" delivery 

(ii) Development impact 

(Iii) finandal sUSlainability. 

Bearing in mind the Cape Town Municipality learning points highlighted above; and 

the normative conceptual framework reflecting international best PM practice for 

major public organisations, the following seven recommendations are made for the 

process design and implementation of a Unidty performance management system 

which will enhance the probability of achieving the White Paper metropolitan vision, 

with the quality and scale of services and devefopment programmes envisaged in 

the draft service delivery strategy for the new metropolitan aty of Cape Town. 

8.2 Achieve broad political consensus on Unldty vision, mission and key 

Sb ategic outcomes for the IDP. 

The starting point for effective performance management in a democratic local 

government institution must be the politically defined vision to address the 

development priorities of the community, encapsulated in the Integrated 
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Development Plan (lOP), as required by legislation. Consensus-seeking is a feature 

of the Uniclty Commission (Unicorn) approach which is facilitating the transitional 

process from the current two-tier metropolitan govemment system, to an integrated 

new City of cape Town: with a common vision, mission, values and Oty 

Development Strategy. 

Within the CTM, the opposition party coundllors interviewed by the author stated 

that they had not been adequately involved In the definition of the Oty's seven 

priorities, but because they were clearly in a minority situation they chose not to 

oppose the broad thrust of the cape Town Municipality's strategy. 

The opposing political forces in the new Unidty Coundl, however, are likely to be 

much more finely balanced, and this may lead to instability and conflict if the 

strategic Key Performance Areas of the City are not agreed up front, with a City 

Development Strategy and ma~anisation design that enjoys the broad support 

of the majority of political parties. Such consensus around the City's broad mission, 

vision and development strategy before the elections in late 2000, is therefore 

highly desirable as a platform for more detailed operational performance Indicator 

debates and decisions by the incoming Council. It is recognised that this first 

recommendation may be wishful thinking, given the volatile and vigorous nature of 

cape Town party politics. Without this consensus, however, the necessary key 

commitments regarding effective organisational design and efficient performance 

management systems are unlikely to be reached with adequate pol itica 1-

administrative unity. 

8.3 focus on a limited number of priority organisational KPAs which will unifY 

and develop· management competencies and resources, to llmake a visible 

ditr'erencell within five years.. 

While the broad goals of the City Development Strategy and ultimately the lOP will 

define the long-term management diredjon of the new City of cape Town, the 

incoming Council and Executive will want to be seen to be rapidly achieving equity 

in delivery and infrastructure for its constituency. The previous CMA experience of 

unbundling and re-deploying the human and material resources in 1996/97 was a 

difficult enough process, which will have to be managed on a much larger scale, in 
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the creation of the optimal organisation design and equitable resource allocation for 

the Unicity. At the same time, the politicians and the community as a whole will be 

expecting rapid and visible delivery, given the strong promotion of the potential 

benefits of the new institution, by the national Ministry of local Government and the 

Unicorn itself. Clear perfonnance management indicators and targets will facilitate 

political accountability and empower management to "make a difference", 

The probability of achieving significant improvements In service delivery and 

infrastructure will be greatty enhanced through agreement on no more than 3 to 5 

organisational KPAs, which could be, for instance: 

Housing (surely the largest single need of the historically disadvantaged 

communities in cape Town) 

Public Transport (given the fragmented nature of apartheid urban 

planning and the urgent need to develop an affordabie, integrated public 

transpOrt management system in the metropolis) 

Environmental 5uslainability (not only the "green" Issues, but also basic 

needs· for community health and recreation, as well as tourism 

promotion) 

Employment Equity (a statutory KPA which has not made significant 

progress as yet in the CMA municipalities) 

Leadership and Skills Deve'opment(possibly the most significant internal 

perfonnance thrust to underpin improved service delivery and quality 

objectives; as well as an urgent statutory requirement). 

8.4 CUcade a limited number of organisational KPAs from the mrponate 

centre to strategic business units and district management structures, 

linking theSe to poIftkaI committee mandates. 

The emphasis in this recommendation is on the two inter-linked principles of 

simp/idty and political-administrative integration, to optimise leadership and shared 

"ownership" of PM. 

A limited number of agreed priority organisational KPAs should be "cascaded" to the 

Oty's strategic business units (SBUs) and district management structures which will 
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probably emerge in the organisational design of the Unidty; and in this cascading 

process, the political committees which democratically supervise the SBUs and 

districts must Integrate closely with the relevant managerial staff in prioritising their 

KPAs and defining objective KPIs so that there Is shared ownership and commitment 

to the mandated priorities. The Stockholm County and City Councils, in their Total 

Quality Management and decentralised service delivery programmes, reported this 

to be an essential step in delegating political/administrative responsibility and 

accountability. The CTM experience has shown that such delegations must be 

properly defined and regularly reViewed, to minimise friction and communication 

gaps between politicians and officials; particularly in the formative and 

transformative phases of the new Unicity institution. 

8.5 Concentrate on implementing llteamll perfonnanc::e management for the 

first two ,ears, to transform the "silo culture- and develop shared values 

and common pUrpose. 

It is strongly recommended that the performance management thrust for at least 

the first two years of Unidty governance be focussed on team synergy and 

effectiveness at each level, as the cascading of PM indicators and processes moves 

through the organisation structure from Executive Committee and Executive 

Management level to departmental and project teams. This recommendation is 

made in the light of: 

the need to "unfreeze" the old loyalties to the former structures and 

values, where the sense of local identity was sometimes so competitive 

that one of the munidpal CEOs described It as "beggar thy neighbour" 

rivalry; 

the probability that a new aty organisational design, based on 

international thinking and experience, will indude new operational 

management models, which will need reinforcing through the Unicity 

performance indicators and processes; 

diversity in organisational culture, values and competencies which will 

come together in new depa$lental and district structures, where 

collective common purpose will probably achieve more sustainable 

results than a system which reinforces individual achievement; 
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the probability that the munidpal trade unions will resist early 

implementation of an individually-based performance measurement 

system (now no longer mandatory in the Munidpal Systems legislation, 

but subject to negotiation); but that they will be supportive of 

organisational and team-based performance management. 

8.6 Develop political leadership and municipal management in the 

competencies needed to plan, track and review corporate, committee and 

team performance, positively and proactively. 

It has been shown at various stages in the CTM study that the interpersonal 

competendes of KPA negotiating, reviewing and taking timeous corrective action to 

enhance performance, are vital for motivating and sustaining the effectiveness of a 

developmental PM process. Performance management, in terms of the conceptual 

model, is not a mere mechanical exercise of analysing and documenting objectives, 

indicators and results. Within the engineering of the PM system, effective human 

interaction, motivation and sldlls development are the processes which lubricate the 

system, energise people and so achieve sustainable results. Given the human fear 

of the Unicity unknown, and the concerns expressed by several CTM and other 

senior managers regarding the perceived "punitive manner" of some political 

leadership, competency development programmes will be essential for senior 

politicians and managers alike (preferably applied in their standing committees and 

other worldng groups) jointly to negotiate KPIs and review performance. The 

practical training materials developed within CTM are sound, and it would probably 

be worth investing in video-based behaviour modelling methodology to facilitate 

effective standards of performance communication and interpersonal sldlls in all the 

phases of planning, monitoring, corrective action and recognition. 

8.7 Implement a simple peri'ormance management model which integrates 

KPAs with a diagnostic approach, to facilitate regular performance 

meaSUrement and development, linking closely with the City's skiUs 

development and employment equity plans. 

It will be very important to gain the commitment and common understanding of the 

new political leadership, management and trade union leadership to a simple, 
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practical performance management system which is readily understocxl, and which 

will clearly link the organisational KPA objectiveS to the benefits of employment 

eqUity and a significant upgrade of staff skills. It is reasonable to assume that the 

majority of the 200 Unlcity councillors and about 400 directors and managers will 

not have full competence in the principles, processes and accountability of a 

perfonnance management approach. Only the CTM politidans and managers will 

have had significant practical exposure to PM processes; and few of them have 

worked through the full cycle of perfonnance indicators, tracldng, corrective action 

and positive reinforcement, as illustrated in Annexure B. 

The diagnostic linkage to skills development and employment equity plans, and 

ongOing improvements to management competencies in such a model needs to be 

clearly understood, in order to achieve role clarity and effective participation in 

perfonnance management by a critical mass of poIltidans, community leaders, 

management and union leadership. The SA Excellence Foundation model, for 

example (Annexure R), has the merits of using the Corporate Scorecard approach 

(which has proved Its value within CTM), together with various levels of assessment 

and diagnosis of performance criteria and outputs which would facilitate inaemental 

implementation of the Unicity's performance management system within a live-year 

period. 

B.B Ensure eftIdent information systeMS so that timeous, accurate 

performance managMtent data is provided at the appropriate 

manaoement levels. 

"If you can't measure it, you can't manage it" has become a popular expression on 

the subject of effiCient perfonnance management systems; although writers such as 

Paine (1999) have rightly pointed out the danger of focussing solely on the easily 

measurable aspects of public sector service provision, while ignoring the qualitative 

criteria of service delivery which are highlighted in government's Batho PeIe policy. 

The cape Town Munldpality experience emphasises the Unidty's need for timely 

and accurate performance measurement information, which is not achievable in the 

current SA munidpal information systems milieu. A significant window of 

opportunity exists In the development of the Unicity's e-govemment infonnation 
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management Infrastructure, by using modem technology to provide timely and 

actionable data, accelerate decision making, reduce data processing costs and 

facilitate improved communications between communities, political stakeholders, 

other governmental agencies and municipal management. 

