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III. PERFORMANCE AND REMUNERATION 

Performance management system (PMS) 

97. The primary purpose of the PMS is to reward good performance, help correct 
poor performance, identify individual staff development and team capacity building needs, 
through on-going (informal) and regular (formal) performance appraisals. 

98. GL is committed to fostering a performance culture in its pursuit of high standards of service 
delivery and tangible results. We view ourselves as people-centred, placing strong emphasis 
on Human Resource Development through training, mentoring and coaching. 

99. The ED and line managers shall work with staff to draw up job descriptions based on the 

standards for the job against which the individual shall be evaluated. 

100. The PAs shall be weighted according to an agreed scale of the relative importance of each 
area of work, and of each indicator within that area of work. 

101. The division of responsibilities between the ED, DOO and respective managers is described 
in the matrix. 

102. The PA of the ED shall be drawn up by the Board. 

103. The weighting of PAs for managers and programme staff shall include certain standard 
weights for planning, reporting, communication, public profile, website, knowledge creation 
and monitoring and evaluation according to the matrix. 

104. Once agreement on the key performance areas has been reached, the staff member 
together with the supervisor shall sign the PA. The PA of each staff member shall be 
reviewed annually in accordance with approved annual plans and may be adjusted at the 
time of performance appraisals. 

105. Performance appraisals shall be conduct
supervisor/HOD or if the staff member reports to the ED by the ED. All appraisals shall be 
approved by the ED. 

106. The Performance Appraisal of the ED shall be conducted once a year at the annual board 
meeting. 

107. Once a year, the performance appraisal shall draw on a 360 degree feedback system from 
peers, subordinates, and supervisors (or in the case of the ED, the Board). Staff are given 
guidelines and oversight to ensure that 360 feedback is implemented properly and fairly, so 
that its solution focussed by building on the employees strengths rather than their 
weaknesses. 

108. ED/Board in making their assessments 
and shall be discussed during the evaluation, but shall not be used in the scoring. 



21 

109. The process for the evaluation is that staff member shall evaluate their own performance 
independently, while their Supervisor/ED/Board does the same. They shall then jointly 
discuss the ratings and debate them until agreement is re
standard as their measure of performance. 

110. The Attitude and Team Score (ATS) comprises 5 points for punctuality, attitude towards 
work, problem solving, overcoming challenges, and support for team members. This will 
also include staff suggesting new innovative ideas with results. 

111. Managers shall be assessed according to the Management Assessment Score (MAS) 
that will constitute 5 points of their PA, covering strategic, conceptual, leadership, 
information management, and related skills. 

112. Once agreement is reached by both parties, the staff member and their supervisor shall sign 
ED for final approval. The 

ED reserves the right to query and veto any scores that have not been adequately 
motivated and verified. 

113.  Completed e Orange HRM system. 

114. In the event of agreement not being reached, the ED (in the case of staff) and Board (in the 
case of the ED) shall have the final say. 

115. Should a staff member be dissatisfied with their Performance Appraisal ratings, they may 
follow the appeal process, in line with the established grievance procedure. 

116. Reasons for appealing against the evaluation may include perception of: unfairness, 
bias/discrimination, severity, lack of guidance from the line manager. 

On-going feedback 

117. Performance Management shall be on-going and not confined to evaluations. Appropriate 
coaching and mentoring shall be provided, by the appropriate supervisor on an on-going 
basis. 

Performance linked remuneration 

118. 
the average performance for two semesters of 85% and above, and a half bonus based on 
performance of 80%-84% as set out in GL HR Policies and Regulations 2020. This is payable 
in December of each year on a pro rata basis. Should you leave the employ of Gender Links 
at any time you will be paid your bonus on a pro rata basis. This annual payment takes the 
place of severance pay. 

 
119. The ED has the authority not to award a bonus where staff may have performed well in 

most areas but reneged in core areas of their responsibility, for example negligent financial 
management of programmes; failure to meet donor requirements; produce periodical 
publications on the due date . 
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Awards

120. GL recognises good performance every year through staff awards. These cover a range of 
areas, including good performance and areas voted on by other staff. 

Promotions 

121. The ED may promote a staff member to a vacant position if such a position is sufficiently 
funded, and if, through the PMS, it has been determined that such a staff member is eligible 
for promotion. A staff member may also motivate their promotion to a vacant post. 
Promotions can also be justified in instances of good performance in which case existing 
posts may be re-graded, if the job content changes. 

Salaries scales, benefits and increments 

122. All staff shall be contracted against a GL salary band as updated and approved by the Board 
and subject to review from time to time. 

123. Effective 1 January 2017 all salaries shall be stated in Rands for HQ and in Local Currency 
Equivalents for country offices at the start of the year that shall remain constant for the year 
as set out in the new GL Salary Scales 2020. 

124. GL salaries are on a Total Cost of Employee (TCOE) basis. This means that this salary will 
constitute the total salary package (Cost to Company), which includes all contributions you 
as an employee are required to make to all relevant compulsory insurance funds and other 
statutory deductions. This includes all mandatory company contributions and benefits. 

125. Staff may structure their salary packages to include medical aid, and/or retirement annuity 
schemes according to their wishes and needs within the TCOE structure and in compliance 
with the relevant country rules. Evidence of contributions to these third parties (medical aid 
schemes and/or retirement annuities) must be provide, to the DOO for tax purposes. 

126. It is compulsory for South Africa Regional Office staff to be members of Discovery medical 
 scheme. 

127. GL does not provide risk cover for protection against loss of life or disability during the 
duration of staff employment. Such insurances must be taken out by staff as part of TCOE. 

128. The monthly salaries shall be paid by the end of each month, and generally on the 25th of 
every month, unless the 25th falls on a weekend. In that case the salaries will be paid on the 
next working day. 
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129. Staff may receive increments as a result of promotion to another band within the 
organisation or re-grading of an existing post. 

130. The Board may award across- the-board inflation rate increments on an annual basis after 
due consideration of inflation and the organi  position. 

 
131. Staff only qualify for a cost of living adjustment after one year of service. 

132. The organisation shall also engage in annual market related salary reviews to ensure that 
salaries remain competitive. Posts may be re-graded as a result of such an exercise. 

133. Casual employees are not entitled to an annual performance bonus. 


