
  

      

Schedule 8 of the Labour Relations 
Act broadly sets out the procedure 
that an employer must follow 
before dismissing an employee 
for poor work performance. 
Following the provisions described 
in Schedule 8 does not guarantee 
that an employer will successfully 
defend a poor work performance 
dismissal. Besides the require-
ment that a process or procedure 
needs to be followed, it is also 
 

Although most employers have 
their share of poorly performing 
employees, there are far fewer 
employees dismissed for poor 
performance than for other types 
  

      

POOR PERFORMANCE
Why managers turn a blind eye to it?

The question is, 
why is this 

happening? 
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This issue contains:
- poor performance dismissals explained 
- dealing with poor performance quickly 

  and successfully
- we can help

There is the perception that when 
considering a dismissal for poor 
performance, the employer is 
dealing with a ‘no fault’ dismissal. 
Whilst there might be a degree of 
‘no fault’ with newly appointed 
employees, this is not so in the 
majority of cases involving longer 
serving employees. Employers 
are entitled to expect of their 
employees to all perform at a 
certain standard. Employers do 
not have to tolerate any issues of 
poor performance from any 
employee – be it the operator who 
fails to make his targets or the 
manager who tolerates his poor 
performance! 

Under common law, by accepting 
employment, an employee under-
takes to ‘perform his duties in a 
satisfactory manner and to an 
acceptable standard’. By render-
ing unacceptable performance, 
the employee is in breach of his 
common law duty. He is as in 
breach as an employee who commits 
misconduct.  

It is important to establish 
whether the employee CAN’T or 
WON’T do what is required. It is 
necessary to make this distinction 
because if the employee is able, 
but chooses not to comply with 
requirements, this is MISCONDUCT 
and should be treated accordingly. 

Poor performance seldom occurs 
in isolation. Usually poor perfor-
mance is accompanied by a 
pattern of absence, increased sick 
leave and behavioural changes 
such as poor timekeeping and 
moodiness. Typically, over a long 
period of time, sometimes even 
years, an employee may accumu-
late a number of unrelated disci-
plinary warnings for poor perfor-
mance, absenteeism and/or minor 
forms of misconduct. 

of contract breach.

managers view it correctly.
important that employers and their

Poor performance 
can lead to serious 

issues of productivity 
and loss of revenue.
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Not dealing with poor perfor-
mance when it �rst becomes 
apparent can lead to serious 
issues of productivity and loss of 
revenue. The employee’s short-
comings and performance should 
be closely monitored. 

The company should have a 
number of processes and proce-
dures in place. Each employee 
should understand what his 
responsibilities are and at what 
standard he should be performing 
these responsibilities. 

Each employer should ensure 
that the following is in place:

Job descriptions 
with standards of 

performance 
clearly defined;

Contracts of 
employment 
referring to 

performance and 
possible termination 

for poor 
performance

Poor 
performance 

training for 
managers and 

supervisors

An induction 
process;

Coaching, 
guidance and 

training

A counseling 
procedure and 

relevant 
documentation

Regular quarterly 
performance 

appraisals

The GEO provides assistance with the handling of 
poor performance issues. 

Please contact any of our officials or our office 

Please contact us on: 
0861 436 436/ 083 283 7652

Visit our website:
www.geo.org.za

Sign up for CIRIS:
www.cirisonline.net