8.9 SUMMARY 

The merged "Unidty" of cape Town, amalgamating the cape Metropolitan Council 

and six local coundls into one major Oty roundl with over 26 000 staff and a 

budget of some R9 billion per annum, wtllbe a major challenge for effective and 

effldent management of equitable service delivery and infrastructure development 

for about 3.5 million dtizens. 

Performance management prindples and best practice will need to be systematically 

implemented in this merged metropolitan munidpality,ln order to achieve the White 

Paper on Local Government (1998) vision of strong developmental local government 

in the SA context - and to optimise the use and integration of people and all other 

resources, with maximum role and goal darity. 

Based on the international best practice literature review, the normative conceptual 

process framework developed in this study, and the progress and pitfalls highlighted 

in the cape Town Munidpality experience, this chapter has proposed several 

practical implementation steps for the first phases of the Unidty's performance 

management programme. 
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CHAPTER 9 

CONCLUSION 

In the dosing year of the 20ttl Century, the cape Metropolitan Area faces many daunting 

socio-economlc challenges which new Uniclty munldpal governance will need to address, 

in tenns of service delivery effectiveness, efficiency, equity and infrastructure 

development. This study has analysed the goals, achievements and shortcomings of the 

cape Town Munidpality's pioneering approach to local government performance 

management, in the South African context; using an international best practice conceptual 

model as a framework for the proposed Unicity PM programme. 

What most dearly emerges, Is that the cape Town Municipality PM experience has shown: 

• how much the success of a performance management approach depends on 

"getting the basics right"; including goal and role darity, simplidty and trust; 

• that It may be possible to Implement performance management as the driver of 

transronnation and change, provided. that objective perfonnance indicators are 

agreed early on and conSistently monitored; 

• how essential line management (political and professional) ownership of and 

commitment to the PM process is; and 

• that sustained, Integrated and developmental performance management 

requires co-ordination and competendes which are not yet typical in South 

African munidpal management. 

cape Town Unidly polttidans, munidpal management and union leadership have a 

unique window of opportunity in the coming decade to develop a new culture of 

cost-effective munldpal performance management, by: 

• planning, organising and developing the Oly's limited resources for optimal 

developmental and service delivery impact; 

• co-operatively Implementing and refining many of the pioneering organisational 

Business Plan processes piloted by the cape Town Munidpality; and 

• systematically implementing an integrated, sustained performance management 

programme which achieves real commitment to the Constitutional mandate and 
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development strategies, as part of the national drive towards accountability, 

value for money, equity and competence in local government. 

It took New York City 25 years to overcome its former dysfunctional management 

practices, through an effective perfonnance management approach. With all the 

international experience and best practice data now available, the united City of cape 

Town could probably emulate New York's successful performance management 

achievements in closer to a decade, with similar competency development and political 

determination to succeed. 
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UlRICH, D., ZENGER, J. AND SMALLWOOD, N., 1999. Results Based Leadership. Boston: 
Harvard Business Press. 

VROOM, V.H., 1964. Work and Motivation. New York, NY: Wiley. 

WATSON, G.H., 1992. The Benchmarking Workbook. Portland, Oregon: Productivity Press. 
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NEWSPAPERS AND PERIODICALS 

1) Action Update (CTM) 

2) Business Day 

3) Business Strategy Review 

4) Business Times 

5) cape Argus 

6) cape Metropolitan Tourism Viewpoint 

7) cape Times 

8) cape Town Bulletin (CTM) 

9) Finandal Mail 

10) HR World (UK) 

11) Indicator South Africa 

12) LGETB Newsletter (Local Government Education and Training Board) 

13) Mail & Guardian 

14) Management Review (American Management Assodation) 

15) Open Society News (Soros Foundation Network) 

16) People Dynamics (Institute for People Management, SA) 

17) Sunday limes (including cape Metro) 

18) Team Talk (CTM) 

19) The Economist (UK) 

20) The Transformer (CTM) 

21) The Unidty COmmission Gazette 

22) Tony Manning's Strategy Letter (Institute of Directors) 

23) Tyger Tribune (Oty of Tygerberg) 
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INTERNET WEBSITES 

I. 

II. 

III. 

IV. 

V. 

VI. 

VII. 

VIII. 

IX. 

www.hr2000.org 

www.amanet.org/mwodd 

www.ddiwodd.com 

www.gasb.org 

www.icd.co.uk 

www.icma.orglQerformance 

www.logon.org.za 

www.nDr.gov 

www.shrmglobal.org 

att' World Congress on Human Resource 
Management: Paris, 28 - 31 May 2000 

Ameriatn Management Assodation 

Development Dimensions International 

Government Accounting Standards Board, 
Rutgers University, USA 

Institute of Personnel and Development, UK 

International aty and County Management 
Association, Center for Performance 
Management, USA 

local Governance Learning Network Trust, SA 

National Partnership for R.e-inventing 
Government; previously National 
Performance Review, USA 

Society for Human Resource Management, USA 

X. www.uD.ac.za/aatdemiclsoba/SAAPAMlSMPAMhomelhtm 

XI. www.mcb,co,ukltpm 

xu. www.cd:.ora.za 

XIII. www.unicomcapetown.gov.za 

XIV. www.wfpma.com 

South African Assodation for Public 
Administration and Management 

Team Performance Management, UK 

The City of cape Town 

The Unidty Commission, cape Town 

Wond Federation of Personnel Management 
Associations 
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ANNEXURE 0 

Department of Transportation 

Percent of Traffic Signals Installed 
Within Six Months of Approval 

Fiscal 1998-1999 

Target 95" 

July· Decembor January · June July· Decembor January · June 
1997 1998 1998 1999 
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Corporate. 
departmental 

and team 
objectives 
and pl~ns 
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ANNEXURE C 
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0 "·.t",, """" ..... ,<>"r.··o ",',' " .... ':' .', • .• wi . ". '0 p~ .. jc'pa'. I, C·" ,. ~'I' 

01> .. , ..... " "'00,(" ~ .. , OftXa.O' 

0 _">1'1.11 .. ..... , , ..-te",. ... ,. ;:.<11 

C H".. _ .I <:G .. I",. 0 __ .. we ..... C .. ' ." ...... 1 .. -.cOd. x.n,,.' 
C Ho<i do to.., ...... ". ""'.401 ""-.:, .. a.".? 
C 'II "" -=1M ........ .,.....,.,. "' ..... , PrCIUS'? . 
C _ -..-. «Ide .,..., ,~ ... ." .. .", oIlI" .... ' OOC<»'" _ cu, «I .. ~ .... t1 

A,..,. u a W"" ....... 111 ... 0 "'~ ... ,. ... "n~-.:. O:OP? 
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" W,..." ,""or"""""'" ';.I'V' ..... ,'." ~"': .. , .. , o p*;,," 

0 W,,"1 ;,ch;,." " , .' " ''-'' ",,,,, .... __ • <"""'''' .... '0' _ ogo? 

Ad>; 1 0 H~'..- eees " .• ' -.::'~~. 01 the . ;>"""'" .".ll .. c> Ie ryov. ou r OIX ... ' 

D S1<><! d " . ~I, ...... ~o, .. "."" ,no., ... ". or r ... , OC' "" -..-no",, ~'" :IS"" ,pan 
tt .. "*", ........ 

a • ,," .. ;>;o j ... ,,.,~" "-', :«:e ... ...,'-'" 'He"!-o ,..od;t>od,~ ~: ! "'" ~<--' O,'~, .... 
." .... «:r.,..,.,,' 

'''', ...... 0 "hI." ......., "'e 'a......:l <:11':;' '""" --. ..... ; .'""" .... "" aIow ... " "'....,.... 
~""._ ~ .~r'",...,.. ... 
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ANN ExuRE E 

DEPARTMENT OF BUILDINGS 

• In F;S(;.;l1 1999 the Depart'llem l'.lCalve<l ~ gr3nt 'ro-l1th!! Ma,o(s Oft;,,, oj OperoHons Tec.~IlC>"!Oy 
F"nd to Pl.IC ~~"" ~ andheld COJTP~:e's lor el(lv;.10r ./1s~O!>clo<s_ k,,, ""5JII, DOe e~ ~oxls 10 ,lIc,,,,,,,,, 
p'c<J,,::~v l :Y ~y 'eGtJcing the 21l0Jrt ol li rre "'5:OClOrs s ~erd ., Ih' oHic" dOtlQ ~a~"lrwc rk . Sire" 
data :ray now y, l!t1j" ,,,c nsta;:;y n:o 11".11 ag~ '>:::it 6u ild;,,~' Irljor",~t: on S~r.; t6'!lI 'crr Ir" ';e ld. I~c 
N1nc tl a ia CO'Tl p-Jlels 'Mil ai"", the DII:a rt"n ~ n: :0 'eass tg1 cj e rcrai s:a!f :0 ·11 01" c"::cal 1..,,,00 

BUDGET HIGHLlGH.~TC'Sc-__ ~~_~ 

• Durio!) 1"1><;,,1 19"'9 tile O'lJ)urt1'l('nl'S C~=l!n(m ... f()S .... "·e ; 39.3 1l -i,or, cc:rp.jrC(! .... ,:~ ,:,s ;161'1 0: 
$~ e rr,l:Ior: he.>d:;o~,,: W<IS 1;7<3. eQMpOI-c<:I ""'11 -1\0'.' p . .:m of 70-:' TM D9P<1r.l1Ion~! hSC3" . '!3E 
eJl)ell(!,.urc~ "",r,,:s.::'" 9 mllhon 3t1'! l'Y.>"oeoun' ·H.l~ 6;;;'. 

Tn" F'loCa: 2000 A·~opt..d ElU'!r.t ">eh.)(IC~ PlJnO!'.'<:; e~p!lfllf:'J:E'S ot $406 n' I.on aoc p<" ...... ~ 
ne3(lCounl QI 7 : 5 

. _ _ __ ~_'V_E~YEAR TRENDS IN AGENCY OBJECTIVES 
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"c~~'~,:';';r-oo 's "",ovio',, '::J;": '! I~·, '.-uc· ". ohal"""J~ "~W 
, • i, 01 'c, o ~cr~~'O"t cf do',~k:oC1ec,CO_ 

YaL I_""1 ~"Ni,j e 'nnC'~'"li"" l·,."sform,.ti G~": 
t~.is :ar:;<. '-.l./li5sc:p-j""rj ·, ,,,,,atco :aC'.J<e, m 

~\e e ' in " lh ~ e nC'-""C'JS "~'~'~Iopmen! o,,,"'oc:;e, I~Go" by 0 clt'l :n 
t,,,,,"1[().~, - . 

. . . 
C,,'nseGu ontty you I'dl ;,~ed: 

Oli-~pc,opc al~ ler" r,' I~',d q";,.i\~OI&, 

"'M!""~~", .;oJ.;o ,I>;, , ' .'"~5 o~ :~,c e"",'=, ',,,,,c-n, ' :'0:,.,." ~~ u"..-"~ , 
; r,~'"OC,C~ aM ~OiT"o'"C.c ", c,"icc. incl<ed; ... n~"'-' ''I .. n e! ,,,.,, , ,wo-ol tc ~ Giri S 

- "CJg-.J"';J~' ,r<J ", ",il ie.;;"."-5 10 d~'.dJC cc:rc.pdoc,co 'r. the tt .• -d 

Pl'o·.'e,o r"c ~ ~";c" ""~ co-~ rd",a :n ,; at.lei", 
a c=mi':-,,,,",' I~ "'~ '_p IfCm o~t of a, ,-,to<; -n ';-'$ C:ty "".j ze~","vi1'1 te~" 

"-"t~,,,1 C;"'~";~I 
"pMicipat:v~ "-,,,,".e,,C1'CeC.' 't:M 
otcc-cG :;0~1 ori,,",t"ll:oc ",",d ,t''''"''JIh of o~'"''''':'''_ 

1 "j, ""m" ""viot",eol o=,e, a :cOrr.-:-,~"'",'.I" rem'..,~r"ticn ~,_3Qge_ 

Fe< ~;r!",or '~form~, on C~ , J, ""P'-~::3 'n ,;,ric: c"o f,oe'>Oe , d e""" 1,"p',cc" 'cc" 
-" cf 'h ~ pra f~soo r~i cc">l:~~n'.~ , otainod '0 a~"t ,_" wrth '-,i. v.~" opooir.trne~t: 
" ?'c!e , ,,,,,, Ampie ~f"l"" (~'21) t33'~7 1 a 0:; Mr S:H Se-Nell :C-2"! 2", -11 ?C_ 

fe ~pply, c!e~3e m",l ',..,.:i, 'C'-l ';;;;'(j c~v"'-;,~ id'", :o n," ~''1'=~"; Ex"""t iv~ 
Cn """,'; ",,,~. ,~Q 50,' 29~. C~" e To"", 800:) ty I "0'.'011'1 "'" • ,"~b. 

CITY OF CAPE TOVVN 

ANNEXURE F 
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• SUND AY T1M~S M ETRO s.p, ... IJl., 

City planning 
boss threatens 

" to sue council 
l CMHOoU 

'.~' " 

IlAVlTl . Il.",.,., ,h. H"" ,,, 
chu~. uf t~"''' ~ I 'IU\I"~ 'n Cop. 

,Tnwn, two thn ... ",,,J lOR,.] 0<_ 

ti(]{J o;calnst tl,. cuundl &/'c' h. 
CAll'. butt"''' ul Ih. dus ill • 
l><.'<>I"rn&ll <.,M ...... , 

hI MIItJ«hlll(. ul ( QnII<l .. ll~1 
Jelt"'. bfh • • .n D.onlob &t>d ,h. 
"dly ....... , ......... drew Bru.I~ 
rhe plaJJnlJli Mo ...... " "e h.v:I 
~ .. ''''''oI'ty , . tOil oru!ltI. u · 
'_'.C<JuId ~ d .. , .. /I"<I. 
. -Id the b,.l ... .do .. ' I"" ", II . 
"nd. &II ,"'" uocullve til . """'. 
."" the Cll y ,,_~g., ,.. •. e e •• I­
, .. t~"<l 0" IK".M.I,"",,,,m.fK-,, 
100 II, . "1,e"I L~n "I 111<'1< dc~ 
I'OfI"''''''' TI", ,., ' '' ~. "" ,I ,,11.,,-, 
1I,~ I><rlu,m . .. c. t..""""" 
, .. t lve<l by the ' 01' M .... . • 'I '~ 
.... hn'" a' e tmI;ln~"" "" 
<1)""ac'. 

lnDleb., ..-/lo ,,,,,,,.ed ,<> <om­

....... . wa.. '''''''' • "'Inx nI :;5 
pel«D1. Th. Olh~r It.KUU ..... 
gol ~ ~ and lt~ l.eo"""', 
... o"~iIli l u • ' <l>on to ' h e 
ell y'. '" ""Ill I •• w" ", >II ''''' , 

[>oraln e, ul<! ' ~ hav. -.=ee rl­
.d ""I"""otlun, · , .. "dYed .n ~5 
I""c.nl r. 'I"B, '" ,tid MIl.e Mar<_ 
ole", ",""lel l,ol . e",lo" " AI,"""II 
V. wda, .",,, ,,,un"Y dov<k:v­
..... nl. "' .. w«l at 7~ pe1«nt 
""" p ~mp v'" H)'Mvold. W 'I">' 
'~l~ Uo .. ",~. al 101,"'0'"" 

In .Irtl~' . ~,Id. <ompt.lotd 
thl.l 1>0 w ... IIIdft'I ",,,,,,,,Iy 0IIlI 
.. ked ~ ...... ~, .n1.,... . . 

' 1 . h pe<.lull y .u'~ .. 11 III.' II 
would ... " be .. b~ ' 0 ""t .he ""­
... ,uOl~ """''' '~I'''' to> .0<101"- '''''­
",""",,~I>'W"" ... h ld . .. " Ihe 
I " , ~I,,, I, ,.1 • p"~",,, wI,'e!, 11.-­
II,,,,, I .. 1><1 " ',I", ,,ly 11.,.,,1 .. "I 
.. 101<11 will 01><' '' couHclllo I<~.I 
d",I1~"~." 

1!('f".I ,, ~ " "view, Hor. lne 
""QI. tloick· "I.m I O<'TY thM you 
s . .. til II) ,.11t tho I"u,," I)ow­
eWI "'>lIq~. Iy" 01 I 'I<;rol dw-
1",,10'<" . t b.Jlev~ tid. If> boo aD 

un ..... ' AOI "" ' ~' e.ol """ ~OJ)_ 
h~ry , ,, I "~ ... I '~ In .. hid. we 
" • .., _ , 1<'(1 I ,,*,~U"" 10' '''~ 
!>oU~ 1~ n,O<1! h." 

Ik>r .'''~ . ... 1,,, dccl,,\ed to WHO_ 

.-.-I'~ ,hi! I ...... , .. ml< II"" h~ "" It .... 1 ,I>< ""H:." ",,'" 1. 1, 
,,,d ll'" , ,,lIlto " 'OU" '._ 

D" " ,. I. "'""" ,1.", hI< "I.n_ 
"I"~ ,1<'1" "'"'''''' 1>.,1 I~-<'" d,'<­
tm>1«I ."d JU II . "" I,,,,,, " . .. 
...... >I,,,n.go .-.I <.jo.UII,,1 ... ,1 
""1,.. I<iIO"" .. . 11 flo~ .. "" ... w, 
to. ."'-''''' "'e 1',0""",,, ,~ .. .,t 
<""'''A'O~', "" "' .. Ioid he ..... 
""1"1 '~, .. ~". 

11< bod,,,,,ed I'e ... d 1tI •• taU 
h.d ,"" ,e .,.c.," I<MU.II ~ "",I( «"'­
.1<1"r1"~ U'" ,111I1~,~t ,hc<"n­
"",,,,,,, 

D. " lel. _"' " I" 11", ' 1"", "II 
would ",>lie _ lIeo\Ondou. dllle._ 
,'n •• II yO\l .. ,,"01 he """" " ' 1>­
I' orllvo I" ~ "II'I"~ ,0. .w,," II .. 
'.""Ln'" ~~ I"" In ,>I"co ' 11,,1-
c"'" ..,""" . ,too ".tIl", .. II", 
abtm ~ . ... JU" "c .. 1 , I .. ,,,,,,,' 
He .. "'e l~. d.I .... ,~..,, " .11.1 "'" 
'e«loe eo .. "'th "~'I"'" ",I>en 
d~ln~ .,.IIh • MII<ul~ patoll"" _ 

• 
t lf Y O . c ~ .. To w" 

" ' ~ .. o H"."'" 
,,~o ~ ~A .. 1AO 

APOLOGY 
Apology to 

Mr David Daniel.s, 
Executive Director: Planning and 

Economic Development, 
and members of the 

Executive Management Team, 
City of Cape Town 

Tlw Sunclay Times Maim, 27 Soapta.'11ba,. carried an alIlc1e ulldet 
til<> twlaing ' C'ly l'Iannif'<J oos~ U ..... lun~ 1(1 SU~ C",">1Cil ", 

TI1 ;. a,'i<:lu wa. b~ .. "d un a wnf;{I"nl'~1 il"1l8 ,nnl P">CB"" bo lwo"n 
","~ k>y", ~nu . rr~~oy •• al1d II i, Hx,"1 uN," 'Unn lO li,al liw SlJIlu ay 
Ti ," ~" "h<,t<Il 1<1 l l'J hl,~h Iha a,t.:-,Io J O"pi IO "" I UQ~I~ from COUr1C~ 

1):>110 do 0;0, 

Th~ ~,;Xu~ or pe.tor"ldl)(;" W Jlua,lf>n w~ ~ Ir.c,~nplule WId 0 
n,,,,,birr or _."'~ ',qecliorn; 1" Ih .. pr()(;9'.~ wtlfe being 

GonsO:le..ed. Whll& r~u hecu:ivu en.nmlnoe i$ tully cornmined to 
.... a!tJation 01 m& I ,urtmnanca "I slarr I" \II'Ii!UU erruGb\'e S<IIVice 
ddr .... ary. ,I was loI1aron"",,,, y oecidoQ" to "~Ial& tllis p..'IItioJllIf 

prqcu.s .... 11 ""d vola. 
1 he holC,,~'& Co,,,,,,III"" <,~"hes II> 3+'I>\o!lIs" I" M f Oaniols In 
~a rl 'w l ~r ~nd 1(1 lim C"Y M~nag", ond E~ClOU tl" e ManogOO1oot 

T oall1 ,~ g<ll'leral for Ih~ harm ard 8mba,nlnmenl ..... hlel1 II", arl;cki 
cau Sed 11' &111 In 111(1i, ~",son~1 ana f"'Olo.slon~1 ca""c ily_ TI1 8 

hocul rvi CCfrl" IIt1C<! e~I ... ,.%a" ilS confidol"". In tho E .ocuti,,~ 

Ma n""'JGtn&nt T .,110> """ in M , LJ,,,;j&~ ,n ~a"lc ... lru, I1FId wlll 
contitlLl& 10 IlUPiX"II~"'" ~n" ;oI1 tI ... ~ SI .. lIln .. 1Iu1nlngl00i l stolM 

objUC I '~oi ot tlt>1 ....... ing "n ""c81181l~ SPlvlr.& to lho public. 

,~,~=~==~ 
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A,'j,'J EXURE H 

Commllmonl to Cape Town 
45 .. 1S IS =il 

Seven strategies to 
transform our City 

" ~' ''';,.-j ",J "1""''''0 ... ,',,, ,·f "'., " ",,,,,,_,, ,r ,~"".co·. ," c:,' 
" ~""., e" ~'i' ~.J,,,,,,,,, ~" 
,',' C"" To'." .--" "" po" f., ,. ",,~, ,,,'" 
" ,".", poC'~"'~ 'h 'CO", ,'" [I'i P" 
-''''' ,~",I·~" "'''',.~:,,~''''" ,oj 

.. ' I, ""i ", ",' co'" ,,,,, '0.-, ,.,.,,, _ "'"' 

, "*', '" ,,,'" 
",' ," :,- ' , I '.""'" ,,,"""" " , IIi'" 

"~,,'.-,I , ' ,~". U " ~, ." .. ,. .... ',.. ; 
"'''''~_.'''' Co."', "",.: :;""""'1 
>Iv.--< ,~ I """ , ,,~ ~""", .• ~ ,'''0;' 
","~."", ... " I~""'" ~.I.,~ '.' ''', 
""." "., ,..d I,)' ".' ,' , ,,~;,. I , 
W .. "dO. ,;.,' [' .... '''''' .. ~ "r j. " .• o~'''·, 
C e·",,· ,~, , ",.-.,. ,', ' •. , ,"" I ,,"' '"'' 

"-n' 'I', CO,,, ,." ~ ... ," ,,,",,,I "" "".' ..... ,'" "",. ,,'" "~.,, 
'r" ~"''''-~, ""'''''''''' ' __ ", "', 

__ ,~, "", ;--n, ,,--, I ,,,. ".,,"'''' '" ..., ~; 

" . , ' ___ '. ' ... ,;:, I", , .. ~"'" c, ," >'C ~ 

;·~O'~'. ,"', I. ,~'''''"''''''''' ,n'" ", 
'.",","''''~",~I''",,,,,,~,-",, ,,, 
,_"" "" ". "" "~'-"',~I." '''''''.1 
" " ",, ,"" , .. . ~ ,' '', ,-,. d ,',~~ r"·.,·,, 
o· "'" ~,.", I. ,~ ,,,j.,,, ".,-,>. "" ",' 'I', , . .,,,'1,,, 

•
1',', r" , ~, ,. I,,, ,. __ , "r, r~'", "I 
'I' ,.,~"._ ,'.~,,' ,I ~., • • ~, , .• ",,,., 

,he ",' _ __ ", __ , ("f" ,~--".",.~ " ." 

, .... ,-,,,. "~"~, f ,~"',, .-" "" ," "'" r,. 
.. ,,,,.,,,, ,~«;. ;,r",,,,, '" .~ . "." 
r 10<,0< ~j "" '"" ."" ..... , .,. ("'Y' ,-' ,~ 

"" "~d ""'," "~"-"'" .• ~ ,~,.< ' '''-' d" ~' 
"""",«1 "'''~. ".'", .,"" , •. ,." 
, __ '"'~" .,,~ ,,~ I '" "'1"'- _ I ',' ''OC'', 
,," '" ~~" ,,. ... , I~ ,",~, .' """ 'L~ ",." .. ,,'.>, W'", " ",.,,~ 1."',,1 
C., , .••• ~. ;> " ') _ ... " " .. ,.,,1 
, .. ,,', I' ·";,, ' , ~~" ., .. ,',~.~"" 
"'." 

T" """ ,,",<C' cO."''''';''. ". 
(' '" .,"'- ,.~ ,,' ~ ... " 
"'~"~ ~ ... ~ .. "'"',~" ", 
,,,,,-, ,,~ " ... ,{ ,,''''- ''''C 
"oJ ,,""'" ,', """. " ,,,,,",,." ;. "., "''' ,",'", 
"," "'" Tho« ",....., 

' , ~,,, ,~ c,,, 
",. ,oJ'" C"" 

r .",,~ "."' "I'"'''''' ~ • ","",. ,.,.,., 

"" '''''I '' ""' ,," ,,,"~ .• " w"'r ",,1,' ... ,,, ~ 0, •• 1 .... , .. ~.,., . f •• • " , .. , 
, .. ,,,.,,".", ''''" .. , .. ",,,. l1t .. , " ... "0,.,. l>, .... ' 

r,·,·,,, .. ,>. ~w';'." ", "~ . .-- ~,." ,-,;, 

S<"",'" n, """',," ,.,.,,,,,,~,, .. , 
jo~ ,",,,.,,., . .,,1 

'''''''-' ., ,,'-"',. '"'''' 
r" """'" "" <fm ,.,~~ ",. ,. " '" 

" "._I ·.,d ,. , .. ".1. .'." ,,".,,,,.<,,.,,~. 

"""",. " 'C"< Ie' .. ""'" ,"" '~r '.,,' 
,,~ ," "'" ". ,..~ I"'''' ''' I~", "'," "~,, 
w. ,,'" '.",.,,~, ~,,,,, 

'C,.< ,,.,~ ''' ''''''''' """ "'.~ .,' 
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"""" """~~' "K1.I I~ ~ ' ''" 1I""'j' 
''''1' . , ....... ') ;n1, II.",\~ ". ,I 
IH. I,~ ,."0.,, •• 

· C".""'~ , C"', · N~""'~ LI " u""'" ,,,".t.. "f '" 
""""",,"~,. tt. " "9" o"",.j! ~ "", 
" " ' ''), r<"rr 'fA .. oloon n f I~xltl< 
"sr"'o~"{,,,SS 

· h l".I, ",,' r . " " .. · "".' '''', I •• fr.","",,, to." , 
'''' ...... c'"' ,,/ c"~". ",, ''''« '" 
c,",. _ w.l, .... ",", . """00 t" 
"or,,,,,",, .ct""" e, ",-,0., 
.... oCt,,""''' 0<0;"" 

• kco ..... 'o~fi ~ T ,q>J • "'J'''''''''), C"rr,.-"'''\~ onJ 
r<ll""~'~ on 0 ... ""'., . , ''''I' th .. f 
" '"'''''' "," . f""._, ,,,,,,"_oli, 
'''f ~n ' ''' I, sO I, ... f \',~ or, ""'" b) 
"""",'1«, .. '_"'"")' r<"\'Kf~.~ "",,,,.,, r·,,, ,...- onJ ro""'",,, 
,,1"_00 



Univ
ers

ity
 of

 C
ap

e T
ow

n

• M<A"" ~._I . E """"" r.'f'"Cl r", .""h 
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PART B: SELF DEVELOPMENT GOALS • • l;JJAflI.FRS I" 1",11l Y"" irnIH"~" Y"~" l'g rt(),,!,a[l('" 
Ln()k at each Kf'A YOll rated a~ lev el 1 (1 IS low arid 3 '," iliU~) aOld li,t thern betow. 
The" wn,ider who, acti on pI "~ s YOl[ ~ ced to make tn U~i" rnn CB kn nwl edge, 'Kill. nl eq)i'f iell "" ill IrW idemi fi ed ~ I ea" 
By whell do yo" tI""k ynu '"';111,,, re"<Jyto I", le~ iewed Hg"in "" trw,;e'/ 

I LO~~-;:~ed KPA's 

i--.. 
I 

Goals for impro~ement 
audlor de~. l opme"t 

.Dole: 

Action Plan Whot heir nr By 
Wh~t mllst be done by resources wil l you wlre''-I 
you or you r ma_', .. ,o,.,',' __ +,",.,.,o,' _____ _ - T 

, 

.. D~ te : Signed 

Perionnance indicator; 
How wi ll you know your 
goals have been met? 

__ J 

=~_=======----_.~y d,~t.a:_~======:::J 

7 
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ANNEXURE M 

The perfo rma nce appr03(h ;ldopled by th ~ City of Capoe Town w ill Jchi(!ve tho fo llclwing benefit.: 

FOR EMPLOYEES: 

GOAL SETTING 

~t: r.q 'le , l, ,n • '~d:rlCp.,lh~, c,po<r. ~'ec",> ·".m 

dt~( (L"" r"ur,oc~tl" ~ t ~ _,I Sld k .... dc",\, n, ~1~r.les 
;.,,'f. rTl~"SLX~" 1~nt ;'l ~ prcrT pt C~"(ectl"e "ell:)1 ar,~ 

er.r.:c u,~~e-; i'CCCoJd ;r. ,'ty ~r,j t~' rTlWCX." 

ClARITY OF ROlf 

P .... ~r ~: '''''''''~"', ir"mal ;"J ·dr,tmili 01 ;;;"i"" 
rr ~n(<!.. lea.;n·l 10") ;r. annu;1 =~·brrrar.ce ,~i"",; 

ACCOUNTABILITY 
!. \ hrll IC'N';'-::;; ~,.t;tt· a<,r.\J':~~< llt)' i:;y II-'~ 11a" 
'9'< '\ in managin g ,Tar p.l rf r. rr1.,c. rc ach, ..-,~ 

Cr.ur,( il r.-tie-ct~'~s 

FEEDBACK AND RECOGNlTlmJ 

.! 'I'V""'~. sol,I",'n d'd·!.i f<'ol'db.;ck ~'J ,"",,,,-,"'llcn 
f"Cr1 ""'''Y ~:~ke1Cldf'''i t<-... 'a"r.~< dr.'; 0;rn,,':"'-.{'f 

SYNERGY 
.:. "'oi)' 3' irrpre,'r,g :he rel.,.'C<'<f\ ;p i:;dw~~ ,', '~if"" 

t" .. "'~'" ar,d '1r :; ~ ,tr. r11 at'r;n' 

FOR THE ORGANISATION: 

A VISION AND A PlAN 
A V."C', ;-,,] ,'"lu~1 Ih.' .. ~ cy dll {Lf ",I' ~r>1 ~ <,-eal. 

,,~i ·(c-<:,"(~n ; ~~ ~1;' 1C ~"t1,,!",'~~, "d 'l~j - e'l.~;' 

ACCOUNTABILITY AND CO MM IT M ENT 
to. (~or::, cetir,ej :;Clr.u'ta~ 'lIN '~,'Ih ;:-f-0G ~ ,-.a,ir, ; a 
rr .IU:;' G}mm' ~,,~'lt ti! !I~' I~'!.UI ... clI'.J t .. "~ t'le 

1i"il~ a,..~ '''''''U'CtS 10 de ~ 

COMMUNICATION 
Cp"', ,,, -,cst .r,d orlle1y orrrr .n!c""r" .;., co.WI 
.',d .,r:lS1 C'_' :)'ga1 'i-il lr.n. 

TH E BENEFITS O F AN EFFECTIVE PERFORMAN CE MANAGEMENT SYSTEM 

5tnt~g,-: 

rra""'g e,ren: 

(;a;iIoCd! on III 

~I~~ 

='~m~,Y""~ k .. 
&n~b.m~m ,0. tv 

Irr",,:.lW~ 

C :lrr ",'. nlC'V"" 

"" ::rJ~dtln d,d 
~K? .... n:" 

fWC'o oK< ¥'>J 
Rpw:; rdo; 

II! ;0,'"9 10;'1 f'I'.cr 
PeIf:Jr",.r.r.:~ 
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r--""' ~""-"------------------------------------- ------------------ ANNEXURE 0 

1 po~ rrlo" DfT,\ liS 
, 
I ['\TL !i: : 

--- -- --.-

--,- - - -

i Dale 

i\L-\L'" FOCC~ Of HilS POSITI08 

fO"cC"~>'C r:l:llla2~mem Jf:j~ R0~.;is ~."c StJ:rr_',,~:e, rune'''::'. ' . ..,':t:, par::c'~I," ""suo:H~il'r ' te, - ~-. .' ... -.' " 

c~_,"'c ~pp:c:)n c'.:C CXtel,1 -Jr'.'. cgradi n g,~~s;Jr~c Jr' .L.,d n ~lC_ :"'~~r_cC of :j~ rc 1<:: 1nc ;'oJT1wa:~: 
: ,_fr:lSi"'~:llrC ',VI::' [f. e Jl,l1 U: ~.ch ~v: ng ~::ceplar I ~ H_t ~'Fll mole, e'id \ cf ser,-: ~e ,r_'oJu~.l JU, T.le 

~::..'.E." : tv :md CJlllr: b·~:. n 2 :l:crecv :J be lcr.1 ~ve.l1~m of C0U~Cll s SlLlt~'" C chi ~C::'_.'~S 

ESSE~TIAL TECHSTC-\L PROnCLENCY AND CO]\ D' 'ETL'ICJ£S 

TECH ~rC-\L PIWF1ClIS CY, 
JJ iz h levd kjJow l ed~c o r sk ill5 in : 

. -

T~ r:10l~' quallficmioC1 'P. En9r_c~r'i1g "r.t ;-~31S];~':cn "-5 a ?rJ:~,S:J"_al Eni,,~ec 
k cep(1 bJwkd_~e JI rJa·:: aI':: S,J;l:n"at~, d~"g.r,. 'C:1S:r~~[lOr. ar.':: JllJ.lr_lCU,,-:lCC 
Pr-Jv ~n ex~er.~I'ce Ir_ k,,-::c:p_g:lIld :n~~a~,,; a conpb: -J:)~,~toc:~ :\ :arg~ pubi" cr3~~'S~'COr. 
',·,.'lh pr:icllla, empr_c,s, s c r_ :i,_ a~ual, _,-t~F. "-cd :eci:J:i.a] Jlli.r'ag~:T_ er.t 

In c eph ,-,n::~,.s;~ndio_f cf ~nvl"C1;]e:lt"-: ::1<cn~g~r:1em ~nd pCJCc'::llr~s suet- as llllq:;UGC 
inv:~one"(ai M'lIl<cgemen' "rd E"v:rcQcr_tal lrr:~'l[t A_s,;es::l eo_: 
In dep,f. LI'd~f."c,ndi p_g Ct' t:le l:ls"tutiJrul "-~" gGve:-nrnecl SCl.l~re5 ,cLued l~ ~",l:~'-'_lr lO 

_nf:as :-:'.-ctur~i fr_c,"_ g ar.d ;,rJ} eCl a:lpr-Jva: ~:·xe,s ~"d re: cvar.c . ~!;-; sb" J:J p~rtH~:lCl IC r:u 
fJr_clicr, 
[xcd , ~nr cGm:T __ ~:uC"-::CE Skljj; ~nc the ~:;I:IlV c,:ld un~crS!~r,d;"g 10 dal '.vlln a la,--ge rL:"':;~C 
Jf In,~,~s[Gd ac·:: J::Tc,,~d par:l~s _n~:Ld"_g ~01l1r:1'.lO_ "}'- -Jrf'-U5-1.(]C:lS_ de'idJP ~ r,. ~[': o ~,_ 

,:~.~d i o_g cG;"n'ttee,. ~o~~Clllors ~p_d t:le ",~dll 
Ahihy -J thin~ ~:1 d ~c.""b·~~~ ,:cat~3-1C~II -'- l~ ~ ~v"a:nl[ "I\lac:n 

COi\IPETE.'iCJ ES; 
' .:i gh Inel competenc~ in: 

Entrepr~ne " ri a l InnO'31ion 

ll-:~ a:: I -I::' a.,d [:lot '.,-a~ n :0 "C:1ML:Ji JC ,,~v,' ,·::eas, ser·_" C~ In.:: prO;: LC ti 0:1 ~ rcc~;:e,. "., thl n 
th~ a,e,,- Jfrespcns.b;.Lt:i 

Bui lding HU5 inc_" Parmenhip' 

_ ~c a_c'LxY:J work dfe~tiwly (a:ld :leipl;lg Jl:1e" wor;; ~'fcC(lv~'y} .,....;;.'1 In:~:Tal ~~d ~.\ le;-nl 

parmers :c ~c ~-Jr:l :lll ,h Jrp:li_,"-'l J:l~1 gG~I; ao_" l-J 1 d~ntil'" ~:1d resJi •. ~ p rGO I en, 

, Interperson;]1 r ndersl~n ,i ;n g 

Tell: ab "m' 10 ,-!:lderst:nd Jnd .'0.: Le :h~ iCPL:5 or di ve,,~ o:h~:, t _ c_ "-,~d o~:o ; "e ,:1e or;a:l:5c,c:on', 
U o_~ec,:~nding. of an :::,,~S. i :l1C[~SI'. r.ds iI:,d p~,;p~ni' d af J:r,crs. kno'''ng w h~t :llC:l "~les 
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Tnc .. biH', 10 stare :Cf=;UHJn ~"i"t:;:p;lI1'"e:y ,O;IC;[ co-... or'{er;,~ub;)l';jlr.~:~pee~' :<;!~~ 
and :osler C;:1p,;}y"~ ::""cio1Jn ~:l t ide.,..:r., :r~e'lIn<; a..,d ':"\'('i:::;:'1e11 ne ... t; Dc:e:!:::~ 

T.~Jl'",Ui.: r,,< ::;:m lt>ih~'. ,e: ~~f:::r.. J.n;:e 'i'udr:s. :;rJ'.:;" CO~t:Jill! iee:;c",~ . -~"'!f' - . - . '. ~ -
~.eT:·orr'\3rc~ 1::l.:·f()'.-e;:1~n a.1C 'x.:Jd ~a:;aCl::, [0 ;;;-~ale J.:1C 1C:'1""~ d ce~H":: ~JrJre ~I .. l~ 

T)-.~ ~i; ili : .... :o s~: di'/cr<;c gr~I!' ot'ptc'pi~:o wor:~ er:ec[J".'d'<' togc~r. c-:;} J:~I:,e a co:nmc~ 
£oal .. :rovl~e "oal and roi~ :;;;;:1:y ar.(: r~;-.olv~ ~;}.1f1!C~' 

The ~t>d:r; to C;r.\;:1:1 SI'P: ficall: (::so,-~e~ It.':'-O!' :i:1"." {i~ I~e ,ace 0: un:.e:tJJ ~[y l ::: l:nt'fQ',! 

a1:;O'-:'I:1 pcr:or.r.J..1ce.~· ;;}:nCL'l11g ~~ .... ;eJ<;n ach.Llengl:l~ ~oal ie ~ ;:Jr~" ~ n='" ~r.1C: 
[Jk"s 0:'1 ~ ":ur,u:our:d" opc:~:JOr. "':'1:,<;: aloo [ak::'l ~ Jctl;}" to r;,!n::lU~ r:~k$ gn: <;:}S[ 

Allal> !,cai !lnd C O)n~cpm3J Th llll.:l1'~ 

The ab: 1Jty:o ,ei~:~ and ~orr.p~:'e catu ;'roll' C:ii:c:,~"t l-Ovce, . leer.tif. I!$ U~'. ~~(;:..re '~le\'an: 

lnfor;r.a:"ln a~(' Id~m! ~' ~dall:l:l'~!P~ to ~~(I~r$lar.j a Si:U~~O~ ~:l(: c!iecl:\el, c~eale ne'.\ 
;n:>.l~,! :J: p..~!ic ' e, [Q adere,! P:Qo:c:n ar~~, or df~~l d.a~g~ 

Th~ 3bl :,t). t.:} ;(;1' ""~ ~ po, ... i:x. ::r :;IJn 01 ac~lon u,,:i~ t~e .Ie;;: ree ob:e.:(i ve . S oK.',,,, e::: oc I, 
no 10:'l~er rc:;s;::ubb ~tllir..w;c ",bls: ha1al:n2 J,:\.,l:t:oinenem :Ind "'JI1(J.I~,~g ~~Te..:tI~~~,; 

Tn" ~c)Lt)- J:ld ",lingnc5s (;;l ~r.an~~ mar.a3era! .1n-J pr;}C!e~nl ~t;1;cn:re-s ane .:ro::;$c; ".",n 
rc~ ,,'rce 

Th ~b·lt:v .;: ac .l,~ve (':g;;r.iza~Ional obJc:!., ,"s ilnd b~~o ... e a PQ .... e:-rul a~c Ir. ~",,~,,~; 

fo~~ car~g b,,"n~~s ,r.!erac{;on, to sa'~ al: .Jl:l'~' jU~?O!'i ind ~c~~?!lr<:e 

C h:"nr llln '"~ COlli i lI1l ollS 1 "'r~o' ~men, 

Tilt &1;0,1,(\0 :0 o:onom:ousi, ;<:r~ \~nC e:lc:u:agc oU:ers '" ,ed;) op::O:T_nn:.:~ ;'or C,r':e~: .1l1': 
':'I:'IQ\ol(J"e .lp~roach"$!0 a'::::eM roblc;n~. facli;~~\lr,S : h ~ ~;;C and h1;;l",letlg~~: ~=l~ :"om 
o~1S'~~ t.'c ,,"or.{pJacc 10 :jcr:n\ proble:ns IlrJ a&.o-:J~n~ ,:1e ~""~ f;}( l~:t' t:1J ;}( OIne:s:o SC'e~ 
i)e::~r ways (0 ad'Jr::ss wor'~ pro:ess issue,; 
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KI'! PERFOR."\L-\.'ICE .-\RL-\5 

Th. incumbenl required (0: 

Ef~C[:vel:! anc ejjc:~ml:, T:l::n::g~:b ,~C[jon, assl;-1e~ tc t~l, DI';",oJl, cU:T~ciy 
ROlds 
Tell':,c ::'JlgJn~erjJjg 

A _iSd \hLag~T:lej,( 

S[Orn\'iJl~'- \!anagcn~n 

Th~ ~ri-~ct",'e Jnd eff",:ec n~~~ge1T_cnl ,~clud~s 
L'1pl~:r.~n~J['g l.:lC c-ro:T.oti:lg C0rJC-rlk ,co .cie" vrae;lC!5 ~n~ vr()c~dur~, 
~"usk;~,~g, lr:lpl=G~l::1g, ::10Jlllcr':1g wd -",,' ~''''~Lg PCi'Cl"" pr'.cl1ces ond WCT'; Drcce;::l'!, 
Jnd :T.~::1GJ'j w1lhn th~ U1'i'i'():J 
de'<'eiopl:l8 ar,d -T:lp.~:T.~r,:ng 

Derforr:c~r, c~ ,:a.:ldar-:i, a['d OSS~':;.C1ent Pr< .. 'C~dur~,i i~" L:1dc",duais and uJl-t, wL:lccn ,~ ! 

Dlv'S10n 
a d~'.'eiCDr:l"nl PrC;';--~r:lr:l~ fcr :;:,,:1 _:1 :he ~".'i"o~ 
an ~sse: :r_~"ager:l~r.: Jr('yor:ln~ 
p,-cgnnr:l~i :0 e, L:IlI ~~t~ [~~ ',''-l''~ of re,o~,c~s 
t-':Jarr~~ "c~:C01 ,y,:eni 

Components wilh,,] th ~ R.oads and SlOrmwater Function 

~_e Tcu::-t~eLl io reJUi red :0 elT~CL -dt.- iL1d et1iCl~~t'y T:lanage ::J~ ?o~d, 1:l~ S iOITWa;er fJ r.c: i on G! 
L1~ .T.nlCl~J:JtV COr:lV"l~S t~ e i'oijow ng CG:T.po.:en:3 

_Ar, ex;e r.s:v~ anc: ,0D:Ji 51: ca;~~_ uban road ~ e!';.-oek 1 ncl :I~in f JS:;OCj a,ed Ceo, 3'1, ':Jamt~~lnc, 
a~~ cO~'lIuc:i()n lci-.-,,; e_, ,nclud:r,,!, ~ d:sp~rs ed di"n'_c s',-'s;~rn ~~~ J pre·m:x pi:lnl 
.-\:1 ex:l~mi,,'~ 1:TaV c-f SIn:c;::!res lnelu~ing ~;1d8~S, re:a'r.,ng ',-.-:;l;s, culv~r:s ~nd <)"er:J~~c 

~,,.~c;,or. s:g:."Ls 
A :raff:c ~r.i:I"~r,r.g Corr_Nr.~n: 
,-\ cO.T.p,e:<: ~r:;:l.Il ,:crmwlter syst:r:1 co:r_pr1';-ir.l1 a- nt:T:lb~, or catchr:l~~:s ~~C ",.,soc,1:d 
h'~,,)i()~~cJ! d~51gn lLd s:or::W,l:er r:lan~gerr_~m aCIl"I.l~S 
A ,oph:sticuted COr:l~Ul~:l;ed 1>se~ TaJ~lenancc sys[~n 

inilial prioriry 

Lead Ite ;-"rT1J:ion cf ::J~ R~ad and Sror:mval~r b~cl'O~ a~d cc~a[~ 1 new O'-"lL.salIO~ f,-u", S:l::'_ 
aSS~lS and i,ajLli:l~' :bt wcu;d be ~,lxute~!() t.-1[i L:1crim: 
K~y ac; L v: l:~, \'i,UL d be org:l.Ilisn onal d~o'p, ~~:I nl :l(lL o~' k~, p~,fom: l~ c~ ar~as, a::>pCl r.rnl ~~: ot­
,:df. co", n U~; C1:: 0:1 '-":lh sui': and t~e ';Hi nte~u~c~ Gf ~:<:: sli n~l ,~r, __ ce d~;: '!~'} 

Strategic Devclopm.nt ~Ild integrel lioll 

P:l!ti CL D1~e an~ cor.cibu~~ w j,~ ~~,.'e,opm ~r.r of the \'1'JnlcL po: >~:VL c~, C I uSle~ S s:ra:eg; C 2nd 
b'Jsi~es5 pL~~S 

:::::sur~ :l.Illnt~"ru[ed ~r,c suo:a,~a~le apP,-Qlch [~s~C'."c e ;_~iL\'d, ~nd LLfras:r_c:ur~ p'U''-,,:~'n 
In 11 n~ win Coune -; _",uI~gic 0~J ~ch'- es l:IC Dn~:1 ri es 

L~~d a:ld ~ ~,'d o~ I he t'o:r.I'Jj ~lio~ of t:l~ R~a~s an~ S :,,:m \\ ~["' ti.'nc tl o~ -, >ll-:,l~g" bu_" ~'j; 
pla~ [C- en"-'~ ~~ J:1t~p-~,"C ~:1d iLJSIl,~~bk apProach :]\' 'he t\nct'o~ ar.d LI, CO«l;;:()r.em, ~_; 
ce~cn j ~d ao()v~ L r. :r_~ prov:" ,r. ()f' rOle <lIl~ S[C-T.1v,a[~r s~r.-' c~s 
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Er:, ,. -e ch2l ±e '~1'e.<,i c aT.'~ :~U$lf,eSS plar.> fc.: ~~ e ~0Jds am; Stor,\im~r fllnc:ic-~ are ;"~,,,m~ 
'Nlln ~h ~ ;v:h:r.iccpal 5e:-victs c:'js:~(s ,tra:egic ar.d bllsc"eso; :,liL" "'-~llch 'r.:t::n '",~r 'Je 
:ntegrateJ ',,::b C oClnc: 's slm:e9 ~ c:~J ectiv <:$ ""d :r. c-:J!l es 

Direni"!l of Function 

Three L1~ to;CI":2L'~~ ,~, "r~:e;:~ :,ci:'~'<:$, :,rc;:,;~ d~i res , ?'Ggr:'..--rur.~:;, ~"-?l~i and oocrnc-mi 
'~',ldgets, a~ d om}e'~~s by tte 'i.lnC"'G~ aT.C :h~ c,~;r. :'Gn~ms G: llC :'unaj Gr. aJ;TI~ 2l d6;~· . ."nc: til? 

cr::j~~. G::tO',l:, 0' :h<: fi..:n~tiof.' > s!",,~ ,<: c :;''-'SlneSs D::m 

F ",,-O ,~" , ';',,' ~T"~~-< "f,-~,~"I" .. ,,~ ,,;' __ ,o .~""'c _,,;',e' ~ ' n_'"'~'' ' _~, pT<'cr-o~~u< "0",'" _u, _. ~ ~l ,_ ' ~,_ e, ~'v~'_ ~, , ~ ",u, ~ .. ~'" '.'. ", ~,~~ _", " '.'. L. ~', ,..' '~LLUL . L", ' "'~~"'" «" . , ~".c, ,,,-, 

<j "d c-~er1:wnal '~Ldgc:, ~n,' : ,rc-i CCl5 '~y ,.r.t ~~"Cllor, IS [f,:egnted ',vlth [lC-:ie 0: Cne, 
,~r~anlSal1Gno. C't:Sterl anc r';r.c'iG~~ ~>;tena: and lllte:ni m ,:le nt:nlc'paln:v 

Enlure :tat ~~t :':'oce", c-,-fc,n'lLi21ioL o;';lra:~g'es, pllCi<:s, pro~edll[es. p~C[;raIr.mes. ~~-, cd 
:If.d '~ ~~r-"lion a.i '~Ldgds ~r.d pr01t~:, iES L1~ ,UP:'T1 2.,d O~G,l'.o:es :.1~ e:l'rc-w~r:'le~~ ,', . 
em-. n u,,]:i e, u.d : 0 tr. vlfmll:len:a.i:~' ,ens]:J vc ';;' h~ ,e <:\.'~r rT2cti c~b I e 

.\ bJla~enl~" t 

,A I ,\;rr. ~ at t'lt R'C.Leot of 1.1J.~ C l\' " far:aga 0, =,\~o.::i Vt Dlr<:::G~, aJ: ~'e dut es 0: d'.~ Execu:l'. ';0 

l)i '~-C:Gr l-v-lu m Cl :,~: Ser . .'; ~cs. in hi s Or he~ absen~e 

')ireCl tbe prcpara::c-e ani .11:okrr.tr,(~t]c-n c-f thc ',,,.or '~ D,c-gmmmts of ta~.l ;e~"C-'l 0 ' LV 

rune: on to '~n,nr~ ::1'-: the rr.'-T,ager,l Gf ::,ese 'eni Gn.J acb ~\'e thei, "e-,' reS\; .:5 

l)crec' tht dt'ido:,I1:ent lr:l~,er:l~e:2:wr, ar,d Gpera,>,~'r, ,~l:,:OQ;" ,cnrr.~s iU:d svs:cms a: :ntc ~: 

I'"i: ce\.' cic:,rr. er. t anc. ,he effec:;ve anc tr.:: ci ec uti c isa:wn Gf cc,o~rces '.vi I~", :be r.wct:C,(1 

E h " d . I· d c"'pil'-' :me: c--... er-',~i omi n$~~e t ~t :"e a' Gp:ee ,t,,'teSles. ~c- :c:es, omce \;feS, prc-g:-aI)l;TIto;, 
'~udgets, and r-,~jCct, cy the h"nc' :Gn io; ,,,'je'~,';o an,' 1T~i~clcr.led 1:1 ~~SG'''H'Gn$ ar.c :J-.~ 
ope:-a'lOf. ai cn1f.1gelr. COli c-:- lhe Ir.Uf.i c r'~ ity af.d cl us:er 

Ers.ce ha: :bt ad-J:,:ed s:rategits. )l-Jiicies, r rc-ceco.res, r 'o:;rar.lne" ~apc;cl1n,' G~~Cm'C-~8 

b",'c,.·.o "~,.' _ M, ~ ___ < ~v -h. f',,~ --:~~ , ,', --'I ' J "~ ' ." ·"·v',"v ":'iionl"',nr"-"l(' "l])~rais:J :0:-~~O>~." ~.,~ _" ~' __ ,_ v, .,~ ~,,~ .• v .. "" •. __ •• '."~ ,,,,' .~ 'co -., ." 

d:tcci Vtr,eso; ""d eEi c, ency "",aJ no;~ tbe s;-;-~tegJc arc bus, r.e,$ : ,:ar.s of ch~ 'Ur.c:i ,~n 2m' cllLn~' 

P"rricipalloIJ. l"egotiation 3nd Capa~iry Building 

Er su-e ' t-,,,. O-])rO'-'o' ",;'-je ac,"~,'-d "rote"' ~$ ~Gl1C: e>. Droc;0:.ces, ":c-gr~.--r:Clles, C~])., ,,:J ~nj - , , "-" -,'.' '-'--." ~.- '~ , ,'- 0'"". • ~ _ 

Gpe~'-liGr. ai l!:ld.~ets, ~n,' :':G~ ec:o; by [be .:un~l:Gr, JS GblJincc "rGCll 2.1 mec:~d and LTIlc~es;d 
~,,;tit, Lucmal ~n" ext~r:1:J.1 tG ;:,e ,w:e:~lD::.ir:i 

R~~ ,tSCOll t ~, e t'" r.c6 or .. c, l!o;' ''' :1",' :l\un ci pac I~' Or 02. ---ti j 03" : n ;,;0:' I ew:: n~0C-tLall Gn ~'n eJ 
~r aCl i eVI r.g ~n Ii ~1i O::~D :rs 0:- (r.c , :ra tt!,o C and :;,us: ~~,> pl2r. G;- tr. t c: U5k,- anc nue. ~: pai:r-

':::nsue :b: ea~h seewe iU:C 1c--jvi::, ",,:;,ic :.1~ j~dlGn 1" 0 'lrut ',x::sed GeL::S CLstor:ltr ~nc: 
deve!G~s ,yskns aed p :'J~dLfeS (hal are usa r'C1~r.dv :inc ~ndt['stoc-C b,' :nOS! -J~ 110; tar",et 
:n"r~e( 
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prorll!Ct;vlty ir.dicalOrs for the sections a5lig:lec::o this division 
C~ndl!ct regular perforrr.ance a."ld proouctivi;y appr:lisal; 

ADDITIO:"iAL CO!H:'.lENTS 
(Anv noteworthy contntuaJisin2 r emarks) 
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ANNEXURE P 

I Confidential I (Feb/March 1999) 

YOUR UNDERSTANDING AND OPINIONS ABOUT "PERFORMANCE MJI.NAGEMENT" 

As tI1e Cape ToWll City Council is plarming to implemelll a "performal1Ce management" (PM) 
programme, based on the Citls 7 strategiC priorities, your opiniOlls and recommerldations will help 
.,Ian .OIIU (jujU" too P(OC""". This is a confidential o~nion survey, and your id t::l ltjty will not t", 
reveaied. 

_. _. 
1 Are you a L-i coul1Cillor ~, manager ~, urlion leader? 

2 What is YOOJr previous experier1ce of "performance management"? 

3. What do you mean by "performance management"? 

.' Please give an example of any current PM activities in Council. thaI yOil are aware of What 
benefits. if any, have been achieved? 

5. VVI1at problems have occurred with PM? How have they been dealt witl1? Are they now­
resolved? 

6 How do you measure successful work. in your department? (Please give examples.) 

7. What sort of formal PM objectives and reviews will work best, in Council? 

8 What sort of PM rewards and recognitiOll syste11 will work Dest in COlII1C~? 

9 What sorts of PM pjall'lling will be needed, for 
Managers? 

Staff? 

Union officials? 

10 Do you have ;tn,:t other comments ahcK.Jt how performal1Ce managf'ment should be introduced, 
in Council? 

WE APPRECIATE YOUR IDEAS & OPINIONS: THANK YOU! 
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ANNEXURE Q 

Confidential 

PERFORMANCE MANAGEMENT IN LOCAL GOVERNMENT (May/June 2000) 

Thank you for your help in compleung INs M Pub Admin research project, based on the Local 
Govemment \iVhite Paper and the Municipal Systems Bi ll Hopefully, Ihe results will be helpful in 
using the PM approar.ll constructively in our country 

1. In prioople, how do you feel about the use of 'P"rf()rrnan~" M~nagrnnent' in local government? 

2 Looking back sinr,f) 1900, how useful has PM been to the City of Cape Town. in improvirl9the ~ost-benefit 
of serl/lr,e r1e1il/my and r1el/etopment projects, to Capel()[Mans? 

What impact (if any) has PM had on: 
3. t Staff? 

3,2 Management? 

3 ,3 The commwlity ~t large? 

3.4 Disadvantager1 commun,-ies in particutar? 

4 Your frank comments, please, on how PM has been implemented ' 
4,1 At organisation<ll levet (tDP. Corporate Sr.orecard, Business Plan Hig hlights)? 

• 4;;> At indivk1uallevet (personat Ol;iectives, SCOfec<irUS. development recognition etr.)? 

5. In retrospect, how GOOld PM have been more effectively or efflci!'ntly conce ,,!'<! andlor implemented? 

6 IQ<:lli\': is Care Town any better mana[l6d that the CMC Or other MLCs? H<ls the PM approadl play!'d a 
~!'? 

7 Tomorrow: I~nq ah!'ad to the Uniaiy, how sn(}IJld PM be mtnxlur,ed ,,00 imp""nente<1 , for best impact? 

8. Any other views. coor,!'ms or experiences r!'qanlirl9 PM? 

THANK YOU AGAIN FOR YOUR HELP 
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ANNEXURE R 

0"H E SOUTH AFRICAN EXC EL LE NCE MO DEL 

ENAB LE RS 

/ -U/ H E CRITERIA • 
L LLWERSHIF 

How dl! ;"'1,,,,,,,, ,,~,; "~"m of th< 'xen ~' .. ., 

'".,," :,."_J ::JI Qt~e, bd<r:; ",.;p if<, .;up!",rt ,nd 

Fror:lO'< .\ C\J"", of' "'",,,,,,,,nce Exc,lb>e< 

Huw 'h< "'P"."'\[i"n ,'):;"",,«j, <>c,'.!W' ,,,d 

O.llr~ po],:,. ocd trJlcii'i In'" ;<'r~ and "tor~ 

3 ClSTO.\IER &: ,\l>,.RKET FaCCS 

Huw 'fl! "",nic\[io" d«'COl\in!,; c~"cm" 

""; m"l« roquifOmom; ,,:d ! .'pecmin"" 

!"h"nco; ,d,t;o."_,h;p' wi:h cu\[orr_m, ' ."_d 

Je:<n,-une, th<i' ,.~'tlC~Gn_ 

I low th< o<;;''',~,i:)" ",k'-~<j ~~e iill V"""'iJ.: 

0'- ", c,<oc,l. W ." .. " 1 fl\~h p"'-u""",,c. 

N !P",,.-''',,n 

0_ RESOURCES & It-;"ORM,\.TIO'< 

M/\t-;-"GFME'<T 

H,,, ..... 'h, ",0"";;,,i00 ,,,,,,.\ge, >."_d mel 

,o,o~r"", :\,"_" io::.o,m":0n dl,c,j"dy >r_d 

,i6c, •. "_,:~. 

6. PROC:ESSES 

H"", ,:"_! Q'9~_"":0."_ de"""", rr_:L"_l~"', 
",vi<", ","_J lIT_plB,,", io; pUCe';'''_ 

RESULTS 

What the orpai,,,ion il ,ehie y ing Ln 

"c.,f,', n~ ,h. n."ls ,."_d "",...,·cr,\[;"."_, of ,h, 
_x,.!. n"w"', .-",j ,n«n;",XJ''') ,·:m~T'·c;CC. 

,t lorg' 

8 C:CSTO'AER SATISI'!\C ,tON 

"''h,t tho or~lni1.l.'i'''_ " ochie"ing ,n 

,d,,'cn '0 ,ho ",d,,,ion 0['" ex«rn,1 

\Vh~. '.h' "'p"i»,j"" i, achie>;ng i" 

",:,cio ."_ to the m;'[,o';o."_ 00 it< own ,,",q,l" 

lG_ ,:';PPU,R & ?,'.R'l''''~RSj-IIP 

l'ERcOR.\l",:-.rCL 

Wha th. ,,,pui'",,on i, >c h i<¥in~ i" 

r<:,r,on <0 'he """'~"n'nt o"uppl:" ",d 
~1r:n!r;."_g ,"0<:!~;",_ 

j I. 3CSINESS RES~ILTS 

What ,h, orglc_'mior_ ;, achievi"g \" 

,<1'<:0."_ to i" F_""nd bu"",,, o"J<·"i,-<\ 

ooJ in ,."'fiir_~ ,he ''''c,~, mel "'p'''[:l'io,~ 

,-,r e·,,,r,'."'< '~"h , tln"_Cl: ""."''' 0' mh« 
,Clk, l,"_ tiT. O~~,,\:s"io~_ 
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2.4 MOTIVATION 

2-4. 1 Framework for excellence in Laca19.ovomm-:nt 

In orderto undertake Sell As~e~srr.ent, an urlcerfyirg Irar7le'NOrk;s necessary T",e c'lly 
mccelior Lcca. Governme'1t is tre South Afncan E~cellence Fc _,-daliCrlS (SAEF) medel 
ror Loc<ll Gcvern me'1: AJlr-. Q_gh eacr orga ,- ,sal,cns ,- ,- que th:s cradel prcvides a 
generi c ~ramewo'k cf Gr't2'i<l that can be appl iec! w;de li tc ani o rg~n ~a : en or part 
trereof. Tre SAE ;:O ",od~; is b",ed 0 '1 the Ic llcwi'1!< prfwlse 

Ce:r,r.lun':i <l'lJ C~stc,~cr Sallsfact lon People ,:enpIGY~2: SJtis'oocllcn Sccial 
?"es;::cns;t;li1t <w,: SUp~r:Of ar:j Pa'-:na'$i',;: P~ror'rJnca 

• 

I 
I 

,. 
Leod! rshlp 
1')~ _o inl!! 

1t\l, 

Pchcy ;:,'d S:ra:~r;'j . C~"T\"'UMI and CL.stoMe' :CC'JS Fao~;~ \1Ci"a!i~rr,9'-: 
Resources ane ' ,-f.~rrlallon ar'::! PrOC9SS 

Explessed ,;r<lil,1icJllt the premiEe Jnc :he Mecc! fe, Lc-:;a: Go'.'er'lrren!; 
locks like mis' 

SAEF's Madel iaI' ExceUence in Local Government 

, , , . 1, 500 .. , 
70 .., inl,;:'% I I • . I 

• ~ 

I C~,:,~""~ I • 6 . 
€ D "'" nt. " 6", 

procus . ' ..J 
l UI pem:, ~ t H', 

• ?<'<4II~ ..... "' IP" ' .. n 
, 

! ' "":;>It 51:' I"<dGtl 

';II pointsl9% I ~C""'nl!9'l. 

,~ 
,. Il. """,:1'''' 50 P'M, 

~.;. ,~tj" .">:1""". ",,, 

I >C "", rIO.' J'I. 

--

, 

" C:g.r ... t,oo 
Re.;~~ 

15lpc;n::. 
, 

!!,:, 

I 
-' 

I 
, 

Results 500 points I 50% .J . Enab lers 500 points ! 50'/, I 
TOTAL POINTS 1 000 _. . J 
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ANNEXURE S 

SCOPE OF THE GJMC PERFORMANCE MANAGEMENT POLICY 

FRAME 1 
MANAGING QRGANISATIONAkJ?ERFORMANCE 

• 
Feedback and 
Action Plans 
Ret';\"ai"s and 
contingency plans 

Reviewing 

Organisational 
Performance 

Performance ~90inst 
bt.:dget 

Annual CEO's 
Humon 
Resource 
Review 
~,&D ;;Ions 
~Succ~ssion 

*Caree.r path~ 
~,DromJticn5 

~Recruitment 

requir,,~e.nts 

~Allocot , on o~ 

Rewarc's 

Setting 
Organisational 

Objectives 
C-It,'col Success 
~adors and goals 

G:JMC 
Yi~ion 

And Strategy 

, , , , , 

Establishing 
Business Plans 

Budgets and targets, 
;:erformance 
measures 

Org(lf!r$c1iQol1i 

" RegrQ(1Q/LCDEs.,,_.L 
, -_.-' 

Department 

Allocating 
Accountability , 

learn and indivl~,:1 I 
objectives set~i~ 

PERFORMANCE 
CONTRACTS 

See Frame 2 (JV<':f'P(Jgt! -

!f1alWging IndiVIdual 
Pt!rrarmaJ1Ce 
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MANAGJr-oy"W,PJ\ODUAL PERFORMANCE 

• 
;1 Perform;nce-~~-~:~~~~~~;-

I RECOGNI";1:0N OF 

, CCNTRI3UTION I 
I CORRECTION OF POOR 

PERFCRMANCE 

Performance Contract 

ACCOUNTABILITY 

• 
Annual CEO's 
Human 
R~sourc~ 

Review 
~ ~"'D plans 
~SL~c ... %ion +-' 
'Career patrs 
~,"~omotions 

',Q,ecruitment 

~q"'remznts 

'AII~cation of 1 

Rewards J 

Coaching, mentoring, 
t _-e inir,g end d~vebpment 

plans 

,"ER;=ORMANCE 

F AC=~IT A nCN 

Perfcrrr,ance Reviews 

FEEDBACK AND 

MONITOR:::NG 




